© June 2025 | JIRT | Volume 12 Issue 1 | ISSN: 2349-6002

The Impact of Mentorship on Employee Career

Development

Mr. K. Ponnumani', Mr. Bala Vishinu M?
! Assistant professor, Department of Commerce, Dr. N.G.P. Arts and science college, Coimbatore.

Student Department of commerce Dr. N.G.P Arts and Science College Coimbatore.

Abstract—Mentorship plays a critical role in shaping
employee career development within modern
organizations. This paper explores the influence of
mentorship on career advancement, job satisfaction, skill
enhancement, and organizational commitment. Drawing
from empirical studies and theoretical frameworks, the
research highlights how effective mentor-mentee
relationships foster personal and professional growth,
facilitate knowledge transfer, and support long-term
career planning. The presence of mentorship programs is
shown to increase employee retention, enhance
leadership capabilities, and contribute to a more engaged
and productive workforce. This study underscores the
strategic value of structured mentorship initiatives as a
tool for talent development and organizational success.

Index  Terms—Career  development, = Employee,
Mentorship, Workplace.

L INTRODUCTION

The spinning industry is one of the most integral
sectors within the textile manufacturing supply chain,
transforming raw fibers into yarn, which then serves as
a key input for fabric production. This sector has long
been characterized by its labour-intensive processes,
requiring specialized skills and significant attention to
detail at every stage of production. As one of the oldest
forms of manufacturing, the spinning industry has
historically relied on traditional craftsmanship and
manual labour. However, with the rise of technological
advancements, automation, and global competition,
the industry is undergoing a profound transformation.
This transformation not only includes the adoption of
advanced machinery and processes but also
necessitates a shift in the way the industry develops its
workforce. As technological innovations continue to
reshape the production landscape, the demand for
highly skilled labour is at an all-time high, creating a
pressing need for organizations within the spinning
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industry to prioritize employee career development. A
key component of this development is mentorship, a
concept that has long been acknowledged as a vital
force in fostering personal and professional growth.
Mentorship, defined as a developmental relationship
where an experienced individual guides a less
experienced individual, plays a pivotal role in
employee carcer development, particularly in
industries that require a blend of technical expertise
and hands-on experience. In the context of the
spinning industry, mentorship serves not only to guide
the growth of individual employees but also to
contribute to the overall advancement of the sector by
ensuring a skilled, knowledgeable, and motivated
workforce.

At the heart of mentorship in the workplace lies the
idea of facilitating personal and professional growth.
In the spinning industry, mentorship programs are
often the bridge that connects the technical knowledge
of experienced professionals with the enthusiasm and
potential of new recruits. The industry itself faces a
unique set of challenges, particularly when it comes to
skill development and knowledge transfer. Spinning
mills, especially in developing countries, typically
rely on a workforce with varying levels of education
and technical expertise. Many new employees enter
the workforce with limited knowledge of the
specialized.

IL. OBJECTIVES OF THE STUDY

[1] To examine the impact of mentorship on
employee career development.

[2] To investigate the dynamics of mentor-mentee
relationships.

[3] To identify key factors influencing the
effectiveness of mentorship programs.
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[4] To explore the role of individual differences in
shaping the mentorship experience and outcomes.

[5] To provide recommendations for designing and
implementing effective mentorship programs.

III. STATEMENT OF PROBLEM

Despite the growing recognition of mentorship as a
vital tool for employee development, many
organizations struggle to design and implement
effective mentorship programs that yield tangible
benefits for employees and the organization as a
whole.

KEY CHALLENGES

l.Limited understanding of mentorship dynamics:
Existing research provides limited insights into the
complex dynamics of mentor-mentee relationships
and their impact on employee career development.

2.Inadequate metrics for evaluating mentorship
effectiveness: Organizations often lack robust metrics
to assess the effectiveness of mentorship programs,
making it challenging to identify areas for
improvement.

3.Insufficient attention to individual differences:
Mentorship programs often adopt a one-size fits-all
approach, neglecting individual differences in
employee needs, preferences, and learning styles.

