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INTRODUCTION

MENTOR Canada’s goal is to build the youth mentoring sector’s capacity and expand young people’s
access to quality mentoring opportunities across Canada. Increasing the sector’s knowledge of
effective mentoring practices play a key role in this area.

Recent research on youth mentoring shows that mentoring has a significant albeit modest effect on a
variety of outcomes associated with youth’s socio-emotional and cognitive development, as well as
on their academic and vocational attainment (DuBois et al.,, 2011; Raposa et al., 2019). Consequently,
researchers argue that it is critical for programs to apply evidence-based practices to increase their
effectiveness (Rhodes, 2008).

To support mentoring programs’ adoption of evidence-based practices, MENTOR Canada conducted
a literature review of the research relevant to the six processes involved in delivering such a program:
recruitment and screening mentors, training, matching mentors and mentees, monitoring and
supporting matches, and closing the mentoring relationship. A better understanding of the research
evidence on youth mentoring is a strong foundation to implement informed and practical strategies
aiming to improve program quality and effectiveness (Rhodes, 2008).

The literature review was conducted between September and December 2020. For each of the six
processes outlined above, we highlighted themes from existing research. After summarizing the
evidence, we emphasized each themes’ implications for practice. The review prioritized research
related to mentors’ experiences. The majority of the research studies summarized here have been
conducted in the United States. Nevertheless, the review pays close attention to Canadian studies and
puts many of the findings from the United States into the Canadian context.

This literature review will inform the development of MENTOR Canada’s Principles of Quality
Mentoring: A Framework for Practice (forthcoming, fall 2021). The Principles of Quality Mentoring will
support mentoring programs’ implementation of contextually relevant principles and practices to
enhance program quality and effectiveness. Other research-informed tools such as MENTOR (USA)’s
Element of Effective Practice for Mentoring (EEPM)™ and the Ontario Mentoring Coalition’s Toolkit on
effective mentoring for youth facing barriers to success can also support programs’ adoption of
evidence-based practices.
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1. RECRUITMENT AND RETENTION

This literature review on mentor recruitment and retention was conducted between in September
2020. In total, 39 articles were reviewed. This process revealed four main themes that have
implications for mentor recruitment and retention:

The functional approach to volunteer recruitment and retention;
Psychological contract theory and mentors’ unfulfilled expectations;
Word-of-mouth recruitment;

Recruiting male mentors.

NN

THE FUNCTIONAL APPROACH TO VOLUNTEER RECRUITMENT AND RETENTION

For several decades, research has focused on understanding the various motivations that drive
people to volunteer in their communities. Gil Cleary is a leading scholar in this area and has been able
to identify six common motivations for volunteerism. These include:

1. Values: people who are motivated to volunteer by an internal value of helping others or
contributing to a cause they deem worthy;

2. Understanding: volunteers who are motivated to learn more about themselves, others, and/or
a particular problem or cause;

3. Social: people who are motivated to volunteer because their friends are volunteers or have
others in their social networks who share an interest in volunteerism;

4. Career: people who are motivated to volunteer to make new professional contacts, strengthen
their resumes, and/or become acquainted with a future career context)

5. Enhancement: people who are motivated to volunteer to increase their self-esteem, feel better
about themselves, and/or feel needed in their community; and

0. Protective: people who are motivated to volunteer to feel less lonely, work through personal

problems, relieve guilt, and/or escape from their own personal problems.

The Volunteer Functions Inventory (VFID) is the most commonly used tool to assess these six
motivations (Clary et al., 1998; Clary, Snyder, Ridge, Miene, Haugen, 1994). Using the VFI, scholars
have discovered that recruitment messages are more successful and persuasive when they match
people’s personal motivations for volunteering (Clary et al,, 1998; Clary et al,, 1994). Research has also
discovered that volunteers who are able to satisfy their initial motivations for volunteering are more
satisfied with their experience and are more likely to remain in their current volunteering position
(Clary et al,, 1998).

Of particular relevance to youth mentoring programs, a recent study discovered that these six
motivations also apply to adults and their motivations for mentoring (Teye & Peaslee, 2020). In this
study, 473 mentors who were participating in a Big Brothers Big Sisters program completed the VFI
and described their motivations for becoming mentors. Amongst these mentors, values were the
most commonly reported motivation for mentoring, such as wanting to be a positive role model and
helping kids in their community (Teye & Peaslee, 2020). This finding has also been replicated in a
study of volunteer mentors in a school-based mentoring program (Caldarella, Gomm, Shatzer, & Wall,
2010). This study of school-based mentoring also discovered that mentors who were able to satisfy
their initial motivations for volunteering were more satisfied in their mentoring relationships and also
reported being more interested in mentoring again in the future (Caldarella et al., 2010). Taken
together, these findings suggest that adults are often driven by their values to become volunteers in
youth mentoring programs. It is important to note that although mentors may be motivated by their
values, research has also consistently discovered that mentors are driven by additional motives as
well, such as career, social, and understanding (Evans, 2005; Strapp et al., 2014). As such, there seems
to be a multi-motivational nature of mentoring (Strapp et al.,, 2014). These findings have several
implications for mentor recruitment and retention.
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Implications for Mentor Recruitment

