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Background and Rationale for Paper

In June 2001, the Pilot Project Committee of the Community Leadership Alliance of Peel (C.L.A.P.) identified “mentoring” as a valuable activity for non-profit agencies in the Region of Peel.  The Committee then addressed the question about the role of CLAP in relation to mentoring. Before making a recommendation to CLAP about its contribution to mentoring, the Committee wanted to inform itself about the concept and practice of mentoring.  This paper is a response to the Committee’s request for basic information on the concept and practice of mentoring. 

Purpose 

The purpose of this paper is to provide a basic description of mentoring that can be used to inform a discussion on how to promote the concept and practice of mentoring among non-profit agencies in Peel Region. 

The paper provides information about mentoring in the following areas:

1. The definition of mentoring

2. The evolution of the concept and practice of mentoring

3.  Different approaches to mentoring 

4. The benefits of mentoring 

5. The prevalence of mentoring in Canada

6. Non-profit agencies in Peel offering mentoring services

7. Research on mentoring

8. Implications for the Community Leadership Alliance of Peel

9. Resources for the establishment and evaluation of mentoring programs.*

Appendix:
Characteristics of Effective Mentors and Mentoring Programs*

*A separate directory of resources on mentoring has been developed for the Pilot Project Committee.

1.  THE DEFINITION OF MENTORING
The term mentor has taken on so many meanings and is so often used as a synonym for other terms such as teacher, coach, and counsellor, that considerable confusion exists about the roles and functions of a mentor.

The American Heritage Dictionary defines a mentor as “a wise and trusted counselor or friend.”  Mentoring refers to the relationship between the mentor and the person being mentored.  The relationship is a mutually supportive one, usually between an older and more experienced person and a younger, less experienced person.  In this relationship, the mentor acts in a variety of supportive roles:  role model, teacher, advocate, confidante, counselor, etc.   The mentored person acknowledges and appreciates the mentor, a factor that adds positive meaning to the life of the mentor and helps to strengthen the latter’s ties to the community.

Take a minute to think back in your life and recall the


people who helped you learn something.

What characteristics did those people have in common?


If you said they guided you, wisely advised you, coached


you, supported you, listened to you, accepted and


understood you, confirmed you, or taught you something


essential to your life or career progress, then you are


describing the qualities associated with a mentor.


A mentor is simply someone who helps you to learn something


you might not have learned, or would have learned more slowly


or with more difficulty if you had to learn it completely on your


own

(The Status of Mentoring in Canada, 1999)
It can be argued that mentoring is a very individualistic approach to providing guidance to another person.  This can be seen in the focus and scope of the mentoring relationship.  In the mentoring relationship, the mentor is there solely for the person being mentored and can focus exclusively on that person.  The mentored person is not one of many persons in a group being coached or taught by a teacher or coach.  He or she is the only one that the mentor focuses on in the mentoring relationship.  Furthermore, the help that he receives is customized to meet his needs, his abilities, his temperament, and his long-term goals.  

Mentoring is usually a voluntary activity.  The mentor volunteers her time and knowledge, and the mentored person voluntarily agrees to have a relationship with the mentor.  Each participant is free to begin the relationship and to end it.  However, it remains to be seen how long mentoring will remain a voluntary activity, given the fact that in a service and knowledge-oriented economy, helping relationships and knowledge are converted into commodities to be sold in the marketplace, or to be provided by government-supported social programs, usually to poor and marginalized persons. The latter persons are expected to accept the help offered by social service programs.

The Evolution of the Concept of Mentoring

Ancient Western Society 

Mentor as God-like Person and Teacher 

of Members of the Ruling Class.

(Mentor as Agent for the Maintenance of the Social Status Quo/ Social Power)


Europe During the Industrial Revolution

Mentor as Master Craftsman and

Teacher of Skilled Workers

(Mentor as Agent for Economic Development and Productivity)


USA in the 20th Century (War on Poverty and Civil Rights Movement)

Mentor as Social Role Model and Teacher of Poor and Disenfranchised Persons

(Mentor as Agent for the Reduction of Social Inequality)

Source: Paula DeCoito Ph.D.  The Social Planning Council of Peel, 2001.

