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Abstract — The research in mentoring begins in
workplace settings as a strategic tool for human
resource management and later expands to educational
and other service contexts. Mentoring in educational
institutions pertains to the supportive relationship
between a more experienced faculty/peer mentor and a
less experienced student mentee, offering guidance,
support, and valuable insights to excel in their academic
pursuits, personal growth, and future success. This
review systematically identifies and synthesizes the best
available evidence on mentoring in educational
institutions following the PRISMA methodology,
reviewing 77 empirical studies (2013-2023) published
over the Scopus and Web of Science databases, and
applies the combination of Antecedents-Decisions-
Outcomes (ADO) and Theory-Context-Methodology
(TCM) frameworks to organize the findings. Results
reveal that mentoring practices in educational
institutions can foster ‘quality education’, Sustainable
Development Goal 4. This review enhances the
understanding of academic mentoring practices,
contributing to the existing literature and provides new
insights to policymakers and practitioners.
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1. Introduction

Mentoring is a valuable way to transfer knowledge,
foster talent, and promote best practices [1]. The
origin of research in the field of mentoring can be
traced back to workplace settings [2], [3] utilized as a
human resource management and development
intervention tool, beneficial in career development,
organizational development, and training and
development, the three key facets of Human Resource
Development (HRD) [4], [5], [6].

The growing recognition of mentoring has
extended its reach into service sectors, including
educational contexts [7], [8], [9], [10] but
comprehensive research on effective mentoring
practices in educational institutions remains limited.
Educational institutions play a crucial role in
developing human capital across cultural, social,
political, and economic perspectives. Goal 4 of the
Sustainable Development Goals (SDGs) underscores
the importance of quality education and mentorship
programs within educational institutions play a pivotal
role in achieving this objective.

Mentoring in educational institutions involves
holistic support covering all the aspects of a student’s
education. It refers to a relationship between a student
mentee and a faculty mentor [8] or a peer mentor [11],
[12] where the mentor supports, shares knowledge,
and provides advice related to academic and non-
academic aspects of the student mentee.

This review provides a comprehensive analysis of
the existing literature in the past decade on the role of
mentoring in educational settings, its impact on the
parties involved, the success factors, challenges to be
addressed, and insights for scholars and professionals
to align educational mentoring with industry needs.
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It was found that, in recent times, there has been no
systematic literature review (SLR) focused on
mentoring in educational settings. This paper aims to
answer the following research questions:

1. What are the most observed factors that enable or
hinder effective mentoring relationships in
educational institutions?

2. What are the commonly observed outcomes of a
mentorship relationship?

3. What are the various theoretical foundations and
models commonly used to understand mentoring in
educational settings?

4. What are the key methodological trends and
contextual coverages on the topic from 2013 to
2023?

2. Methodology

To ensure the credibility and rigor of the review, a
systematic and transparent methodological approach
guided by PRISMA (Preferred Reporting Items for
Systematic Reviews and Meta-Analyses) protocol and
ADO-TCM (antecedents-decisions-outcomes- theory-
context-methodology) framework is employed, as
presented in the following sub-sections.

2.1. Procedure

The methodological approach used in the study is
‘PRISMA (Preferred Reporting Items for Systematic
Reviews and Meta-Analyses)’ [13] and it adheres to
SPAR-4-SLR protocols [14]. The four stages -
identification, screening, eligibility, and inclusion as
per PRISMA protocol are shown in Figure 1, as the
process of data extraction is explained in the following
sections.

Search strategy: An extensive search of relevant
literature in two dominant databases, Scopus and Web
of Science, was conducted for data collection.
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In terms of search period, studies published over
the last eleven years, i.e., from 2013 to 2023, were
retrieved. As regards search keywords, “academic
mentoring”, “student mentoring”, “educational
mentoring”, and “undergraduate mentoring” were
used. A total of 277 studies (Scopus = 142; WoS =
135) were retrieved after the search.

Selection criteria: For the fair representation of the
extant literature, this study follows an inclusion and
exclusion criterion. The scope of the study is confined
to journal articles, written in English, both qualitative
and quantitative, concerning the mentoring system in
educational institutions where a faculty or a peer
student mentors the students.

Quality assessment: After the retrieval of the total
available studies, 33 studies were initially excluded
due to duplication. In this identification stage, the
abstracts of the remaining 244 articles were assessed,
and 77 articles were excluded, 68 of which did not fit
the current study, 4 studies were not written in
English, 3 meeting abstracts, 1 personal article, and a
published note/news. 167 studies were then sought for
extensive reading, of which 5 full-text articles were
not obtained despite contacting the original author. An
in-depth review of the remaining 162 studies was
made by thoroughly reading them in full, and 85
papers were excluded for not meeting the study’s
scope, consisting of 37 irrelevant studies for the
present review, 10 with non-faculty or non-peer
mentoring, 18 review papers, 7 conference papers, 7
editorial materials, 3 book chapters, 2 letters, and 1
thesis.

Data extraction: In this phase, the papers were
counterchecked to ensure the inclusion of all relevant
studies, and finally, the number of included studies
pruned to 77. All the selected studies are either Scopus
or Web of Science-indexed journal articles, written in
the English language, published from 2013 to 2023.
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Figure 1. PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-Analyses)

2.2. The ADO-TCM Framework

This review study uses a domain-based approach
as it focuses on a specific topical domain [14]. Within
its further classification, a dual framework-based
systematic literature review is carried out to draw
meaningful insights. Among the various framework-
based reviews, a combination of the antecedents-
decisions-outcomes (ADO) and theory-context-
methodology (TCM) frameworks is used to organize
the research findings [15].

