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ABSTRACT
University Alumni Mentoring Program:

A Case Study in Turkey

This qualitative case study explored the university alumni mentoring program
implemented by the alumni association of one of the state universities in Turkey. The
purpose of the study was to analyze the program descriptively. The following
questions guided the study: (1) What are the resources of the university alumni
mentoring program? (2) Who participates in the program? (3) What are the activities
of the program? (4) What are the outcomes of the program? The study utilized the
logic model as a theoretical framework to address research questions. The study
sample included one program director, ten student mentees, and ten alumni mentors.
Semi-structured interviews and documents were used as data collection methods, and
thematic analysis was applied to analyze data. The research findings revealed that
mentoring relationships have various positive outcomes on participants’ personal and
professional lives, such as learning, self-awareness, improved skills, and gaining new
perspectives. The study contributed to the literature by providing insights into the
university alumni mentoring program development and implementation process. The
findings highlight that the university alumni mentoring program has the potential to
support lifelong learning experiences for student mentees and alumni mentors and

can serve as an adult education tool.



OZET
Universite Mezun Mentorluk Programi:

Tirkiye’de Bir Vaka Caligmasi

Bu nitel vaka ¢alismasi, Tiirkiye’deki devlet Gniversitelerinden birinin mezunlar
dernegi tarafindan uygulanan iiniversite mezun mentorluk programini
aragtirmaktadir. Calismanin amaci programi betimsel olarak incelemektir. Belirtilen
arastirma sorulari ¢alismay1 ydénlendirmistir: (1) Universite mezun mentorluk
programinin kaynaklar1 nelerdir? (2) Programa kimler katiliyor? (3) Programin
aktiviteleri nelerdir? (4) Programin sonuglari nelerdir? Calisma, arastirma sorularini
ele almak i¢in teorik ¢ergeve olarak mantik modelini kullanmistir. Calisma 6rneklemi
bir program direktorii, on 6grenci menti ve on mezun mentordan olusmaktadir. Veri
toplama yontemi olarak yar1 yapilandirmis goriismeler ve dokiimanlar kullanilmas,
verilerin analizinde tematik analiz uygulanmistir. Arastirma bulgulari, mentorluk
iliskilerinin katilimcilarin kisisel ve mesleki yasamlar1 {izerinde 6grenme, 6z
farkindalik, gelismis beceriler, farkli bakis agilari kazanma gibi gesitli olumlu
sonuglar1 oldugunu ortaya koymustur. Calisma, tiniversite mezun mentorluk
programinin gelistirme ve uygulama siirecine iliskin i¢goriiler saglayarak literatiire
katkida bulunmustur. Bulgular, liniversite mezun mentorluk programinin, 6grenci
mentilerin ve mezun mentorlarin yasam boyu 6grenme deneyimlerini destekleme
potansiyeline sahip oldugunu ve yetigkin egitimi araci olarak hizmet edebilecegini

vurgulamaktadir.
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CHAPTER 1

INTRODUCTION

In this chapter, the background, statement of the problem, purpose of the study,

research questions, significance of the study, and key definitions will be presented.

1.1 Background

In the 21st century, there are many uncertainties and ambiguities in various areas of
individuals’ lives. They bring together concerns about life, career path, and work
choices. While facing these concerns, people may need guidance and support from
their peers, teachers, academic advisors, or more experienced adults. At that point,
the availability of someone to go and talk about those concerns can be crucial for
individuals, especially if there is a relationship that promotes assistance and courage.
This reciprocal supportive relationship is often referred to as mentoring (Elliott et al.,
2011).

Mentoring is defined as a mentee-mentor relationship based on sharing the
competencies of a knowledgeable and experienced person with a less experienced
person who is open to learning in specific frameworks (Jacobi, 1991). The mentoring
relationship can have several benefits; for example, adults in a work setting can
develop their professional competency and integrity, making stronger connections
with the work environment (Allen et al., 2006). Students in a university setting can
establish their identity, increase academic success and develop professional
competence (Crisp & Cruz, 2009).

In today’s world, mentoring programs are applied widely in different fields
such as schools, workplaces, and businesses with various purposes (Givens-Skeaton,

Baetz, & D’Abate, 2003). These purposes can change from supporting personal and
1



social development, increasing the potential of people to supporting career
development, and facilitating adoption of the institutional culture. Although the goals
are varied depending on the institution and the field in which mentoring programs
take place, generally, mentoring programs aim to strengthen the psychosocial and

professional competencies of the participating individuals (Schlee, 2000).