2.  THE EVOLUTION OF THE CONCEPT OF MENTORING

The concept of “mentor” has evolved from an idea of a semi-divine force in the shaping of individual members of the ruling class to that of a socially accomplished individual trying to elevate the social status of poor and marginalized individuals.  When adopted by the business sector in the twentieth century, the concept of mentor became linked to professional development of the individual worker and enhanced organizational productivity.  At the executive level of large organizations, mentors are more likely to be called “coaches.”

Another aspect of the evolution of the concept and practice of mentoring is related to the organization of the mentoring relationship. With the rise of the service sector in the twentieth century, the practice of mentoring became formalized and institutionalized.  This simply means that a more intentional and systematic approach was taken to mentoring and that formal organizations and institutions included mentoring programs as part of their activities and services to the public. Furthermore, as mentoring became more formalized and institutionalized, service professionals – mainly social workers - were required to plan, deliver and evaluate mentoring programs.  Today, at the beginning of the twenty-first century, the practice of mentoring can be found in all areas of society.  
Ancient Western Society

· Mentor as demi-god and teacher of the ruling class

· Mentor as agent for the maintenance of the social status quo /the maintenance of social power

In Homer’s Odyssey, the king of Ithaca, Odysseus, asked “Mentor” to take care of his son, Telemachus, while he, the king, went off to fight in the Trojan War.  The King, who loved his son dearly, had utmost confidence in Mentor, for Mentor was no ordinary person.  Mentor was half-God and half-man, half-male and half-female, believable and yet unreachable.  He had the union of both goal and path; he was wisdom personified (Daloz, 1983).

The ancient Greeks regarded a mentor as a foster parent, someone that a parent could trust to raise his child while he was away.  In the Odyssey, Mentor was responsible for all areas of Telemachus’ development: physical, social, emotional, intellectual and spiritual. In ancient Greek society, the person being mentored received more than knowledge about things from his mentor.  He was also taught to be a noble person, a wise person, a person of good character, and his role model was his mentor.

Europe During The Industrial Revolution:
· Mentor as Master Craftsman and Teacher of Skilled Workers

· Mentor as Agent for Economic Development and Productivity  

The Industrial Revolution gave rise to trade guilds, artisans and skilled professions and the need for skilled workers.  In this social and technical context, a mentor was more likely to be described as a master, as in a master/apprentice relationship. The mentor was a master craftsman, one who was excellent at his craft in terms of both knowledge and experience. Workers learned their crafts not from schools, but from master craftsmen with whom they often studied for a major part of their lifetime. The apprentice often lived, studied and worked with his mentor, the master craftsman.  

Here, the focus on mentoring shifted from mentor as teacher of wisdom to mentor as teacher of skill and professional ethics. The emphasis was on helping the apprentice develop the necessary skills for a successful career as a master craftsman.  Over time, the apprentice would become a master craftsman and would himself become a mentor to young apprentices.  This helped to develop the European economy as it moved towards developing a manufacturing sector of its economy.

North American Society in the Twentieth Century

· Mentor as Social Role Model and Teacher of Disadvantaged and Marginalized

persons

· Mentor as Agent for the Reduction of Social Inequality

Between the sixteenth and nineteenth centuries, mentoring in North America followed the industrial pattern of mentoring in Europe, where the relationship of mentoring was between expert and learner, master craftsmen and students.

Artists, painters, dancers, actors, carpenters, silversmiths, and other artisans would seek out long-term guidance from the masters in their art or craft.  Persons wishing to be doctors, lawyers, and accountants or engage in other professional work would typically seek out an association with someone already practising in that field.  In turn, the seekers would eventually become mentors to new seekers.  Entire schools based on such mentor-apprentice transmission became popular in North America.

(Rey Carr, The Status of Mentoring in Canada, 1999)
The American War on Poverty (1960's to 1970's): Mentor as teacher for poor and marginalized children

In the story of the Odyssey, “Mentor” was teacher and guidance counselor to a special person, a person of high social status: the son of a king.  Similarly, during the Industrial Revolution, the person being mentored was of a respectable social status, a tradesman, albeit an apprentice tradesman.  He was not a poor peasant working in the fields of an overlord or baron.  This same pattern of mentoring: expert and learner of relatively equal social status, was followed in the USA to develop leadership and skills among adults in the trades, professions, and the arts. Historically, the persons being mentored were persons with demonstrated potential for success and leadership in their respective fields.  Having a mentor helped them to develop that potential. The mentor and the “mentee” were usually social equals, socio-economically speaking, and from the same racial group.