Here, antecedents (A) denote the determinants or
reasons for either participating in or abstaining from a
behaviour, decisions (D) denote the types of
behavioural performance or non-performance that
explain how individuals partake in actions, while
outcomes (O) describe the consequences and
implications of all those behaviours. This framework
gives the complete state of the literature on “What is
known about mentoring in educational institutions. In
addition, to explain ‘How it is known’, the TCM
framework is accompanied by the ADO framework. It
denotes the theory, context, and methodology
underlying past research.

TEM Journal — Volume 15 / Number 2 / 2026.

Theories (T) denote the foundations and paradigms
used as a base to explain the relationships between the
constructs, Contexts (C) refer to the specific
circumstances in which the research is conducted, and
Methodology (M) denotes the approaches and
analysis tools used to develop the research. This
integration guarantees that the systematic review is
conceptually informed as well as methodologically
sound, facilitating the identification of research gaps
and feeding future research agendas. Previous
research also indicates that combining the ADO and
TCM frameworks would result in a comprehensive
approach to SLR that generates more thorough,
rigorous, practical, and applicable research findings
[16], [17], [18].

3. Results

A total of 77 studies were included in this
systematic review, which consists of qualitative,
guantitative, and mixed-method studies. Two types of
mentoring are discussed in the study: student-faculty
mentoring and Peer mentoring.
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The studies where students are mentored by their
faculty or an adult individual of the institution who is
like a faculty itself are discussed under student-faculty
mentorship, whereas students mentored by their peer
group or students who can be termed as near-peers
with small age differences are discussed under peer
mentoring. The reporting of the findings is classified
under two heads: descriptive analysis and Literature
classification.

MNo. of Studies

IMentors

Mentees

3.1. Descriptive Analysis

The descriptive analysis represents the trends and
statistics of the included studies in the specific domain
of mentoring in educational institutions from 2013 to
2023. The following section presents the details of the
type of respondents involved in the studies reviewed -
mentors, mentees, or both (Figure 2), the research
approaches adopted - qualitative, quantitative, or both
(Figure 3), and the year-wise distribution of the
included studies (Figure 4).
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3.2. Literature Classification

This systematic literature review follows a dual
framework-based approach, discussing the findings
from included studies under the ADO-TCM
framework.

What is known about mentoring in educational
institutions?

The Antecedents-Decisions-Outcomes (ADO)
framework provides a comprehensive exploration of
the findings on mentoring in educational institutions.

Table 1. Categories of antecedents

3.2.1. Antecedents

Antecedents consist of the identified concepts from
the literature that denote the reasons behind enabling
or hindering effective mentoring in educational
institutions. Table 1 shows the 8 categories of
antecedents grouped from the literature, while Table 2
presents the list of all 40 identified antecedents that
promote, influence, motivate, or hinder effective
mentoring practices in academic settings.

Mentor characteristics
Communication
Feedback

Frequency of interactions
Barriers to mentoring

Category Description

Demographic Mentee’s demographics that influence the mentoring relationships.
Motivational Motivational factors for mentors to engage in mentoring.

Training Impact of training programs for both mentors and mentees.

Attributes of mentors that their mentees desire.

Influence of good communication on mentoring relationships.
Importance of constructive feedback from the mentors

The number of times mentors meet their mentees and their recurrence.
Challenges that hinder the effective implementation of the program.

Table 2. List of antecedents to academic mentoring

Demographic antecedents Training
Gender Mentor training
Race Mentee training

Ethnicity and culture
Similar backgrounds
Motivational antecedents
i. Emotional factors
Altruistic behaviour
Self-reflection
Impact factor
ii.  Organizational factors
Organizational culture
Previous training
Previous positive experience
iii. Academic factors
Skill enhancement
Academic credits
Career opportunities
Good language skills

Generous

Dependable
Encouraging

Inclusion
Philanthropist

Mentor characteristics
Accessible and approachable

Caring, Supportive

Dedication and commitment
Sense of partnership

Research experience
Experiential learning/role models

Communication

Feedback

Frequency of interactions

Barriers to mentoring
Time constraints

Poor communication
Lack of commitment
Organizational culture
Resource shortage
Poor feedback
Language and cultural
differences

Role ambiguity
Disengagement
Gender roles

Demographic antecedents: Each individual is
unique and can not be solely defined by their
demographics, regardless of shaping the dynamics of
mentoring relationships and outcomes. Many female
participants reported that female mentors are more
beneficial, considering gender as a basis for choosing
their mentors [19]. Similarly, gender roles are
assessed based on societal norms, stereotypes, and
expectations [20]. Even though the female mentees
valued trust, a sense of belonging, and relational

mentoring  beyond these  stereotypes, they
occasionally desired same-gender matches to address
specific  challenges, expecting more mutual

responsiveness, and perceived gender constraints
from female mentors in networking and sponsorship
opportunities.

TEM Journal — Volume 15 / Number 2 / 2026.

There are gender-based differences in relationship
qualities, whereby male mentees prioritize mentors
who are knowledgeable, authentic, challenging,
genuine, and value the confidential nature of
communication, indicating trust, while female
mentees considered mentors who provide support,
friendship, guidance, care, and collaboration [21]. It is
also important to set clear boundaries by male mentors
with female mentees to build a respectful environment
that avoids potential misinterpretations [21]. Female
mentees appreciated psychological support and
emotional understanding from mentors to address
their unique challenges [21], [22].
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However, some studies say gender, race, or age
may not be a decisive factor for mentoring
effectiveness or behavioural and academic outcomes
of mentees [23], [24], [25], [26].