1.2 Statement of the problem

Mentoring research conducted in the literature shows the mentoring relationships in
different contexts and for various targeted groups such as employers in the
workplace settings, educators in educational organizations, disadvantaged groups
(women and minorities), underrepresented students in school, and youth in the
society (Coles, 2011; Gibson, 2004; Raposa & Hurd, 2021). In the adult education
context, mentoring studies focused mainly on mentoring programs designed for new
teacher education and retention (Andrea, 2010; Matthews, 2015; Waterman & He,
2011). However, in the higher education context, mentoring first-generation college
students, undergraduate university students to faculty, and peer-to-peer are the most
studied groups. In contrast, the mentoring programs conducted through alumni
associations or career centers in universities are less commonly researched (McAtee,
2012).

McAtee (2012, p. 35) stated that “Less common programs include mentoring
programs in partnership with alumni associations...While these programs are less
common, they are just as important as the more widely established programs.”
McAtee (2012) argued that although there are few university alumni mentoring
programs compared to other mentoring programs, their importance cannot be denied.

It is crucial to note that the importance of the mentoring relationship in a university



setting comes from the fact that students face lots of uncertainties, and the mentor
can help the mentee overcome difficulties by providing the necessary insights. In
other words, the mentors can become a beacon of hope for the mentees at breaking
points and crossroads (Cohen & Galbraith, 1995). Besides the importance of the
relationship, there is a gap in the literature to explain the mentoring relationship
constructed between university students and alumni mentors through mentoring
programs. There is a need for the study to understand this relationship and the
outcomes of university alumni mentoring programs on mentors and mentees. In this
study, the learning experiences of adult mentees and mentors will be investigated

through the mentoring concept in the context of higher education.

1.3 Purpose of the study
The aim of this single case study is to provide an analysis of the university alumni
mentoring program implemented by the alumni association of one of the state

universities in Turkey.

1.4 Research questions
This study will investigate four main research questions to analyze the university
alumni mentoring program descriptively:
I.  What are the resources of the university alumni mentoring program?
ii.  Who participates in the program?
iii.  What are the activities of the program?

iv.  What are the outcomes of the program?



1.5 Significance of the study

At most universities, both public and private, mentoring programs exist that involve
staff-to-staff mentoring, which includes guidance of more experienced academics to
novice educators (Morgan & Smit, 2001); faculty-to-students mentoring, where
students take supervision from faculty members to advance their academic progress;
and peer-to-peer mentoring, where an older student support a younger student in the
transition process to the school (Husband & Jacobs, 2009). Besides the staff-to-staff,
faculty-to-student, and peer-to-peer advising, there are also university alumni
mentoring programs where university students are paired with alumni of the
university with a profession in the relevant area. Kuh et al. (2010) stated that
encouraging these mentoring programs is crucial to creating a nurturing and
supportive university culture where students can take guidance about the academic
courses, career paths to follow, and personal issues.

Although the mentoring programs based on faculty-to-faculty and students-
to-faculty were researched most, there is a gap in the literature on university alumni
mentoring programs (Ehrich et al., 2004; Lunsford, 2011; Putsche et al., 2008). This
study can provide a rigorous understanding of the implementation of the university
alumni mentoring program, its effective and challenging aspects, and outcomes for
the participant alumni mentors and student mentees. The insights from this study can
be helpful for program practitioners in planning, evaluating, and communicating the
results of the university alumni mentoring programs. In addition to program
practitioners, higher education policymakers can utilize the research findings to build
an understanding of the mentoring relationship and the development of mentoring

curricula in higher education institutions.



1.6 Definition of key terms

Mentoring: “a developmental, caring, sharing, and helping relationship where one
person invests time, know-how and effort in enhancing another person’s growth,
knowledge and skills and responds to critical needs in the life of that person in ways
that prepare the individual for greater productivity or achievement in the future”

(Shea, 1994, p. 13).

E-mentoring: “a mutually beneficial relationship between a mentor and a
protége, which provides new learning as well as career and emotional support,
primarily through e-mail and other electronic means (e.g., instant messaging, chat

rooms, social networking spaces, etc.)” (Ensher & Murphy, 2007, p. 300).

Mentee: Less experienced or knowledgeable person who needs guidance from
a mentor. The mentee can also be referred to as a protégé, apprentice, student, or

learner (Davis, 2005).

Mentor: “Individuals with advanced experience, knowledge, wisdom, skills,
and influence who provide support to and promote the career development of their

protége through an interactive relationship” (D’Abate & Eddy, 2008, p. 363).



CHAPTER 2

LITERATURE REVIEW

This chapter will investigate the literature review in regard to mentoring. The chapter
will start with the historical background of mentoring, its definition, and the types of
mentoring relationships. Mentoring studies from different disciplines, mentoring in
higher and adult education, and the mentoring studies conducted in Turkey will be
explored, respectively. Lastly, the theoretical framework of the study will be

presented.