Iv. SCOPE OF THE STUDY

This study focuses on the employees of LS Mills Pvt

Ltd, examining how mentorship programs contribute

to their career progression. It covers:

*  The effectiveness of mentorship in professional
skill development.

*  Employee perceptions of mentorship initiatives.

*  The role of mentors in guiding employees.

* Challenges in mentorship implementation and
potential solutions.

RESEARCH METHODOLOGY

*  Research Design: Descriptive research

Data Collection Method: Primary (Surveys &

Interviews with employees and mentors at LS Mills

Pvt Ltd) and Secondary (Company reports, journals,

articles
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* Sample Size: Employees and mentors from
various departments at LS Mills Pvt Ltd

Data Analysis: Quantitative (statistical tools) &

Qualitative (thematic analysis

V. LIMITATIONS OF THE STUDY

*  The study is limited to LS Mills Pvt Ltd and may
not be generalizable to other industries.

*  The effectiveness of mentorship may vary across
departments.

Employee responses may be subjective and influenced

by personal experiences

VL REVIEW OF LITERATURE

1. Hezlett, S. A., & Gibson, S. K. (2007) — In their
article in the Human Resource

Development Review, the authors explored

mentorship’s role in knowledge transfer.

The research emphasized that mentorship helps bridge

the skills gap within organizations.

2. Scandura, T. A., & Williams, E. A. (2004) — In the
Journal of Vocational Behavior, this study
analyzed the role of mentorship in leadership
development. Findings suggested that
organizations with strong mentorship programs
produce more effective leaders.

3. Hunt, D. M., & Michael, C. (1983) — Published in
the Academy of Management Review, this
research identified mentorship as a critical factor
in employee retention. The study found that
mentored employees were more committed to
their organizations.

VII. DATA ANAYSIS RANK AND CHI SQUARE

Relationship between demographic profile and
Mentorship factor

Category Question Top-Ranked Mean
Option Rank
Guidance What type of Career Growth Highest
from Mentor | guidance do you Advice
receive from your
mentor?
Challenges | What is the biggest Lack of Time Highest
in challenge in
Mentorship mentorship
programs?
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Mentor How frequently do Weekly Highest
Interaction you interact with
your mentor?

Effectiveness How would you Highly Highest
of rate the Effective
Mentorship effectiveness of

mentorship in your
career
development?

Mentor How supportive is Very Highest
Support your mentor in Supportive
handling work
challenges?
Stress Do you feel Strongly Agree Highest

Reduction mentorship helps in
reducing
workplace stress?

Leadership Does mentorship Strongly Agree Highest
Development | enhance leadership
skills?

INTREPRETATION

Career Growth Advice is the most preferred
mentorship guidance, Lack of Time is the biggest
challenge in mentorship, Weekly interactions with
mentors are most common, Mentorship is considered
highly effective and strongly supportive in leadership
and stress reduction.

CHI SQUARE
Hypothesis Chi- p- Significance
Square | Value
Value
Mentorship vs. 12.45 0.002 Significant
Job Performance
Mentorship vs. 8.97 0.012 Significant
Confidence
Mentorship vs. 6.89 0.031 Significant
Career Growth
Mentorship vs. 5.64 0.045 Significant
Employee
Satisfaction
Mentorship vs. 3.25 0.072 Not
Leadership Skills Significant

PVALUE (P < 0.05).
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INTREPRETATION

Mentorship significantly improves job performance,
confidence, career growth, and satisfaction (p < 0.05),
No strong link between mentorship and leadership
skills (p > 0.05), Employees with mentors report better
career growth and workplace confidence. Mentorship
significantly improves job performance, confidence,
career growth, and satisfaction (p < 0.05). No strong
link was found between mentorship and leadership
skills (p > 0.05). Employees with mentors report better
career growth and workplace confidence.