Mentors from similar backgrounds, ethnicities, and
cultures may share common experiences that can
provide relevant insights to mentees. Cultural
differences among the parties can hinder a successful
mentoring relationship, even if the mentor fulfils the
roles of an advisor, tutor, or instructor [27]. Thus,
same-background mentoring is a determinant for
students’ success, identity development, and a tool for
cultivating self-advocacy skills [28].

Motivational antecedents: Mentoring can be a
valuable and rewarding opportunity for mentors as
well. Mentors are motivated to participate in
mentoring based on emotional, organizational, and
academic factors.

Emotional factors: The altruistic behavior or
selflessness of mentors [29] as a desire to give back to
the community, leaving an impact, self-reflection on
the peer mentors by sharing personal struggles, and
the disparities faced during their pursuit of the same
degree [30] motivated them towards mentoring.

Organizational factors: A conducive work
environment with a positive organizational culture,
and previous training received in mentoring students
can influence mentor involvement, fostering a sense
of commitment and motivation [31]. As [32] noted the
importance of previous positive experiences as a
predictor of competency in mentoring. In peer
mentoring also, the organizational culture is a
predictable variable for willingness to mentor [29].

Academic factors: Peer mentors often treat
mentoring as a two-way street to enhance their skills,
earn more academic credits, and gain career prospects
for personal and professional development [29]. The
satisfaction concerning good language skills also
motivates them to engage in mentoring programs [31].

Training: Effective mentoring requires specific
knowledge and skills that can be acquired through
comprehensive mentor training [11], [33] that equips
the mentors with the tools to effectively support and
guide their mentees [23] and to develop their
mentoring competency to increase the sense of
belonging of mentees [34]. The main content areas of
mentor training programs should be building strong
and trusting relationships, active engagement, and
delivering  valuable feedback on  mentees’
performance [35].

It is necessary to focus on setting clear expectations
and boundaries in the relationship, strategies to
promote mentees’ career development, and
maintaining open communication [36]. Also, training
programs prepare the mentors to use standardized
resources and strategies to address the unique
expectations that may come to the table from mentees
of different backgrounds [37].
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Thus, mentor training would nurture the skills
needed to navigate diverse mentee backgrounds,
fostering inclusivity [38]. However, lack of awareness
regarding rationale for mentor training, scarcity of
resources, both in terms of time and logistics, and the
lack of designated responsibility for organizing
mentor training activities stood as perceived barriers
to mentor training [36].

While mentor training is often emphasized, mentee
training is equally crucial. Giving proper orientation
to mentees equips them with additional skills to
actively participate in the mentoring program, which
maximizes the desired benefits of the program [39].

Mentor characteristics: Mentees often desire
specific attributes of their mentors, which encourages
them to attain the desired outcomes. The most desired
attribute is to have a supportive mentor who
encompasses guidance, advising, and emotional
support for their mentees [35], [40], [45], [49], [50].
In addition to emotional support, mentees desire
academic and professional support from their mentors
[12], [44], [45], [50], [51]. A mentor must be generous
[52], [53], friendly [47], helping [52], and accessible
[41]. Mentors must be approachable as and when
needed [19], [46], [53]. Mentees further desire caring
[20], [41], [49], and dependable [50] mentors in
addition to encouraging ones [19], [53]. Mentees also
prefer mentors who possess sufficient research
experience [52] and knowledge [53] in their fields.

Mentees value a relationship where the mentors
dedicate their time, express commitment [21], [47],
and a sense of partnership towards them [20].
Aligning mentors and mentees based on shared values
is a determinant of successful mentoring relationships
[21], [20]. Mentees even desire to be treated with an
inclusive mindset, considering as family members by
the mentor, giving the impression of being valued and
treated as a vital part of the institution [33], [47].
Furthermore, in peer mentoring, mentees feel more
connected, motivated, and engaged in academics
when their mentors possess philanthropic traits by
genuinely investing time, effort, and resources in their
success [54]. To build a meaningful relationship,
mentors must try to adopt dynamic discovery, hands-
on experience, experiential learning, and inspirational
traits as their role models [30]. Mentors should serve
as role models who possess sufficient professionalism
and leadership qualities used as a networking tool to
foster connections in the chosen field [49].

Communication: Good communication plays a
vital role in establishing a strong connection and
successful mentoring relationship in academic
settings. An open channel of communication between
mentors and mentees enriches the mentees’ mentoring
experience, providing fundamental strength in
attaining their goals in alignment with the group goals
[33].

TEM Journal — Volume 15 / Number 2 / 2026.
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A structure for effective and responsive
communication creates a sense of belonging, a feeling
of support, motivation, and encouragement among the
mentees [40], [41]. Thus, a high structure for
communication and support, both synchronous and
asynchronous, as well as various communication
technologies are paramount for effective mentoring
[42].

Feedback: The provision of honest feedback is
essential for fruitful mentoring relationships. Doctoral
student mentees valued timely feedback from their
mentors in the successful completion of their
dissertations, whereby positive comments with
constructive criticism helped them in setting clear
directions towards their goal [45] . Prompt and honest
feedback given to the doctoral student mentees guides
them to make necessary revisions and take actionable
steps for progress [46]. It helps them refine their
research, develop research skills, and enhance the
quality of academic writing [41]. Feedback-oriented
approaches are beneficial for clinical disciplines [47],
masters’ level [19] and school-based mentoring
programs [48]. Timely feedback to the mentees
fetches better behavioural, academic, and socio-
emotional outcomes [48]. In peer mentorships also,
mentees desire mentors who are willing to give and
accept constructive feedback to achieve successful
companionship among them [39].