Based on this research, Clary and colleagues would recommend that mentoring programs adopt a
functional approach to their recruitment efforts (Clary et al,, 1998; Clary et al,, 1994). In other words,
mentoring programs might consider tailoring their recruitment messages to several, or all of the six
motivations above. This recommendation has also been made by several other scholars in the
mentoring field (Garringer, 2006; Miranda-Diaz, Clark-Shim, Keller & Spencer, 2020; Strapp et al,,
2014; Stukas & Tanti, 2005; Stukas, Clary & Snyder, 2014; Stukas, Daly & Clary, 2018; Teye & Peaslee,
2020). Based on the existing research, these recruitment messages might be more persuasive than
more general recruitment campaigns that do not address some of the known reasons and motivations
for deciding to volunteer.

Despite these recommendations, it is important for each mentoring program to consider the
demographics of their local community and potential volunteers. Notably absent from the research on
motivations for volunteering is the inclusion of Indigenous community members in and across Canada.
Although these six motivations may apply to mentoring programs and their local pool of potential
mentors, special consideration should always be given to the social and cultural diversity of the local
context. Mentoring programs in diverse social and cultural communities might consider whether the
above motivations are relevant and meaningful to their particular contexts. Hosting focus groups or
more informal discussions with community members might be a good start for programs seeking to
understand the perceptions and motivations of their local community members.

Implications for Mentor Retention

Based on the research above, mentoring programs may consider paying attention to mentors’
motivations over time and how they may be influencing their volunteer experience and intentions to
continue volunteering. Understanding whether mentors’ motivations are being fulfilled can help
practitioners intervene before mentors become disillusioned with their relationships and end them
prematurely. This might involve periodically inviting mentors to discuss their motivations and how
they might work with the program to satisfy and fulfill these internal motivations over the course of
their mentoring experience (Stukas et al,, 2018). Other researchers have also suggested that mentors’
motivations might be used to facilitate discussions about which activities, mentee, and
school/community might be most meaningful for them to become involved with (Caldarella et al.,
2010).

Of particular relevance to Canada, some research suggests that there is a gap between how Canadian
volunteers want to be recognized for their time and effort, and how organizations typically recognize
and reward their volunteers. For example, according to Volunteer Canada’s (2013) Volunteer
Recognition study, many Canadian volunteers prefer a personal expression of thanks for their time,
rather than the typical annual volunteer appreciation reception (Volunteer Canada, 2013, 2017).
Canadian volunteers also expressed that they would be more motivated to learn about the impact of
their volunteerism rather than receive a physical “reward” such as a certificate of appreciation
(Volunteer Canada, 2013, 2017). Finally, younger Canadians reported that they would be particularly
motivated to be recognized for their volunteerism in ways that could nourish and support their
educational and career aspirations (Volunteer Canada, 2013, 2017). Based on the results of this study,
Volunteer Canada developed the Volunteer Recognition Tool, which can help community-based
organizations understand how each of their volunteers might want to be recognized for their
volunteerism. Based on this study and the youth mentoring research cited above, by ensuring that
Canadian volunteers are rewarded for their time and effort in ways that are meaningful and useful to
them, mentoring programs might be able to better retain their volunteer mentors over time.

PSYCHOLOGICAL CONTRACT THEORY & MENTORS’ UNFULFILLED EXPECTATIONS

Building upon the theme above, research has discovered that since people are motivated to volunteer
for several reasons, they often enter their volunteer positions with several expectations (Kappelides,
Cuskelly & Hoye, 2019; Thomas, Pritchard & Briggs, 2019). According to Psychological Contract
Theory, a widely cited theoretical framework, these expectations focus on what volunteers will gain
by volunteering with a particular organization and how those organizations will treat them. These
expectations establish what researchers have labelled a Psychological Contract between volunteers
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and community-based organizations (Kappelides et al., 2019; Thomas et al., 2019). What this means is
that volunteers often develop their own ideas and expectations for what their responsibilities will
entail and what they will gain from the experience, before they even begin volunteering. For example,
research indicates that potential volunteers begin formulating their expectations (i.e., psychological
contracts) during their very first interactions with an organization, such as while they are visiting an
organizations website or reading descriptions of the volunteer opportunity in recruitment campaigns
(Kappelides et al., 2019).