In the 1960’s, when American President Johnson declared “war” on poverty in the USA, the concept of mentoring began to be applied outside of the master-apprentice relationship, and was not restricted to the development of skills for paid work, or to persons with demonstrated gifts and ability.  Mentoring became part of the national strategy to address social inequality in American society, and would begin with the poor children of America and their parents.  Emphasis was placed on improving the socio-economic position of Blacks and other minorities in America via education. 

Initially,  the use of mentors with school-age youngsters was limited to identifying students with considerable talent or ability and then providing them with the opportunity to work for a short period of time with an expert in a particular field.  Mentors were often considered for their ability to help students in specific subject areas or on special projects. This approach to mentoring, however, neglected the needs of poor, under-achieving children in America.  Mentors would be needed for them also.

If mentors were essential for bringing out the best in gifted adults, asked the warriors against poverty, could they also be a used to develop the potential in those who had not been able to demonstrate such gifts and talents?  Would mentors be appropriate for children, especially poor children?  Could mentors help high school students with career-decision making?  Could a mentor inspire a student to greater academic performance?

(Rey Carr, The Status of Mentoring in Canada, 1999)

The American Civil Rights Movement: Mentor as Volunteer Social Worker and Personal Advocate for Reducing Social Inequality

Growing concern about equal opportunity for women, the disabled, racial minorities and other socially, politically, or economically disenfranchised groups led to the popularity of mentoring outside of the academic classroom.  Mentors were used to help members of these groups overcome their early experiences in disadvantaged environments, break through the “glass ceiling” that limited their advancement, or become inspired to go beyond their potential.  An experienced person who was a member of the disenfranchised group, but had been able to overcome social limitations and reach some degree of success or achievement in society, would be paired with a younger person who had not yet been able to transcend the factors limiting his advancement.  Sometimes the mentor would be a person from the dominant social group, usually a White person, in a mentoring relationship with a Black or Latino person.

Mentoring at the Beginning of the Twenty-first Century:  The Institutionalization of Mentoring (Mentor as a resource person for the non-profit and for-profit sectors of the economy.) 

The practice of mentoring is becoming more formal and more institutionalized, even though the parties in the mentoring relationship are volunteers. (The mentor is a volunteer and the mentee is participating voluntarily.)   There are mentoring programs, professionals who manage mentoring programs, and academics and researchers who study mentoring.  Like many of the services that were provided casually or informally before the service economy became a reality, mentoring is now a commodity or a psychosocial technology to be used to improve the quality of life for human beings. 

In the voluntary, social services sector, non-profit agencies are complementing their traditional service provision to members of disadvantaged groups with mentoring programs.   To what extent this is a function of underfunding of the non-profit sector and limited resources for one-to-one counselling, or a function of the availability of an increasing number of highly educated immigrant and visible minority immigrants arriving in North America, is open for discussion.  What can be argued, however, is that mentoring services are compatible with the tradition of using volunteers to provide services.  As was mentioned earlier, mentoring is a highly individualistic approach to 

voluntarism and self-improvement.

In the business and professional sectors, mentoring is being linked to productivity at the individual and corporate levels. It is seen as an investment with high returns for both the employee and the employer..  From this perspective, employers are providing mentors for their employees, especially those who are young, new immigrants, and female. In many professions, mentors are thought to enhance, if not ensure, the professional development and success of talented newcomers.  Individual professionals also take the initiative and seek out mentors for themselves. This practice is especially prevalent among  mid-career professionals who seek out mentors when they wish to develop new levels of expertise and to advance in their professions.  However, males, especially White males, tend to be more successful than women are and racial minorities in recruiting mentors for themselves. 

3.  DIFFERENT APPROACHES TO MENTORING

Differences in the practice of mentoring can be understood in terms of how the mentoring is established, who the participants are, and how the mentoring is actually done.