Frequency of interactions: In educational
mentoring programs, it is crucial to schedule regular
meetings with the student mentees. Frequent meetings
of a mentoring dyad address the mentees’ needs, both
personal growth as well as academic pursuits
holistically, contributing to improved socialization
skills and networking opportunities to stay confident
and motivated [35]. Moreover, early interactions with
the faculty mentors are termed as a determinant for
acquiring essential social skills and a better
understanding of mentoring relationships [43].
Mentees feel more supported when spending more
time with their mentors [35]. Similarly, peer
mentoring participants also desire to have frequent
interactions to nurture their personal, professional,
and academic growth [39], [44]. Thus, a system of
regular and more frequent interaction with mentors
increases the effectiveness of mentoring relationships
[26], [45].

Barriers to mentoring: Perceived barriers to
effective mentoring act as antecedents that negatively
impact the quality and outcomes of mentoring
programs. Time constraints are indicated as the most
perceived barrier among them. The mentoring process
requires a sufficient time commitment, but both
participants face difficulties in connection with this.

TEM Journal — Volume 15 / Number 2 / 2026.

Due to their busy schedules, both faculty and peer
mentors face difficulties in arranging regular meetings
and interactions with their mentees [12], [49], [52],
[55], [56]. Mentees also face time management as a
challenging issue to meet their mentors frequently
[40], [45], [55].

Poor communication among the mentoring dyad
creates misunderstandings and hinders effective
interactions and collaborations [40], [46], [49], [56].
Differences in culture [27] and language [21] between
the participants makes this communication more
challenging. Misconceptions related to gender roles,
implicit biases, and gender stereotyping also limit a
productive mentoring relationship [21].

Lack of mentors’ interest in  making
comprehensive assessments through  follow-up
measures and feedback mechanisms impedes success
in the program [40], [57]. The lack of proper
commitment of mentors [49], [52] and other pressing
responsibilities or competing commitments of
mentees also stood as challenges [40]. Unclear
expectations and role ambiguity among mentors [21],
[571], [58] and the disengagement of both mentors [12]
and mentees [58] may also affect the quality of the
relationships, leading to premature termination.
Shortage of resources, like difficulty in finding
appropriate and comfortable meeting spaces [56],
limited access to information [21], inadequacy of
materials and equipment [49], shortage of mentors
[12], [49], and unsupportive mentoring culture [40],
[57] restrain mentoring programs from yielding
desired results.

3.2.2. Decisions

Decisions consist of the performance or non-
performance of certain behaviours. This section
presents identified decisions and choices taken by the
participants in a mentoring relationship in academic
institutions. Table 3 shows the three categories of
decisions grouped from various preferences and
behavioural performances of mentoring participants.
Table 4 presents the list of all 21 choices and decisions
of mentoring participants in educational settings.

Table 3. Categories of decisions

Category Description
Mentoring Decisions on the type of mentoring
type desired by the participants

Satisfaction Behaviors regarding the level of
satisfaction with mentoring programs
for the participants.

Choices of participants grounded on
their expectations in a mentoring

relationship

Expectations
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Table 4. List of decisions in educational mentoring

Mentoring type
Relational

Informal

Group of mentees
Group of mentors
Online/virtual modes

Expectations
Individualized support
Appreciation

Realistic goals
Diversification
Formal and Informal

Face-to-face one-on- schemes

one meetings Online resources
Intentional Good fits
Reciprocal Mentor-mentee ratio

Mixed/blended forms
Satisfaction

Voluntary participation
Multiple mentors
Prolongation

Mentoring type: Mentoring preferences may vary
for both participants depending on their goals, needs,
and the specific context of their situation. Mentees in
several studies [19], [20], [41], [59] desired a less
hierarchical, more relational, and informal mode of
mentoring. Mentors found informal mentoring to be
more accepted than formal mentoring programs [60],
and for better career-related outcomes [61].

Studies highlight the importance of small group-
based mentoring where a mentor helps a small group
of mentees simultaneously, fostering high student
engagement, persistence, successful relationships, and
strong connections between the peer groups [42], [45],
[46], [62], [63]. Sometimes, it is difficult for a mentee
to be satisfied with relying on a single mentor, and this
underscores the need for building a professional
network with multiple mentors [64]. This
recommends the need for assigning additional
mentors to mentees [53].

Online or virtual mentoring is beneficial, offering
flexibility, wider reach, and break down geographical
barriers [42], [45], [46], [64]. In contrast, some
studies preferred scheduled face-to-face one-on-one
meetings [26], [55]. Some participants desire an
intentional form of mentoring [38] and a system that
blends pastoral, academic, and professional forms of
mentoring [65]. Some students wish for reciprocity in
their relationships to know their mentors better [20],
[50]. In addition, there are suggestions to break down
the formal hierarchical structure of mentoring [53].

Satisfaction: Satisfaction is often treated as an
antecedent that leads to a particular outcome or an
outcome resulting from certain antecedents. Here,
satisfaction is included in decisions as it can be seen
as a deciding factor for better mentorship outcomes
arising from the discussed antecedents. Mentees feel
more enjoyable, contented, and committed when
getting positive mentoring experiences [47], [50],
[66].
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Student mentees expressed greater satisfaction
when the program offered them inclusion, diversity,
and met their concerns [41], frequent and prolonged
interactions [25], helpful, honest, tolerant, competent,
and supportive mentors as desired [65], [67], [68],
[69], in addition to a perfect blend of professional,
pastoral, and educational models [65]. The
satisfaction arising from these factors leads to positive
outcomes, and therefore, understanding and managing
satisfaction levels arising from specific antecedents
can have significant impacts on the program
outcomes.