In support of Psychological Contract Theory, mentor’s unfulfilled expectations have consistently been
associated with the early closure of mentoring relationships (Spencer, 2007; Spencer, Gowdy, Drew,
McCormack & Keller, 2020). Mentor’s unfulfilled expectations can vary, but can include things such as
underestimating the time commitment of mentoring, experiencing youth behaviour and familial
challenges that are perceived to be too difficult to help with, and a general lack of perceived benefit
and satisfaction from acting as a volunteer (Spencer, 2007; Spencer et al., 2020). Of further interest,
research has discovered that some mentors enter their mentoring relationships with almost
romanticized expectations of their volunteering commitment - believing that mentoring simply
involves playing catch in the park and having fun with their mentee (Spencer, 2007). Although these
activities are certainly a part of mentoring, when these mentors are met with the sometimes
challenging (yet extremely rewarding) task of developing and nurturing a positive mentoring
relationship with a youth who may be experiencing various challenges and adversities, mentors’
unrealistic expectations can go unfulfilled and they can prematurely end their relationships (Spencer,
2007; Spencer et al,, 2020). This theory and research have implications for mentor recruitment and
retention.

Implications for Mentor Recruitment

Based on the research above, mentoring programs should carefully consider the language and
content that they are using in their recruitment messages and what expectations they might be
conveying to potential mentors (Kappelides et al,, 2019; Thomas et al., 2019). Some researchers and
mentoring practitioners have suggested that public service campaigns for mentoring programs often
portray these volunteer opportunities in an overwhelmingly positive manner, with very little
consideration of the challenges inherent to mentoring (Geiss, 2016; Strapp et al., 2014). Based on this
research, programs should provide rich descriptions of their volunteer positions, expectations, and
responsibilities - which might help potential volunteers adjust their expectations and establish more
realistic and accurate psychological contracts and expectations (Geiss, 2016; Spencer, 2007; Strapp et
al, 2014). Based on existing research on volunteerism in Canada, this recommendation has also been
made by Volunteer Canada (2013, 2017).

Implications for Mentor Retention

Setting clear and realistic expectations may also help mentoring programs retain their volunteer
mentors over time. For example, without addressing volunteers’ unrealistic expectations, volunteers
may experience a mismatch between their initial expectations and their actual volunteering
experience, which might result in a “breach” of their psychological contract, which could eventually
contribute to volunteer attrition (Kappelides et al., 2019; Thomas et al., 2019). In support of this
recommendation, in a recent study of 537 mentors, those who felt that their mentoring programs set
clear expectations were more likely to report being satisfied and highly committed to their mentoring
relationships (Drew, Keller, Spencer & Herrera, 2020).

WORD-OF-MOUTH RECRUITMENT

In this review of the literature, word-of-mouth recruitment stood out as the most common
recruitment method among volunteer organizations and youth mentoring programs (Garringer, 2006;
Glenn, 2004; Kuhn, Nguyen, Silano, Smith, & Stewart, 2019; O’Connor, 2006;

Roaf, Tierney & Hunte, 1994; Shier, Larsen-Halikowski, & Gouthro, 2020; Stukas et al., 2014; Thomas,
Pritchard & Briggs, 2019). In general, word-of-mouth recruitment takes place when employees, board
members, families, and current volunteers discuss the benefits and merits of a particular organization
and how others can get involved (Stukas et al., 2014).
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This recruitment method has also been demonstrated to be quite successful in recruiting volunteer
mentors. For example, in both existing versions of the Handbook of Youth Mentoring, word-of-mouth
recruitment was described as the most successful form of mentor recruitment (Stukas & Tanti, 2005;
Stukas et al,, 2014). In other words, in several studies, current mentors reported that they became a
mentor because someone personally recruited them and asked them to become a mentor (Stukas &
Tanti, 2005; Stukas et al,, 2014). In Canada’s (2015) Guide to exemplary practices in volunteer
recruitment and retention, word-of-mouth recruitment was also identified to be a particularly fruitful
recruitment technique amongst Canadian populations (Government of Canada, 2015).

Implications for Mentor Recruitment

Based on the research above, scholars have recommended that mentoring programs begin
implementing word-of-mouth recruitment strategies (Stukas & Tanti, 2005; Stukas et al., 2014). In
general, this might involve encouraging volunteer mentors to discuss their positions with their friends,
family, and colleagues, and describe why they got involved and the various benefits that they are
experiencing (Ballasy, 2004; Blackman, 1999; Glenn, 2004). Other scholars have recommended that
mentoring programs could begin providing mentors with various recruitment resources (i.e.,
brochures, videos, etc.) that could help them recruit other mentors (Kuhn et al,, 2019). Mentoring
organizations might also consider hosting various informal gatherings at local businesses, sporting
events, and/or local places of worship where current mentors could mingle with potential volunteers
to discuss their roles and perceived benefits (Glenn, 2004). In general, current research indicates that
mentoring programs should consider implementing strategies that could increase their word-of-
mouth recruitment.