2.1 Historical background of mentoring

A mentoring relationship is a supportive relationship between two people, generally
the youth and non-parental adults. These two people are named the “mentee” and the
“mentor”. The mentee is the less-experienced person who seeks guidance; in
contrast, the mentor is a more- experienced and wiser individual who is ready to
contribute to the development and growth of the mentee (D’Abate & Eddy, 2008).
Although mentoring is trendy nowadays, it is not a new concept. In history, the idea
of “Mentoring” dates back to ancient times (Dickey, 1996).

“Mentor” is a French word used in many fields, with the meanings of
“advisor, coaching, director,” and its’ origin is based on Greek mythology (Dennis,
1993). According to Homer’s narrative, Odyssey, the Ithaca King Odysseus has a
trusted friend named Mentor who prepared him for the war; when Odysseus went to
the war, he entrusted his son Telemachus to Mentor. Throughout the 20 years until
the king’s return to the war, Telemachus was educated and raised by the king's

knowledgeable friend Mentor. A special name, “Mentor” has survived from that time



to the present day. This story has been thought of as the starting point of the concept
of mentoring (Miller, 2002).

Besides the mythological origin, the usage of the “Mentor” concept is also
seen in different stories in history. For example, in “The Adventures of Telemak,”
which was written by Fenelon in 1699, the term “Mentor” was used as Telemak’s
emotional and intellectual role model (Mueller, 2004). Over time, the term “Mentor”
has been used to describe a person as a guide with wisdom and expertise (Bierema &
Merriam, 2002). History bears witness famous examples of mentoring, such as the
extraordinary relationships formed between Socrates and Plato, Aristotle and

Alexander Great, and Freud and Jung (Lucas, 2001).

2.2 Definitions of mentoring

When the mentoring literature is reviewed, there is no consistent definition of
mentoring, and the definitions vary across different fields (Hurley, 1998). Regarding
the various definitions of mentoring, Merriam (1983) stated that:

“The phenomenon of mentoring is not clearly conceptualized, leading to

confusion as to just what is being measured or offered as an ingredient in

success. Mentoring appears to mean one thing to developmental
psychologists, another thing to businesspeople, and a third thing to those in

academic settings” (p. 169).

Whereas the definition from the management field emphasized the career
development aspect, the psychology field constructs the definition in terms of
personal and social development. The education field stressed the learning aspect
while defining mentoring relationships (Friday et al., 2004). Although there is no
single definition of mentoring, there is a high consistency in the concept of

mentoring among most scholars (Haggard et al., 2011; Wanberg et al., 2003).

Mentoring should be developmental and interactional, involving mutual learning and



shared experience. Mentors should help mentees develop themselves personally and
professionally by providing psychological support and professional guidance (Kram,

1985).

2.3 Types of the mentoring relationship

Mentoring studies have traditionally categorized as naturally occurred or planned
mentoring relationships (Ragins & Cotton, 1999). The literature showed that the
early mentoring studies primarily focused on the mentoring relationship that occurs
naturally between mentee and mentor. If there is no organizational involvement
while the connection is formed, this relationship is described as traditional mentoring
(Chao et al., 1992). The start of a relationship can be with the initiative of the mentee
or mentor, and the maintenance of the relationship involves the personal investment
of both parties. With the advancement of this natural relationship, the connection
between mentee and mentor can turn into a very personal and intense relationship
(Kram, 1985).

The widespread research on naturally occurring mentoring showed that
mentoring can result in positive outcomes and has generated more interest in the
dynamics of the mentoring relationship. When the organizations recognized the
benefits of mentoring relationships for organizations and individuals, they started to
run mentoring programs to gain positive outcomes as in the traditional mentoring
relationship (Scandura & Viator, 1994). The other reason the organizations decided
to conduct mentoring programs is to realize the power of mentoring in the
organizational learning process (Tannenbaum, 1997). Although many traditional
training programs are conducted in the organization, their effectiveness on

organizational learning involves only a small percentage; if training programs



accompany the mentoring, efficacy can be increased (Benabou & Benabou, 1999).
With the planned administration of the mentoring relationship, organizations
believed that they could obtain favorable outcomes from mentoring for a greater
number of employees (Fogarty & Dirsmith, 2001).

A planned mentoring relationship includes a structure where the organization
manages the mentoring process (Ragins et al., 2000). Unlike the naturally developed
mentoring relationship, structured mentoring has procedures, rules, and guidelines.
Murray (2002) defined structured mentoring programs as planned interventions
implemented by an organization that often involves one-to-one relationships. They
can differ in their purpose, activities, and duration. In addition to this, how mentors
and mentees matched, whether the participants attend the program voluntarily, how
often the interaction takes place between mentor and mentee, and whether there is a
program evaluation that can change across different mentoring programs (Jacobi,
1991).