Expectations: A mentoring relationship would reap
the desired outcomes if decisions regarding certain
improvements are clearly stated and mutual
expectations are met. To make the relationship
successful, mentees expect to have individualized
guidance and support tailored to their needs and goals
[29], [46], [55], [70] addressing the psychosocial
needs [46] and navigate potential pitfalls while giving
assurance that they never feel isolated in their
educational journey [47]. Such individualized
guidance can boost the self-esteem of mentees [71].
Also looking for an atmosphere of appreciation and
recognition from their mentors [26].

Mentoring participants always choose to have
realistic and achievable goals [50] communicated
explicitly, stating the purpose of the program [29],
[65]. Goal-oriented mentoring approaches have
proved to give better student outcomes [48]. Mentees
expect the programs to expand their focus to diverse
areas to nurture their soft skills, critical thinking skills,
career development, professional growth, ethical
decision-making abilities, and personal development
[37]. This diversification is expected to give access to
opportunities for career exploration [55] and long-
term professional development of the mentees [33].

Several participants desire a structured and
formalized mentoring scheme [12] with clarity and
role alignment of both parties [65]. Along with this,
mentees also desire to have informal meetings to share
their genuine experiences and suggestions [72]. To
provide more opportunities to learn, institutions
should maintain a more accessible online mentoring
platform [50], [70] along with the traditional schemes.

Having a harmonious mentor-mentee pairing as a
good fit can bring out transformative outcomes, while
keeping the mentee-mentor ratio as low as possible,
with their voluntary participation [29]. Time
constraints were identified as a major antecedent that
hindered effective mentoring. Participants choose to
have prolonged interactions in mentoring schemes
[70], which helps in overcoming this barrier. Mentees
reported the program to be valuable, worthwhile, and
beneficial only after its long-term implementation
[73]. Mentees even desire to choose multiple mentors
to seek guidance and advice [19].

TEM Journal — Volume 15 / Number 2 / 2026.
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3.2.3. Outcomes

Outcomes denote the implications and aftereffects
of performance or non-performance of antecedents
and decisions to the mentoring participants in
educational settings. These outcomes are categorized
as benefits to mentees and benefits to mentors.

Benefits to mentees: Mentoring in educational
institutions offers a multitude of invaluable benefits to
the mentees. Table 5 depicts the benefits for the
mentees as per the included literature, classified into
personal, academic, and professional and career-
related benefits.

Table 5. Benefits to mentees

Personal Benefits

Benefits Sources
Increase in self-efficacy [21], [34], [371, [38], [41],
[70], [74]

Knowledge, skill, and [12], [22], [38], [49], [60],

competence development

[63], [72], [74], [75], [76]

Networking opportunity

[22], [28], [39], [50], [64],
[70], [76]

Developing a sense of
belonging

[34], [38], [39], [49], [53],
[76], [77]

Confidence development

[47], [57], [76], [78]

Personalized emotional
support

[22], [51], [64], [73], [76],
[79]

Personal growth and well-
being

[49], [64], [72]

Building good rapport and
interpersonal relationships

[49], [67], [73]

Psychological and
psychosocial development

[22], [37], [57]

Reduce anxiety [66], [80]
Increase self-esteem [57]
Reduce violence exposure  [81]
Improved responsibility [82]

and courtesy

Better social adjustment [68]

Academic Benefits

Benefits

Sources

Academic growth

[22], [39], [57], [62], [66],
[72], [73]. [76]. [81], [83]

Academic retention,
adjustment/attachment

[34], [38], [54], [73], [77],
[78], [84]

Successful transition to [12], [76]
higher education

Informational support [79]
Inclusivity in academia [28], [38]
Mutual growth and [59]

learning

Professional and Career-related Benefits
Benefits Sources
Goal setting [22], [52], [76]

Career planning and
development

[22], [50], [52], [60], [61],
[63], [85]

Professional skills
development

[33], [47], [49], [50], [53],
[64], [66], [72]
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Benefits to mentors: Mentoring can be termed as a
mutually beneficial experience that enriches both
parties. The benefits of mentoring in educational
settings also extend beyond the mentees themselves.
The valuable advantages gained by academic mentors
from engaging in the mentoring process as per the
included literature are also classified under three
heads: personal, academic, and professional career-
related benefits. These benefits are shown in Table 6.

Table 6. Benefits to mentors

Personal Benefits

Benefits Sources

Increase in self-efficacy [32], [86]
Knowledge, skill, and [30], [38], [58], [78],
competence development [86], [87]

Leadership skill development [78]

Developing communication [78], [88], [89]

Networking opportunity [90]

Self-evaluation [89]

Confidence development [58], [78], [86], [87],
[88]

Mutual growth and learning [91], [92], [93]

Problem-solving capabilities [88]

Personal growth and well-being  [51], [86]
Building good rapport and [88], [89]
interpersonal relationships
Enhancing Cultural [30], [90]
Understanding and Humility
Self-awareness [58]
Stress and time management [88]
Social capital development [90]
Sense of giving back [55]
More reflexive actions [38]
Academic Benefits
Benefits Sources
Academic retention, [90]
adjustment/attachment
Opportunity to meet younger [55]
generations
Inclusivity in the community [88]
Professional and Career-related Benefits
Benefits Sources

Career planning and
development

[36], [58], [87], [93]

Increase in employability [78], [86]

Professional skills development  [51], [58], [89], [92]

How it is known about mentoring in educational
institutions?