RECRUITING MALE MENTORS

Recruiting male volunteers is a consistent challenge for many youth mentoring programs. This
literature review identified three documents describing the challenges and potential solutions for
recruiting male mentors (Blackman, 1999; Garringer, 2004; Glenn, 2004). In each of these documents,
two main challenges to male recruitment were identified.

First, male mentors described the potential challenges of stereotypical male gender roles (Blackman,
1999; Garringer, 2004; Glenn, 2004). In these discussions, males described how men may not be
attracted to volunteerism as these roles are traditionally marketed towards people who are nurturing,
compassionate, and caring - characteristics that these men thought were misaligned with their
characteristics (Blackman, 1999; Garringer, 2004; Glenn, 2004). Garringer (2004) suggests that these
stereotypes might especially influence the youth mentoring field, which often emphasizes child and
youth development through nurturing and caring relationships.

The second challenge that male mentors described was the stereotypical pressure for men to earn
money and support their families, which some researchers have termed the “breadwinner syndrome”
(Blackman, 1999, p.8). Despite decades of progress, these documents discovered that men are still
being socialized to identify as the primary income-earners in their family units, which often leaves little
room in their schedules for volunteerism (Blackman, 1999; Garringer, 2004; Glenn, 2004). Some men
felt as though the societal pressure to provide financial support to their families was so great that if
they decided to volunteer, they would neglect this traditional responsibility and somehow let their
families down and/or not live up to their full potential (Blackman, 1999). This research has implications
for the recruitment and retention of male mentors.

Implications for Mentor Recruitment

To address the challenge of traditional gender stereotypes, the men in these studies suggested that
recruitment messages could begin presenting mentoring in a light that recognizes traditional male
characteristics, such as independence and assertiveness (Blackman, 1999; Garringer, 2004; Glenn,
2004). This particular sample of men thought that this might help other males recognize that they
can make significant contributions to the youth in their community by embracing and applying their
stereotypical characteristics. Garringer (2004) also states that programs should be aware that some
men might not feel comfortable or capable of building a healthy developmental relationship with a
child or youth. Although this may be the case, Garringer (2004) suggests that programs can help men
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overcome these stereotypes by discussing the mentoring role in light of more traditional masculine
motivations. This might be accomplished by discussing men’s opportunities to not only be nurturing
and caring, but also addressing real societal issues by stepping up as role models to the youth in their
community (Garringer, 2004).

The men in these studies also suggested that mentoring organizations initiate recruitment campaigns
that specifically target men (Blackman, 1999; Garringer, 2004; Glenn, 2004). This sample believed that
the men in their community, and in the general public, were often unaware of the shortage of male
volunteer mentors (Blackman, 1999; Garringer, 2004; Glenn, 2004). Based on these findings,
mentoring programs might consider tailoring their recruitment messages specifically to the men in
their community.

In one study, 19 out of 20 male mentors were recruited through word-of-mouth recruitment (Glenn,
2004). Word-of-mouth recruitment was performed by friends, family members, and/or colleagues
and simply involved people talking about their experiences as mentors (Glenn, 2004). Prior to being
personally invited to volunteer, the men in this study had not considered volunteering, nor were they
aware that they were needed by their local mentoring organizations (Glenn, 2004). Based on these
findings, it was recommended that mentoring organizations begin extending well-crafted personal
invitations to potential male volunteers (Glenn, 2004). The men in this sample also thought that
mentoring organizations could begin encouraging their current male mentors to begin discussing
their experiences as mentors and begin extending personal invitations to their family, friends, and co-
workers (Glenn, 2004).

To help address general socialization issues, Blackman (1999) suggested that mentoring programs
could begin offering more short-term volunteering opportunities for men to become acquainted with
the roles and responsibilities of being a youth mentor. Recognizing the importance of screening,
training, and child safety - Blackman (1999) suggested that mentoring programs could accomplish
this through a form of “job shadowing.” This would involve inviting potential volunteers to join a
current match on an outing to discover the importance and benefits of mentoring. In terms of child
safety, programs would need to get consent from youth, primary caregivers, and mentors beforehand
and limit one-to-one contact between the mentee and the potential volunteer. Blackman (1999)
suggested that this experience might help men overcome their hesitations and recognize that the
societal narratives and stereotypes that they have been hearing are false and that they can apply their
skills to make a significant difference in a young person’s life.
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2. SCREENING

This literature review on mentor screening was completed in October 2020. In total, 35 articles were
reviewed. Two main themes were identified that have implications for mentor screening:

1. Screening and identifying unsafe mentors;
2. Screening and identifying effective/ineffective mentors.

SCREENING AND IDENTIFYING UNSAFE MENTORS

Mentoring programs fulfill an extremely important and valuable purpose in Canadian society by
matching children and youth with supportive adult volunteers. Despite the many positive outcomes
that mentoring organizations offer young Canadians, the very nature of these programs can
sometimes present risks to children and youth. One of the major risks that was identified in this
literature review was the potential for children and youth to be sexually abused by their mentor
(Herman, 1993; Kremer & Cooper, 2014; Roaf, Tierney & Hunte, 1994).