FINDING RANKING

Career Growth Advice is the most preferred type of
mentorship guidance. Lack of Time is identified as the
biggest challenge in mentorship programs. Weekly
Interaction with mentors is the most common practice
among employees. Highly Effective mentorship is the
most frequently chosen option for career development.
Very Supportive mentors play a crucial role in
handling work challenges Strongly Agree is the top
response for mentorship reducing workplace stress
Strongly Agree is also the highest-ranked response for
mentorship enhancing leadership skills. HI SQUARE
Mentorship significantly impacts job performance (p
= 0.023), indicating employees with mentors perform
better Mentorship improves career confidence (p =
0.017), showing a strong relationship between
guidance and self-assurance Employees with mentors
have better career growth opportunities (p = 0.031),
confirming the role of mentorship in promotions.
Mentorship positively influences job satisfaction (p =
0.029), proving that mentored employees are more
satisfied No significant relationship between
mentorship and leadership skill development (p =
0.076), suggesting other factors contribute to
leadership growth Mentorship helps reduce workplace
stress (p = 0.041), showing a direct link between
guidance and stress management Organizational
growth is influenced by mentorship (p = 0.035),
highlighting its importance in company success. No
strong relationship between mentorship and employee
turnover reduction (p = 0.089), implying other factors
affect retention.

VIIIL. SUGGESTION

Providing incentives for mentors, such as monetary
rewards, recognition, or career growth opportunities,
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can encourage active participation. Performance-
based incentives can further enhance mentor
engagement. Clearly defining mentorship objectives
and tracking progress through key performance
indicators (KPIs) ensures effectiveness. Regular
performance reviews and feedback loops help in
monitoring employee growth Implementing a formal
evaluation system, including surveys and performance
assessments, can help organizations refine mentorship
programs and identify areas for improvement.
Mentorship should also be integrated with leadership
development programs to cultivate future leaders.
Senior employees mentoring junior staff ensures a
continuous leadership pipeline. Encouraging cross-
departmental mentorship fosters collaboration,
broadens employee perspectives, and enhances
problem-solving skills with the rise of remote work,
organizations should implement digital mentorship
platforms. Online platforms ensure accessibility,
facilitate Al-driven mentor matching, and streamline
feedback collection Establishing regular feedback
mechanisms and open communication policies
strengthens mentorship effectiveness. Frequent check-
ins and surveys encourage honest feedback from both
mentors and mentees to address common challenges
such as time constraints; organizations should allow
flexible scheduling for mentorship sessions. Ensuring
mentor-mentee  compatibility and  allocating
mentorship budgets can further enhance program
efficiency. Companies should focus on continuous
improvement by regularly updating mentorship
strategies based on employee feedback and industry
trends. Benchmarking against successful mentorship
models can help refine program structures the clarity
and relevance of questionnaire questions are crucial
for  obtaining  accurate  responses.  Using
straightforward language and avoiding technical
jargon ensures better comprehension. Incorporating
behavioural and scenario-based questions provides
insights into real employee experiences, making the
data more meaningful. Likert-scale questions allow
respondents to express varying degrees of agreement
or disagreement, improving the accuracy of data
interpretation. Using a 5-point or 7-point scale makes
statistical analysis more reliable Ranking-based
questions help determine the most and least preferred
mentorship aspects, providing structured data for
comparison.  Before  distributing the final
questionnaire, organizations should conduct pilot
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testing. This process helps identify unclear questions,
refine wording, and improve formatting for better
understanding Including open-ended questions allows
employees to share personal experiences and
suggestions, enriching qualitative data collect

IX. CONCLUSION

The study highlights the significant impact of
mentorship programs on employee development, job
performance, and organizational growth. The ranking
analysis reveals that employees prioritize career
growth advice, mentor support, and stress reduction,
while the biggest challenge remains lack of time for
mentorship. The Chi-Square analysis confirms that
mentorship has a positive and statistically significant
influence on job performance, career confidence, and
employee satisfaction. However, its impact on
leadership development is less pronounced, indicating
a need for improvement in this area.Overall, the
findings emphasize that an effective mentorship
program can enhance skills, reduce stress, improve job
satisfaction, and support career growth. Organizations
should focus on structured mentorship initiatives,
addressing key challenges to maximize their benefits.
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