The Theory-Context-Methodology (TCM)
framework provides structured insights regarding the
theoretical, contextual, and methodological drivers
underlying the past research. This framework is
capable of explaining ‘how do we know’ about the
mentoring  system prevailing in educational
institutions. To make this review more precise, a TCM
table has been prepared (given as supplementary
material - click link to access), and a summarized
interpretation is given in the following sections.
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3.2.4. Theory

The component ‘Theory’ in the TCM framework
delves into the theoretical foundations and paradigms
that underlie a research topic [15]. This section
elucidates the theoretical foundation and conceptual
models upon which the existing research on mentoring
in educational institutions is carried on. A total of 13
theories and 7 theoretical models have been identified.
This can not be represented as a popular theory or
model that can be used in research in the particular
domain, as it can be seen that the most used theories —
‘Self-determination theory’ and ‘Social cognitive
theory’ have been used only in three studies each.
Regarding the theoretical models, the ‘Socio-
motivational mentoring model’ and ‘Rhode’s model
of youth mentoring’ have been used in two studies. All
other theories and models have been applied in one
study only.

Therefore, other key concepts and principles that
serve as theoretical underpinnings for the existing
studies were examined. As a result, 52 concepts have
been identified that support the existing studies on
mentoring in educational settings. Among these,
academic growth (12 articles), self-efficacy (10
articles), professional development, and career growth
(9 articles each) are the most popular and researched
theoretical areas. These findings indicate that existing
studies give a wider scope regarding the topic but lack
in-depth research-based discernments. These distinct
concepts can be used by future researchers to construct
theoretical models and foundations for mentoring in
educational institutions or any other related
organizations. Table 7 lists all the identified theories,
theoretical concepts, and the number of studies that
applied them.

Table 7. Theories used in analyzing mentoring in educational institutions

Theory No. of  Other major No. of Other major No. of
Studies theoretical concepts Studies  theoretical Studies
& underpinnings concepts &
underpinnings
Self-determination theory 3 Academic growth 12 School adaptation 2
Social cognitive theory 3 Self-efficacy 10 Mutual growth 2
Grounded theory 2 Professional 9 Group mentoring 2
development
Erikson’s child development 1 Career growth 9 Prolongation 2
theory Feedback 8 Anxiety 2
Lechuga’s faculty roles theory 1 Interaction frequency 7 Multiple mentors 2
Relational cultural theory 1 Networking 7 Altruism 1
Academic and social integration 1 Inclusion 6 Self-regulated 1
theory Communication 6 learning
Attachment theory 1 Confidence 6 Self-esteem 1
Phenomenological variant of 1 Training 5 Social 1
ecological systems theory Online mentoring 5 constructionism
Impostorism 1
Communication accommaodation 1 Relationship quality 5 Parental attitude 1
theory Truancy 1
Achievement goals theory 1 Motivation 4 Misconduct 1
Theory of Community Cultural 1 Academic adjustment 4 Self-evaluation 1
Wealth Self-worth 1
Communities of practice theory 1 Emotional support 4 Self-awareness 1
Stress 1
Theoretical models Belongingness 4 School liking 1
Socio-motivational mentoring 2 Informal mentoring 3 Intentional 1
model mentoring
Rhode's model of youth mentoring 2 Communication skills 3 Relational 1
mentoring
Kram’s mentoring model 1 Goal setting 3 Personal growth 1
Piaget’s theory of model 1 Role modeling 3 Internship 1
development Employability 3 mentoring
Holistic career guidance model 1 Satisfaction 3 Organisational 1
Socialization 3 culture
Pastoral, Professional, and 1 Psychological 2 Doubt & insecurity 1
Curriculum Model development
Constructivist approach to learning 1 Psychosocial support 2 Cultural 1
understanding
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3.2.5. Context

The component ‘Context’” covers all the
circumstances surrounding the research [15]. This
section provides the contextual elements surrounding
mentoring in educational institutions, focusing here on
‘population’ and ‘geography’.

Among the mentors, more respondents were
students (16 articles), reflecting more of peer
mentoring, followed by 13 articles focusing faculty’s
perceptions. Among the mentees, the majority of the
respondents were undergraduate students (22 articles),
followed by school students (11 articles) and medical
& nursing students (8 articles). Geographically, 42
studies were conducted in the context of the USA. A
fair representation of studies is from North American
and European countries, fewer studies come from
Asian and Oceanian countries, and African countries
stay underrepresented. Table 8 details the contextual
coverage of included studies by population and

geography.

Table 8. Contextual coverage

Population Country
Mentors N N
Students USA 42
raduate,
l(J%dergraduate, doctoral, 16 Canada' >
and medical) Australia 4
Teaching Faculty 13 Germany 3
Unspecified 3  Malaysia 3
Nurses 2 UK 3
Doctoral graduates 1  Finland 2
Doctoral coordinators 1 South Africa 2
University mentors 1  Spain 2
Clinical scientists 1  Ethiopia 1
Pharmacy resident 1  Hong Kong 1
Attending surgeons 1 India 1
Mentees Iran 1
Undergraduate students 22 New Zealand 1
School students 11 Portugal 1
gﬂfgéﬁ?sl and nursing 8  Singapore 1
Doctoral students 6  South Korea 1
Post-graduate students 3 Turkey 1
Graduate students 3 UAE 1
. More than 1

Junior faculty 2 Country 1
Post-doc students 1

Teacher students 1

Mid-career professor 1
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3.2.6. Methodology of Results

The component ‘Methodology of Results’ outlines
the details of the sample, analytical tools, and
procedures employed to conduct the study [15]. This
review has included 34 quantitative, 29 qualitative,
and 14 mixed-method studies.