For several decades, researchers have explored the behavioural patterns of adults who sexually abuse
children (Kremer & Cooper, 2014; Public Safety Canada, 2006, 2008, 2013). The purpose of this
research is to begin identifying certain “profiles” of adults that organizations should look out for
during the screening process as they are assessing potential volunteers. Although still inconclusive,
this research has discovered that adults who sexually abuse children often:

. have little or no social contact and relationships with other adults;

. feel as though they relate better to children;

. frequently move between occupations, homes, and/or school faculties/departments;

. collect child pornography;

. have hobbies and interests that are appealing to children and youth;

. are often over-involved in activities and communities that are child and youth-focused;
. have low self-esteem and a lack of empathy;

. have a general inability or willingness to develop relationships with adults;

. have a history of poor parent-child relationships; and

. have a history of alcoholism, depression, and/or have been sexually abused in the past

(Kremer & Cooper, 2014).

Although research has discovered these various commonalities amongst perpetrators, it is important
to mention that research has also discovered that perpetrators can be quite diverse in terms of their
socioeconomic status, educational attainment, religious beliefs, ethnicity, race, and age (Kremer &
Cooper, 2014). As such, although the research above can help programs identity certain “red flags,”
they are not guaranteed to identify adults who sexually abuse children. In general, the research above
might be used to help programs identify whether applicants possess a combination of these
indicators, which might be used as a basis for concern and further investigation and assessment
(Kremer & Cooper, 2014).

An examination of cases of abuse in the context of mentoring programs in Canada revealed the
following patterns and risks that mentoring organizations should be highly aware of:

. Grooming Behaviours: Be aware of grooming behaviours directed towards staff members (i.e.,
rather than grooming mentees and their parents, perpetrating mentors may seek to flatter and
please staff members by volunteering at fundraising events, bringing their criminal record
check to their first meeting, reguesting to be matched with one of the more challenging
mentees, etc.)

. Specific Mentee Preference: Be aware of applicants who provide detailed descriptions of their
preferred mentee (i.e., when asked to describe who they might want to be matched with,
perpetrating mentors in this study often provided very specific and detailed responses).

. Intentional Instability: Be aware of applicants who seem to “bounce around” a lot (i.e.,
perpetrating mentors often moved a lot, frequently changed jobs, were often in-between
relationships, and/or moved between faculties and departments as students to avoid
detection and punishment).
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. Relationship Status: Be aware of applicants who are single and live in neighbourhoods that are
misaligned with their current life stage/family status (i.e., perpetrating mentors were often
single and some chose to live in family-based neighbourhoods to increase their access to
potential victims).

. Social Network: Be aware of applicants who have a weak network of adult friends (i.e,,
perpetrating mentors usually have a lack of adult friends and tend to spend more time with
children and youth).

. Early Abuse: Be vigilant about monitoring and supporting during the early phase of
relationships and be aware of certain red flags (i.e,, mentors usually abused their mentees
within the first couple of mentoring sessions, sometimes even during the first meeting).

. Lack of Disclosure: Understand that mentees (especially male mentees) are highly unlikely to
disclose the abuse to their parents, friends, or mentoring program staff during the course of
their relationship.

. Behavioural Changes: Look for behavioural changes in mentors and mentees, rather than
relying on mentees disclosing the abuse to their parents, friends, or mentoring program staff.
. Validate Gut Feelings: Create an organizational culture that validates gut feelings about

potential applicants (i.e, in almost every case of child sexual abuse in this study, there was an
adult who had a “weird” or “off” feeling about the mentor. Importantly, these adults often did
not pursue these feelings and treat them seriously. As an organization, staff should be
empowered to follow their informed intuition and be able to pursue further assessment and
exploration due to these feelings).

This review also discovered that school-based mentoring programs may also pose risks for children
and youth in Canada. For example, in a recent study on the prevalence of sexual abuse by K-12
personnel in Canada, researchers discovered that between 1997 and 2017, there were 750 cases
involving 1,272 Canadian students (Canadian Centre for Child Protection, 2019). Although teachers
represented the highest numlber of perpetrators (86%), other school personnel were also involved,
including school volunteers (Canadian Centre for Child Protection, 2019). Consistent with previous
research, this study also discovered that only 53% of children and youth disclosed their sexual abuse
after it had occurred, with boys significantly less likely to disclose (25%) than girls (75%).

Implications for Screening

Mentoring programs must develop screening procedures that can help them identify potentially
unsafe mentors and prevent them from volunteering in their programs.