How the Mentoring Relationship is Established

MENTORING MODELS

	MENTORING MODEL I
	MENTORING MODEL II

	NATURAL MENTORING
	INTENTIONAL MENTORING

	· Unplanned

· No overtly stated goals or time-lines for achievement of those goals 
	· Planned

· Overtly stated goals and time-lines for achieving those goals

	· Personal chemistry binds mentor and mentored person
	· Formal matching of mentor and mentored person

	· Accountability is between the two parties

· No formal monitoring or assessment of the mentoring relationship
	· Accountability is between the two parties and to the third party who intentionally arranged the mentoring relationship

· Systematic monitoring of mentoring relationship 

	EXAMPLES:  neighbour, best friend,  sports coach
	EXAMPLES: Big Brothers, Big Sisters


Natural Mentoring 

This is the type of mentoring that  “just happens.”  Two people meet accidentally and, over time, one becomes the mentor to the other.  In a family situation, an uncle may become a mentor to a nephew whose father has died.  This type of mentoring is unplanned, has no pre-set goals or timelines for achievement of objectives and is not monitored by anyone outside of the mentoring relationship.  The maintenance of the mentoring relationship is often due to some natural bond or chemistry between the two parties.

Intentional Mentoring

In a service and knowledge-oriented economy, mentoring can be, and has been, converted into a service that transmits information (knowledge, values, motivation, etc.) from one party to another. As a formal service, it has to be planned, delivered, and evaluated.  An individual can deliberately choose to be a mentor or to be mentored.

Similarly, professional social workers deliberately choose to refer individuals to mentoring programs and to provide mentoring programs.  Mentors are intentionally selected to assist others, particularly those that are poor, victimized, and marginalized in society.  Intentional mentoring involves setting goals for the mentoring relationship, timelines for achieving those goals. 

Below are some of the functions that have to be carried out in order to provide formal mentoring services:

· Program Planning

· Marketing/Outreach 

· Screening of potential mentors

· Recruitment of mentors  

· Training of mentors 

· Monitoring of the mentoring relationship

· Retention of mentors

· Evaluation of mentoring programs 

Focus of Mentoring

Mentoring programs differ in terms of the kinds of people who are mentored:
· Mentoring for adults 

· Mentoring for children

· Mentoring for professionals and artists (sometimes called coaching, especially when senior professionals and business executives are the ones being mentored)

· Mentoring for members of disadvantaged groups

Participants in the Mentoring Relationship

Mentoring programs differ in terms of the kinds of people who provide the mentoring:

(
Adult Mentor and Youth

(
Expert Mentor and Learner 

(
Peer Mentor and Peer

Modes of Mentoring

Mentoring programs differ in terms of how they are delivered:

· Personal, Face-to-Face Mentoring

· E-mentoring (Mentoring via the internet)

· Group mentoring
4.  PREVALENCE OF MENTORING IN CANADA

Canada is a world leader in providing mentoring programs. 

69% of the 7,500 peer and mentor programs in the world are Canadian programs (1999).

66% of the top 2000 Canadian corporations   (surveyed in 1999) provide some type of mentoring program, compared to 17% in the U.S.A.

Between 1992 and 1995, the Canadian Stay in School Initiative:

· trained 30 National Mentor Leaders

· screened, recruited and trained 65, 000 mentors

· provided mentors to 130,000 students (or 3% of the youth population aged 14-24) 

Source:  Rey Carr,  The Status of Mentoring in Canada, 1999.

5.  BENEFITS OF MENTORING
The benefits of mentoring can be organized into three categories:

Benefits for the Mentor

Mentoring provides psycho-social benefits to the mentor.  The mentor wants to give back to society, to feel meaningful, to make a contribution to society. The mentoring relationship provides her with the opportunity to do all of this.  In turn, the mentor feels good about herself and feels connected to the community. 

Benefits for the Mentored Person

The mentored person benefits in a variety of ways.  Psychosocial benefits such as feeling valued, loved, connected to others, etc. are but a few of the benefits.  The mentored person also benefits by acquiring specific knowledge and guidance from her mentor.

Benefits for the society as a whole

The existence of trained mentors is a major resource for the community.  When not mentoring, the mentors can transfer their skills to other areas of society.  These mentors can be asked to mentor over and over again.  

The community also benefits economically from mentoring: 
· Dropping out of school costs Canada 4 billion annually in lost productivity and related costs.

· Dropping into prison costs taxpayers $61,000 per year per youth prisoner.

· Staying in school costs a school board  $3,400 annually per student

· Dropping out of a job/staff turnover costs an employer $36,000 per employee

(to advertise, interview, hire, train the new, replacement employee).

· The typical salary of a mentored employee is 1.8 times higher than a non-mentored employee.

According to the National Dropout Prevention Centre, “Students who drop out of school often cite that a lack of a single person who cared about them as one of their primary reasons for leaving.”  Mentoring attempts to give each of those students a responsible person who cares about them.  