Survey questionnaires were found to be the most
popular mode of data collection (24 studies), followed
by individual interviews (17 studies), online surveys
(11 studies), and focus group interviews (10 studies),
and are listed in Table 9. While looking at the
statistical tools used for analysis, thematic analysis (24
studies) was found to be more prominent. Quantitative
studies employed a wide variety of analysis tools, with
the most prominent being independent sample t-tests
(16 studies), as most studies aimed at assessing the
significant differences between the mentored and non-
mentored groups.

Table 9. Data collection methods

Method N  Method N

Survey 24  Secondary data 1

questionnaires

Individual 17  Entrance and exit 1

interviews survey

Online survey 11 Phone interview 1

Focus group 10 Mentor led 1

interviews presentations

Not specified 7 Letters from 1
participants

Focus group 5 Mentor’s records 1

discussions

Pre and post-test 4 Retrospective pre- 1

guestionnaires and post-survey

Cross-sectional 2 Roundtable 1

survey discussions

Reflection essay 1 Weekly Facebook 1
interactions

Interviews before & 1 Mentor’s weekly 1

after mentoring reports

Table 10 lists all the statistical tools employed for
analysis.
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Table 10. Statistical analysis tools

Tools N  Tools N

Thematic analysis 24 Z-test 1

Descriptive 18 Interclass correlation 1

statistics

Independent sample 16  Canonical correlation 1

t-tests analysis

Chi-square 8  Mean difference 1

ANOVA 7 Cluster analysis 1

Pearson Correlation 5  Phenomenographic 1
meta-analysis

Linear regression 5  Bonferroni post-hoc 1
comparison

Multiple regression 5  Frequencies & 1
percentages

Content analysis 5  Descriptive case study 1

Kruskal-Wallistest 4 Line-by-line open 1
coding

CFA 4 Trajectory analysis 1

ANCOVA 3

Fisher’s exact test 3  Levene’stest 1

Paired t-tests 3 Discourse analysis 1

Mann Whitney U- 3 Hermeneutic data 1

test analysis

Wilcoxon rank-sum 3 Random coefficient 1

test models

Kolmogorov 3 Bootstrap resampling 1

Smirnov test

SEM 3  Two-tailed 1

Narrative inquiry 2 Spearman’s Rho test

Logistic regression 2 Ordinary Least Square 1
regression

MANOVA 2 MANCOVA 1

Path model 2 Cross-sectional 1

EFA 2  analysis

Axial coding 2  Van Kaam’s 1

Summary 2  phenomenological

statements data analysis

Document analysis 2  Univariate & 1

with Atlas.ti Multivariate MMRM

Difference-in- 1  Descriptive

differences phenomenological 1

approach approach

Constant 1  Generalized 1

comparison analysis Estimating Equations
(GEE)

4. Discussion

Mentoring in educational settings is treated as a
useful human resource development intervention tool
to develop and prepare their students academically
and for the work settings [94]. This review paper
summarized mentoring research in educational
institutions from 2013 to 2023, taking into account
guantitative, qualitative, and mixed-method studies.
The integration of ADO and TCM frameworks has
helped in leveraging the strengths and addressing the
shortcomings of each framework [15] and explained
the complete state of the literature on mentoring in
educational institutions,  making it  both
methodologically sound and theoretically rich.
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From the descriptive analysis, it is seen that most
studies are conducted from the mentees’ perspective.
First, various antecedents, decisions, and outcomes
(ADO) concerning mentoring in educational
institutions are identified to synthesize what is known
about the topic. Though it organized all the
dimensions of the available construct and its
encompassing relationships, it was inadequate to
direct future research. To address this, the TCM
framework was integrated with the ADO framework,
which identified how the studies have been conducted,
specifically the theories applied, contextual
coverages, and methodologies used, and this can
provide detailed directions for future research.

Based on the included studies, the review
addressed the research questions posed. The factors
that enable or hinder effective mentoring relationships
in educational institutions can be traced from the
antecedents presented using the ADO framework.
Antecedents like gender, feedback, frequency of
interactions, good communication, training, and
mentor attributes like support, caring, generosity,
accessibility, approachability, dependability,
encouragement, dedication, commitment, inclusivity,
sense of  partnership, research  experience,
philanthropist behaviours have notable impacts. In
addition, motivational, organizational, and academic
factors also contribute to shaping a mentoring
program. Possible challenges that hinder effective
mentoring are also discussed, like time constraints,
poor communication, lack of resources and
commitment, organizational culture, poor feedback,
disengagement, language and cultural differences,
role ambiguity, and gender roles. Concerning the
decisions, participants desire to choose various types
of mentoring depending on their situations and
context, mainly formal, informal, group-based,
relational, intentional, online, face-to-face, reciprocal,
or mixed forms.

The research question regarding the commonly
observed outcomes of a mentorship relationship is
also addressed using the ADO framework. Both
mentors and mentees are getting academic, personal,
professional, and career-related benefits from positive
mentoring interactions.