In a recent review of more than 400 research articles, scholars identified several strategies that non-
profit organizations can implement to help prevent child sexual abuse (Kaufman, & Erooga, Mathews,
& McConnell, 2019). Researchers discovered that perpetrators often capitalize on organizational
policies and processes that fail to protect the children and youth participating in their programming.
For example, in several studies, perpetrators described that they took advantage of organizational
processes that were relaxed, complacent, and sometimes careless (Kaufman et al., 2019). In response
to these findings, these scholars strongly urged community-based organizations to develop strong
cultures of safety that explicitly describe processes and standards for protecting children and youth
(Kaufman et al., 2019). Organizations can accomplish this by developing safety policies in six key
areas: (a) staff and volunteer screening; (b) establishing codes of conduct; (¢) monitoring the
implementation of safety practices; (d) creating safe organizational environments; (e) appropriately
educating/training staff and volunteers; and (f) responding to, as well as reporting child safety
concerns (Kaufman et al,, 2019). In general, organizations must develop clear goals and plans for the
prevention of child sexual abuse by considering the potential vulnerabilities in their current
programming and developing comprehensive prevention plans (Kaufman et al., 2019).

This review has identified three seminal publications that can help mentoring organizations develop
their own screening procedures and/or bring their existing policies into stronger alignment with
existing best-practices. According to Public Safety Canada (The Screening Handbook, 2012),
MENTOR: The National Mentoring Partnership (Garringer, Kupersmidt, Rhodes, Stelter & Tai, 2015),
and prominent mentoring scholars (DuBois & Karcher, 2014), these best-practices include:

1. Assessment Criteria: conditions for accepting or rejecting mentors that can be used to help
staff screen potential applicants and justify their decisions. Criteria should also be explicitly
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and clearly described for potential applicants to help them assess their own suitability and
become aware of the strong organizational culture and policies of child protection and safety.

2. Written Application: applicants are invited to respond to several questions designed to help
staff assess their general suitability for the mentoring program.

3. Interview: applicants are invited to participate in a face-to-face interview designed to help
staff further assess their suitability and provide opportunities for follow-up from the written
application.

4. Criminal Record Check:' applicants are invited to submit a Criminal Record, Police Information,

and/or Vulnerable Sector check to determine their suitability for mentoring. Programs may
also wish to conduct criminal record checks on all adults living with the applicant and/or check
sex offender and child abuse registries and driving records).

5. References: staff interview multiple adults who are familiar with and close to the applicant.
Staff are encouraged to interview personal and professional references, as well as contacting
all child and youth-based organizations that the applicant has had contact with in the past.

0. Home Visit: applicants are invited to provide a tour of their home to help staff assess the
suitability of the environment for mentoring. Home visits also offer an ongoing opportunity to
become acquainted with the applicant and continue assessing their suitability. Home visits are
especially important for programs that allow meetings to occur at the mentor’'s home.

7. Evidence-Based Screening Tools: applicants are invited to complete guestionnaires designed
to identify adults who might have various motivations, attitudes, and beliefs that are more
supportive of safe and effective mentoring relationships.

8. Mentor Agreement: successful applicants agree in writing to fulfill the time commitment and
meeting frequency required by the mentoring organization.

Mentoring organizations might consider adopting several or all of the above best-practices while
screening potential applicants. For those seeking further information, the Canadian Code for
Volunteer Involvement (2017) offers a wide range of tools, advice, and templates for establishing and
strengthening volunteer management practices. Public Safety Canada also offers a Code Audit Tool
that allows organizations to evaluate their volunteer management practices according to the
benchmarks set by the Canadian Code for Volunteer Involvement (2017).

Public Safety Canada has also produced a Screening Handbook (2012) that offers clear guidelines for
any program looking to develop screening policies and practices. The Screening Handbook provides a
volunteer checklist that can help organizations assess their current screening practices and consider
how they might be strengthened and improved, according to best-known practices and government
regulations and policies. In a recent national dialogue, many volunteer coordinators and managers felt
as though the Screening Handbook contained lots of useful and valuable information, despite being
relatively less known amongst their professional colleagues - indicating that this resource might be a
good place to start while learning how to develop effective screening protocols (Volunteer Canada,
2017).

Despite these recommendations, it is important to acknowledge that mentoring organizations must
balance the rigour of their screening procedures with the need to process applicants in a timely and
efficient manner. As such, although mentoring programs are encouraged to implement all of the
above best-practices, each program may need to consider their local context, values, and needs and
make adjustments accordingly. Programs are also strongly encouraged to consult their local
provincial legal requirements for child/youth safety and protection. Finally, the best-practices above,
although research-informed and effective, do not guarantee the complete protection of children and
youth.