6. MENTORING PROGRAMS IN PEEL
It should be noted that limited documented information is available about the extent to which mentoring is taking place in Peel’s non-profit sector.  The following are some of the organizations in Peel that provide mentoring services:

· Big Brothers/Big Sisters of Peel.

· Victim Services of Peel.

· Peel Sisters of Colour in Action.

· Inter-Cultural Neighbourhood Social Services

· Peel Mentoring RoundTable

7. RESEARCH ON MENTORING *
Although mentoring can be considered a 5000-year-old tradition, the literature on mentoring did not become prevalent until the late 1970’s.  Most of the literature on mentoring and mentoring programs is American in origin and focus, even though Canada is the world leader in the provision of mentoring programs.

Good Canadian Sources of Information

In Canada, there are two major sources of information on mentoring:  

· the Stay-in-School Initiative, a national campaign dedicated to reducing the number of school leavers;

· Peer Resources Network: 

-
a database on mentor and peer programs around the world

-
a recent review of mentoring involving a survey of the 2000 most

productive corporations in Canada  (Publication: The Status of 

Mentoring in Canada, 2000).

An examination of the literature (American and Canadian) on mentoring provides answers to the following questions about mentoring: 

· How prevalent is the practice of mentoring in Canada? 

· What are the types of mentoring?

· Who are the mentors?

· Who are the people being mentored?

· How is mentoring done? 

· What are the characteristics of a good mentor?

· What are the characteristics of a good mentoring program?

· What are the benefits of mentoring?

· What are the costs of mentoring?

· What is involved in developing a mentoring program?

· How are mentoring programs evaluated?

Gaps in the Literature

A noticeable gap in the literature on mentoring is that of a critical perspective of mentoring.  Mentoring is seen as good and rarely questioned as a growing practice in all sectors of society.  For example, questions are rarely asked about the relationship between mentoring and the decline in government funding for social services, especially those in the non-profit sector.  In Canada, little attention is paid to the impact of mentoring on the traditional role of the professional social worker in counselling agencies and agencies serving marginalized people. 

· This section of the paper does not provide information on the actual findings from the research on mentoring.  A resource manual on mentoring has been prepared for the Pilot Project Committee; it contains much of the information mentioned in the above list.
8. IMPLICATIONS FOR THE COMMUNITY LEADERSHIP ALLIANCE OF PEEL

Observation

Over the past five hundred years, mentoring has evolved from a practice of guiding rich and talented individuals to a practice of helping disadvantaged and marginalized people to raise their social status in society.   What is the next stage in the development of the concept and practice of mentoring?

Implications for CLAP

CLAP can provide leadership on the issue of mentoring by being proactive about mentoring.  It can deliberate on the future of mentoring and the implications for non-profit agencies (in Peel and beyond). 

Observation

Recently, a supportive coordinating group for mentoring programs was established in Peel Region (the Peel Mentoring Round Table).   

Implications for CLAP

CLAP should be supportive of the Peel Mentoring Round Table and collaborate with it to promote and coordinate the development of mentoring programs in the Region of Peel.

Observation:

There is an abundance of information on how to establish, maintain, and evaluate mentoring programs.  There are books, articles, websites, organizations devoted solely to mentoring, etc.  There are manuals on how to establish mentoring programs. 

Implications for CLAP

CLAP should collaborate with the Peel Mentoring Round Table to prepare a guide for resources on mentoring for non-profit agencies in Peel. 

Observation
Very little research has been done on mentoring in Canada, and on mentoring and diversity, especially ethno-racial diversity.  Peel is a highly diverse community with a high percentage of immigrants and visible minorities.

Implications for CLAP

CLAP should collaborate with mentoring agencies in Peel to promote research on their mentoring programs and integration of diversity issues into their mentoring programs.

Observation

The literature on mentoring is largely a non-critical literature. Mentoring is usually regarded as good and is rarely questioned in terms of its long-term and systemic efficacy.

The impact of a mentoring program on an agency whose mandate is not dedicated to mentoring only is hardly ever examined.

Implications for CLAP

CLAP could undertake research to critically reflect on the concept and practice of mentoring in the non-profit sector.

