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ABSTRACT

Mentoring is a developmental relationship betweemare experienced individual (the mentor) and &sles
experienced partner (the mentee) for purposes afirsty technical information, institutional knowleglgnd insight with
respect to a particular occupation, profession, amgation or endeavor. Mentoring is the processusing especially
selected and trained individuals to provide carel aulvice that will help to develop the careers thfeo employees who
have been allocated to them. The employees ar@rtiteges of the mentors because of the closenassilst exist
between the mentor and whoever is allocated tofomthe scheme to succeed. This paper focuses atorimg in the
workplace with particular reference to the academtting; since mentoring can be applied to a ugrief people,

situations and purposes.
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INTRODUCTION

Human resource is the most valuable and sensiéseurce in an organization. Every organizationreatized
the importance of the human resource and is striviard to satisfy them. The study undergone alsarlyl reveals
the initiatives undertaken by the organization ttisfy their employees. This study gives specialpleasis on
the mentoring system rolled out as an OD initiatiVee study clearly reveals the effectiveness efrifentoring system

rolled out in the company.
RELEVANCE TO HR PROFESSION

Mentoring is a process which is implemented to kramd rectify the problems faced by the new emplsymzh
inside and outside the organization. This concepa welcoming move performed to make the employE&EL AT
HOME?". In other words mentoring is a term whichees to taking care of the employee’s problem. & motivating force
to the employees by the management. This studyrgods an overview of OD initiative rolled out iretlorganization.

The study is directly and closely related to the fdRctions and it is most relevant to the HR prsies.
MENTORING

Mentoring is an OD initiative. Mentoring is the pess of training, nurturing the new employees topad
the environment, knowing the problems faced by tremd giving them valuable suggestions & help torowme.
Mentoring basically consists of mentors and mentdentees are the new employees of the companyremtors are the

existing employees who are assigned to the merf@eguidance. It is a process in which one persmentor) is
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responsible for overseeing the development of amotberson (protégé) outside the normal managendirdate

relationship

CHARACTERISTICS OF A MENTOR
» Adesire to help

» Have had positive experiences

» Good reputation for developing others

e Time& energy

e Up-to-date knowledge

* Learning attitude

» Demonstrated effective managerial (mentoring) skill

Table 1: Difference between Mentor and Coach

Mentoring Coaching
FOCUS Individual performance
ROLE Facilitator with no agenda| Specific agenda

RELATIONSHIP

Self-selecting

Comes with job

SOURCE OF INFLUENCE

Perceived value

Position

PERSONAL RETURNS

Affirmation/learning

Teamwork/ performance

ARENA

Life

Task-related

RESEARCH METHODOLOGY

Research methodology is a way to systematicallyestile research problem. It may be understoodsageace of

studying how research is done scientifically

Table 2: Research Design

S. No Key Issue Options Selected

1 Data sources Primary Data and Secondary Datg
2. Research Approach Descriptive Research-Survehidde
3. Instrument Used Questionnaire
4 Area of Study IT company
5 Sampling Plan 100

(a) Sampling Size Convenience Sampling

(b) Sampling Method
6. Tools for Analysis 1. Percentage Method

2. Chi-Square Test

Time Factor Stands as a Constraint for Mentoring tothe Effectiveness of the Mentoring Process

Table 3: Effectiveness

Time Constraints | Strongly Disagree| Disagree| Agree | Strongly Agree | Total
Strongly disagree 1 0 0 0 1
Disagree 0 5 15 4 24
Agree 1 8 41 5 55
Strongly agree 2 3 10 5 20
Total 4 16 66 14 100
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Null Hypothesis (Ho): No significant relationship between the time fadtanding as a constraint for mentoring
to the effectiveness of the mentoring process.

Alternative Hypothesis (H1): Significant relationship between the time facttansling as a constraint for

mentoring to the effectiveness of the mentoringpss.
Chi-square = (O-E)4E
O =Observed Frequency
E= Expected Frequency
Calculated value = (O-E) ?/E

E= Row total * Column total

Grand Total
Table 4
@) E (O-E) (O-E)"2 (O-E)*2/ E
1 0.04 0.96 0.9216 0.9216
0 0.16 -0.16 0.0256 0
0 0.66 -0.66 0.4356 0
0 0.14 -0.14 0.0196 0
0 0.96 -0.96 0.9216 0
5 3.84 1.16 1.3456 0.26912
15 | 15.84 -0.84 0.7056 0.04704
4 3.36 0.64 0.4096 0.1024
1 2.2 -1.2 1.44 1.44
8 8.8 -0.8 0.64 0.08
41 36.3 4.7 22.09 0.538780488
5 7.7 -2.7 7.29 1.458
2 0.8 1.2 1.44 0.72
3 3.2 -0.2 0.04 0.01333333B3
10 13.2 -3.2 10.24 1.024
5 2.8 2.2 4.84 0.968
(O-E)N2/E 7.5823

Calculated Chi-square value =7.5823

Degree of freedom =(r-1)(c-1)
= (4-1)(4-1)
=9

Table value =16.919

Inference

From the above analysis, the table value is grehger the calculated value, ie the null hypothisseccepted. So,
there is no significant relationship between tmeetifactors standing as a constraint for mentorinthé effectiveness of

the mentoring process.
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SUGGESTIONS & RECOMMENDATIONS

Regular meeting should be conducted at least mpotide and feedback should be collected.

This should be done mandatory.

Organization should take initiative steps to re@eaentors and mentees at least once or twicera yea
As future interaction

Mentors can be allotted on the basis of nativeglianguage etc

CONCLUSIONS

The study has been conducted for evaluating thectfeness of the mentoring program rolled out in

the company. It clearly states the pros and cortseofmentoring system and this report acts aslddothe modifications

to make the program more effective. Every progras hoth merits and demerits, as it is the initiags the outcome

result of the mentoring is tremendous and it isiebs from the graphs shown above. The pitfallsumgal and it can be

eradicated by necessary actions. Above listed sfiggs/recommendation help to increase the effentigs of the

program and can be considered while taking dedsioiconcerns regarding mentoring.
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