TIn Canada, there are three kinds of criminal background checks, each with their own strengths and limitations
(Royal Canadian Mounted Police, 2018). In the existing research, it is highly recommended that mentoring
organizations do not strictly rely on criminal record checks as their primary screening tool. There are certain
offences/risks that may not be discovered, depending on the type of record check completed. Mentoring
organizations are strongly encouraged to increase their knowledge of each test and use fingerprinting whenever
possible. For example, during Volunteer Canada’s (2014) National Dialogue on Screening Volunteers,
representatives from the Royal Canadian Mounted Police strongly recommended that organizations consider
using.
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In addition to establishing strong screening protocols and procedures, mentoring organizations may
also wish to offer certain skill-building opportunities for mentees and their primary caregivers. Based
on existing knowledge of sexual abuse perpetrators, some prevention programs invite children and
youth to learn about healthy relationship boundaries, common strategies and behaviours used by
perpetrators, and how to effectively respond to these situations. In a recent review of 70 sexual abuse
prevention programs (the majority of which were implemented in Canada and the United States),
scholars found strong evidence for their effectiveness to help children and youth increase their
knowledge of sexual abuse and how to respond to these situations in a safe and constructive manner
(Del Campo & Favero, 2020). These programs can also help parents of children and youth improve
their knowledge of sexual abuse and their capacity to deal with these issues with their children
(Wurtele, Moreno & Kenny, 2008).

For those who are interested, there are a variety of Canadian-based sexual abuse education
programs, such as the Who Do You Tell? program that has been implemented in Calgary for 35 years.
According to a recent study, this program has strong evidence for its effectiveness in helping children
and youth significantly increase their knowledge and attitudes of child sexual abuse (Tutty, Aubry &
Velasquez, 2020). The Canadian Centre for Child Protection, The Canadian Red Cross, and Little
Warriors are also examples of Canadian-based organizations that offer child sexual abuse education
and prevention programming.

It is important to note that these educational programs do not guarantee that children/youth and
their primary caregivers will be safe from child sexual abuse. Of further note is the fact that some
researchers have questioned the appropriateness of inviting children, youth, and/or primary
caregivers to participate in these programs (Del Campo & Favero, 2020; Kaufman et al., 2019).

A central concern is that these programs might shift the responsibility of child safety and protection
to the participants themselves, rather than the mentoring organization (Del Campo & Favero, 2020;
Kaufman et al,, 2019). Ultimately, mentoring organizations should consider their current vulnerabilities
for child sexual abuse and begin implementing strong screening policies and practices.

SCREENING AND IDENTIFYING EFFECTIVE/INEFFECTIVE MENTORS

In addition to screening for potentially unsafe mentors, research has also begun to explore how
mentoring programs can begin using screening tools to identify more effective volunteer mentors.
Theoretically, this research is grounded in the belief that although volunteers may not possess a
criminal record, they may possess certain characteristics that will influence their ability to work with
children and youth in a safe and positive manner. As such, some researchers argue that it is the
responsibility of mentoring organizations to not only “screen out” unsafe applicants, but to also
conduct screening procedures that will help them identify adults who may be more effective as
mentors (Cavell, Mutignani, Alfonso, & Smith, 2020; Garringer et al., 2015; Schmiesing & Henderson,
20071; Stukas, Clary & Snyder, 2014; Spencer, Gowdy, Drew, McCormack & Keller, 2020).

In this small yet growing body of research, various mentor characteristics have been identified as
contributors to high-quality mentoring relationships:

. Helping Professionals: Across two large-scale meta-analyses, research has consistently found
that mentors from helping professions (i.e., teachers, nurses, social workers, etc.) are often
more likely to develop high-guality mentoring relationships (DuBois, Holloway, Valentine &
Cooper, 2002; Raposa et al., 2019).

. Previous Experience: Volunteers who have previous experience working with children and
youth (or more directly as previous mentors) are often more likely to develop high-quality
mentoring relationships and sustain them over time (Grossman, Chan, Schwartz, & Rhodes,
2012; Raposa, Rhodes & Herrera, 2016).

. Self-Efficacy: Adults who have higher levels of self-efficacy and confidence as mentors have
been found to be more likely to develop higher-quality mentoring relationships (Boat, Weiler,
Bailey, Haddock & Henry, 2019; Cavell et al., 2020; Karcher, Nakkula, and Harris, 2005; Parra,
DuBois, Neville, Pugh-Lilly, & Pavinelli, 2002; Raposa et al., 2016).

. Empathy: Research has discovered that mentors who are more empathetic, including towards
children/youth and people of different ethnicities and cultures (i.e., ethnocultural empathy) are
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more likely to develop high-guality mentoring relationships (Miranda-Diaz, Clark-Shim, Keller, &
Spencer, 2020; Spencer, Gowdy et al,, 2020; Spencer, Pryce, Barry, Walsh & Basualdo-
Delmonico, 2020).