9.  RESOURCES FOR DEVELOPING AND EVALUATING MENTORING PROGRAMS

Banner, James M.J., (1985). “The Master Teacher’s Greatest Reward,”

 Educational Leadership.

Barna, D. (1992). Enter Mentor:  A program guide.  Ottawa: Youth Affairs

Branch, Employment and Immigration, Canada.

Bell, C.R. (1996). Managers as mentors: Building partnerships for learning.

Toronto: McGraw-Hill Ryerson.

Bernard, B. (1991). Fostering resiliency in kids: Protective factors in the 

Family, school and community.  Portland, Oregon: Northwest Regional Educational Laboratory.

Carr, R.A. de Rosenroll, D.A., & Saunders, G.A. (1991). Peer helping:

An information booklet for parents and professional helpers.  Victoria, BC: Peer Resources
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The Youth Employment Working Group Forum of Labour Market Ministers: Peer Resources.
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Canada, 26(1), 28-33

Flaxman, E., Asher, C. (1992). Mentoring Programs and Practices: An Analysis of the

Literature

Foster, C.L. & Anderson, R.E. (1990). Mentoring at-risk students: A guide

 for developing adult-child partnerships in education. Newport, Oregon: Lincoln County School District.

Hunt, D. (1987). Beginning with ourselves: In practice, theory and human affairs.

Toronto, ON: OISE Press.

Peterson, Rita W., (1989). Mentoring.

Sipe, Cynthia, L., (1995). Mentoring: A Synthesis of Research (1988-1995).

Leading Internet Sites Associated with Mentoring

Canadian Youth Business Foundation Mentoring Program

www.cybf.ca/insight/mentoring/resources/listing/community.htm
CPSR Gender Mentor Page

www.cpsr.org/doxprogram/gender/index.html
Creative Mentoring

www.creativementoring.org/
Early Childhood Mentoring Alliance

www.ccw.org/ecmalliance.html
Environment Canada Mentoring

www.cgocable.net/~mjrhoude/CareerManWedb/Mentee_e.htm
International Mentoring Association

Php.indiana.edu/~brescia/ment/

Management Mentors

www.management-mentors.com/
Mentor Forum

www.mentorsforum.co.uk/cOL1/discover.htm
Mentors 2000 Series

www.mentors2000.com
One to One!  The National Mentoring Partnership

www.mentoring.org
Peer Resources Mentor Program Listings

www.mentors.ca/mentorprograms.html
TeleMentoring Young Women

www.edc.org/CCT/telementoring/
Top References on Mentoring

www.mentors.ca/topmenbks.html
Agencies/Organizations in Peel that Provide Mentoring Programs

Big Brothers/Big Sisters of Peel 

Inter-Cultural Neighbourhood Social Services

Peel Mentoring Roundtable

Peel Sisters of Colour in Action 

Victim Services of Peel

APPENDIX

CHARACTERISTICS OF AN EFFECTIVE MENTOR

· Fosters caring and supportive relationships.

· Encourages individuals to develop to their fullest potential.

· Helps and individual to develop his or her own vision for the future.

· Develop active community partnerships.

· Stability – role-modelling the character trait of keeping promises.

· Being patient.

· Being realistic.

· Being resilient.

· Good communication – effective listening skills, nonverbal cues, and understanding verbal and non-verbal cues.

· Sensitive to the needs of others and generally recognize when others require support, direct assistance or independence (e.g. language, culture, disability, sexual orientation, etc.)

CHARACTERISTICS OF AN EFFECTIVE MENTORING PROGRAM

· A well-defined mission and established operating principles.

· Regular, consistent contact between the mentor and the participant.

· Support by the family or guardian of the participant.

· Additional community support services.

· An established organization of oversight.

· Adherence to general principles of volunteerism.

· Paid or volunteer staff with appropriate skills.

· Written job descriptions for all staff and volunteer positions.

· Inclusiveness of racial, economic and gender representation as appropriate to the program.

· Adequate financial and in-kind resources.

· Written administrative and program procedures.

· Written eligibility requirements for program participants.

· Program evaluation and ongoing assessment.

· A long-range plan that has community input.

· Risk management and confidentiality policies.

· Use of generally accepted accounting practices.

· A prudent and reasonable rationale for staffing requirements that are based on:

· organization’s statement of purpose and goals,

· needs of mentors and participants,

· community resources, and

· staff and other volunteer’s skill level.

Source:  The National Mentoring Partnership
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