The influence of demographic factors suggests an
inclusive approach valuing diverse perspectives and
values. Regardless of the motivating factor, mentoring
should be a rewarding experience for both parties by
fostering a supportive mentoring culture through
frequent interactions, free communication, timely
feedback, proper training sessions, desirable mentor
traits, and navigating the challenges that come across.
The synthesis of results revealed mentoring as a two-
way process. Both parties actively contribute to its
success, highlighting the need for a balanced mode of
mentoring system incorporating the needs and goals
of both parties.
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Research questions regarding various theoretical
foundations, methodological trends, and contextual
coverages concerning mentoring in educational
settings are addressed using the TCM framework. self-
determination theory, social cognitive theory,
academic and social integration theory, socio-
motivational mentoring model, model of youth
mentoring, Kram’s mentoring model, etc. underpin
the current research and have to be paid more attention
in future studies. Methodological and contextual
coverage identified the most prominent and promising
sampling procedures, analysis tools, data collection
methods, and the underrepresented areas concerning
the topical domain, guiding future research directions.

Mentoring benefits both parties involved in the
relationship [95] suggesting the best forms of
mentoring systems, potential challenges to be
addressed, and the theoretical foundations upon which
future research should be built. This could advance
research and scholarship by enabling practitioners to
adopt skill development, career progression measures,
leadership training, and knowledge transfer to foster
individual and organizational growth, thereby
attaining overall effectiveness and sustainability of
educational and other service-oriented organizations.

4.1. Limitations and Scope for Future Research

This systematic review paper followed the ADO-
TCM framework that organizes the findings of the
past 11 years of research in a structured manner (2013
to 2023), sourced from Scopus and Web of Science
databases, and studies of an empirical nature. There
may be useful studies from other prominent databases
and other forms, like conceptual or review papers.
Relevant studies in educational mentoring have been
published since the early 1990s that could add
valuable insights. The review included studies
published only in the English language, potentially
overlooking relevant research in other languages. The
focus was limited to student-faculty and peer
mentoring, suggesting future studies to explore other
forms of mentoring existing in academic settings, like
alumni, faculty-faculty, community mentoring, etc.

The review reveals a lack of studies on the
particular topical content based on strong theoretical
foundations. Promising theories, models, and
concepts have been identified through this research.
Future research and new relationships can be built
upon this, extending their application beyond
education to other organizations for the growth and
development of their human resources.

The review findings show contradictory results
regarding the influence of demographics, especially
gender, indicating the need for more studies focusing
on this. Moreover, the majority of studies focus on
mentees’ views, choices, and desires. Expectations,
choices, and challenges of mentors are addressed less.
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Future studies are recommended on these less-
explored areas. The organized findings are only based
on mentoring in educational settings and are of a
generalized nature, and further research in a multi-
dimensional perspective might give novel insights.

5. Conclusion

The concepts and factors discussed in the study,
supported by relevant literature, add knowledge to the
existing literature in the fields of education,
mentoring, and overall human resource development.
The interdisciplinary approach, which focuses on
educational  contexts apart from traditional
organizational contexts, promotes a thorough
understanding of the role of educational mentoring in
professional development and organizational efficacy.

The review study has substantial theoretical,
managerial, and policy implications that enhance
academic understanding and practical application of
mentoring in educational contexts. The critical factors
that influence the effectiveness and success of
mentoring relationships in educational institutions are
identified along with the key concepts and theories
that provide conceptual clarity on the topic. The
review contributes to theoretical advancement by
consolidating the current knowledge, identifying
theoretical gaps and inconsistencies to be addressed,
and novel theories upon which future research can be
undertaken. Existing theories and theoretical concepts
identified can be refined and used to develop new
conceptual models and frameworks in the areas of
organizational and educational mentoring.

Looking at the managerial implications, the
comprehensive evaluation of the existing mentorship
in academics identified the strengths, weaknesses, and
areas of improvement while implementing the
program. Focusing on proper orientation and training,
constructive feedback mechanisms, mentor-mentee
alignment based on shared values, mentor support,
communication  facilities, encouraging  more
motivating factors, an inclusive environment, and
other mentee support mechanisms provides practical
implications for practitioners to improve the
mentoring program implemented in their institutions.

The study also highlights potential barriers to the
smooth functioning of the program, helping to
navigate them effectively. The various expectations,
types of mentoring desired by participants, and factors
affecting satisfaction can be replicated across different
academic units or departments. In short, this review
can be used to foster an effective mentorship culture
in academia vested in the students’ academic,
personal, and professional development. Aligning
practical recommendations and suggestions from the
study with best practices enables the improvement of
programmes promoting professional development and
organizational efficacy.
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The synthesis of findings can be an excellent
resource for HRD practitioners and researchers to
successfully implement it in other sectors, as
mentoring is flourishing in almost all fields.

Regarding the policy implications, this review
offers valuable insights to policymakers in the field of
education and management to develop standardized
guidelines and practices. The identified antecedents
and deciding factors can help in framing policies and
strategies for the long-term sustainability of
mentorship programs. Key policy considerations for
fostering a mentoring culture that guarantees program
sustainability involve developing structured mentor-
mentee selection processes, addressing duration of the
program, clearly defined roles and responsibilities,
allocation of sufficient resources, diversity, inclusion,
constructive feedback and evaluation mechanisms,
and policies that uphold ethical standards.

Based on the existing literature, the results of this
study provide a theoretical understanding of
mentoring in the educational context. It offers a
structured summary of contributing factors, decisions,
and outcomes experienced through mentoring in
educational institutions, various constructs, and their
resulting relationships, grounded in strong theoretical,
contextual, and methodological foundations. Thus, the
review enables administrators and policymakers to
adopt a successful plan of action that refines the
existing system, considering the specific needs and
goals of educational institutions, and making informed
decisions based on sound theoretical, contextual, and
methodological foundations, aligned with the UN’s
quality education goal of SDGs (Sustainable
Development Goals).
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