. Conscientiousness: Generally defined as someone who is careful, diligent, and motivated to
perform their responsibilities well, research has discovered that mentors who score high in
conscientiousness often develop high-guality mentoring relationships (Boat et al,, 2019; Cavell
et al., 2020; Herman & Usita, 1994).

. Extraversion: Research has discovered an association between mentors who are more sociable
and outgoing and high-quality mentor-mentee relationships (Boat et al,, 2019; Cavell et al,,
2020).

. Secure Attachment: In one study, mentors who reported more secure attachment with others
were more likely to develop high-guality mentoring relationships (Cavell et al., 2020).

. Positive Perceptions: Mentors who report more positive perceptions of children/youth and

their families/communities have been found to develop high-quality mentoring relationships
(Garringer et al., 2015; McMorris, Doty, Weiler, Beckman & Garcia-Huidobro, 2018).

In contrast, research has also discovered that certain mentor characteristics are associated with lower
quality mentoring relationships:

. Age: Compared to older adults, some research has discovered that high-school and college
students are less effective as mentors and more likely to prematurely end their mentoring
relationships (Garringer et al., 2015; Grossman et al., 2012; Raposa et al., 2019).

. Marital Status: In one widely cited study, married volunteers aged 26-30 were less likely to
develop high-quality relationships and were more likely to prematurely terminate these
relationships (Grossman & Rhodes, 2002).

. Unrealistic Expectations: In a recent study on why mentoring relationships end prematurely,
researchers found that mentors’ unrealistic expectations about the relationship stood out
among many variables (Spencer et al., 2020; see literature review on mentor recruitment and
retention for a more detailed discussion of mentors’ expectations).

. Mental Health Challenges: Mentors who are experiencing depression and greater emotionality
have been found to be less effective at developing high-quality mentoring relationships (Boat
et al., 2019; Preston & Raposa, 2020).

. Negative Perceptions: Mentors who report more negative perceptions of children/youth and
their families/communities have been found to develop lower quality mentoring relationships
(Karcher, Davidson, Rhodes & Herrera, 2010).

Taken together, research has identified several characteristics that might influence an applicant’s
ability to develop a positive and supportive mentoring relationship. This body of research has
implications for mentor screening.

Implications for Screening

Based on the research above, several scholars have recommended that mentoring programs begin
screening applicants to identify certain characteristics that might make them more or less effective as
mentors (Cavell et al., 2020; Garringer et al., 2015; Schmiesing & Henderson, 2001; Stukas et al., 2014;
Spencer, Gowdy et al.,, 2020). Statistics Canada and The National Mentoring Resource Centre offer
access to surveys and guestionnaires that might be of value.

Before using any standardized screening tool, mentoring programs may need to consider the cost
and psychometric properties (i.e., the strengths and limitations) of each tool and whether existing
programming requires this level of screening (Garringer et al.,, 2015). It is also important to note that
although it may not be reasonable for mentoring programs to implement a standardized screening
tool, programs can still benefit from the research above in more informal ways. For example,
researchers have pointed out that mentoring programs could use the research above to create
specific interview guestions that assess some of the known characteristics of effective mentors, such
as an applicant’s level of conscientiousness, empathy, and self-efficacy (Boat et al., 2019).
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3. TRAINING

This literature review on mentor training was conducted in October 2020. In total, 53 articles were
reviewed. This process revealed seven main themes that have implications for mentor training:
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Current benchmarks and best practices;

Developmental and instrumental approaches to mentoring;

The importance of post-match training;

Online mentor training;

Training mentors in cultural humility and competence;

Indigenous approaches to mentor training;

Training mentors in the ingredients of high-quality mentoring relationships.

CURRENT BENCHMARKS AND BEST-PRACTICES

This review identified two seminal documents that describe the current benchmarks and best-
practices for mentor training (Garringer, Kupersmidt, Rhodes, Stelter & Tai 2015; Kupersmidt &
Rhodes, 2014). According to these publications, current best-practices for mentor training include:

1.
2.
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A minimum of two hours of in-person pre-match training;
Pre-match mentor training that focuses on the following topics:

Program requirements (e.g., expected match length, frequency, and duration; procedures for
being late to mentoring sessions; match termination protocols, etc.);

Mentor’s goals and expectations (i.e., opportunity to discuss the mentor’s expectations for the
mentee, parent/guardian, and the mentoring relationship, and address any unrealistic
expectations if need be);

Mentors obligations and appropriate roles;

Relationship development and maintenance (i.e., discussing the typical challenges and rewards
of mentoring relationships and how they typically develop over time);

Ethics and safety (i.e., how the mentor should respond, both legally and ethically, to various
situations that might occur during their mentoring experience);

Relationshiﬁ closure (i.e, discuss the protocols for closing mentoring relationships in a
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