Besides the categorization of naturally occurred vs. planned mentoring
relationships, mentoring programs can differ based on the physical settings of the
relationship. As the technology offers a solution for locational and time constraints,
alongside the traditional face-to-face mentoring relationships, distance or e-
mentoring has gained the attention of the organizations (Wilbanks, 2014). In this
case, contact between mentor and mentee, mentor training, and evaluations are

carried through online platforms (Headlam-W ells et al., 2005).

2.4 Mentoring studies from different disciplines
Mentoring studies have started to receive their place in the literature since the mid-

1970s in management, psychology, and education (Allen et al., 2006). Although it is



hard to specify the beginning of studies on the mentoring concept, the “Men and
Women of the Corporation” book published by Kanter (1977) and the “Much ado
about mentors” article published by Roch (1979) is accepted as the early studies in
mentoring studies in the management field. At these times, Levinson et al. (1978)
published a book named “Seasons of a Man’s Life” which can be considered a
pioneer study in the mentoring literature in the psychology field where the mentoring
concept and its effect on adults’ psychological state and career development
discussed.

In the literature, the “Mentoring” concept started to be seen more in business,
management and organization, and human resources in America and Europe in the
1980s (Underhill, 2006). In these studies, a mentor who worked and gained
experience in the organization gives guidance to their subordinates. The importance
of mentoring relationships in the career development process is explained. Although
there were other books and articles in the literature, Kram’s dissertation (1980),
where the researcher investigated 18 managers working in the same institution and
how mentoring can affect employees’ professional development, is considered
pioneer research on mentoring. Her following journal article, “Phases of a mentor
relationship™ (1983), and the book ““Mentoring at Work™ (1985) is also accepted as
essential milestones in the mentoring literature. Today, Kram’s studies and her
mentoring conceptualization continue to shed light on numerous researchers.

Whereas mentoring literature has long been focused on professional
workplace settings, business, and management areas, with the recognition of
mentoring as a developmental relationship that individuals can experience in
adulthood and the acceptance of mentoring as an example of experiential learning;

the popularity of mentoring programs extends beyond the organizations and reaches

10



the educational setting, resulting in growing literature on mentoring in adult and
higher education (e.g., Bova, 1987; Hughes, 1988; Moses, 1989).

Some studies investigate mentoring as an essential source of learning for
students and educators in adult and higher education settings such as educational
organizations, colleges, and universities (Crisp & Cruz, 2009; Harnish & Wild, 1994;
Rhodes, 2002; Nettles & Millet, 2006). Johnson (1989) emphasized mentoring as an
effective strategy for retention and enrichment and focused on developmental
interaction in which the mentor supported the mentee’s personal, academic, social,

and career development.

2.5 Mentoring in adult and higher education

As the mentoring concept is encountered in different sectors in the literature, an
essential role of mentoring has become noticeable in adult and higher education
(Allen & Eby, 2007). According to Ragins and Kram (2007), mentoring provides an
active learning environment where adult mentees and mentors can engage in lifelong
learning practices through reflection and critical thinking.

From an adult education lens, Knowles (1970) considered adult learners as
self-directed learners who learn best experientially by bringing their previous
experiences and knowledge to the learning environment and associating them with
new learnings. Adult learners are intrinsically motivated to solve real-life problems
and responsible for their learning processes. According to Chinnasamy (2013),
mentoring is an innovative tool suited to adult learning theory. In mentoring, while
mentors generally serve as facilitators and provide a suitable environment for
learning, adult mentees are ready to learn and actively involved in their learning

processes. The life experiences that mentors and mentees bring to the mentoring

11



relationship enrich the learning environment and promote developmental interactions
for both parties (Zachary, 2005)

When the mentoring literature is reviewed, the growing interest in mentoring
studies in a higher education context involves mentees and mentors as adult learners.
For example, colleges and universities encourage educators to develop mentoring
relationships to promote a qualified and diverse learning environment. The early
studies (e.g., Astin, 1977; Pascarella, 1980; Wilson et al., 1975) that analyzed the
effect of the faculty-student relationship provided a foundation for mentoring studies
in higher education. Jacobi’s (1991) article named “Mentoring and Undergraduate
academic success: A literature review” is considered critical in the progress of
mentoring literature.

As the mentoring concept takes attention, many mentoring programs started
to be actively held in colleges and universities (Rhodes et al., 2002). As evidence,
Michigan State University, Curtin University, and the University of Western Sydney
can be shown (Curtin University, 2011; Dearlove et al., 2007). Although the
purposes and processes of mentoring differ across several mentoring programs, the
general mentoring concept in academia involves the dynamic, multidimensional and
nurturing relationship between an experienced expert and a less experienced
individual (Healy, 1997). Scholars emphasized mentoring as an intervention
expected to create a powerful interaction between students, faculty, and colleagues
and accepted the mentoring concept universally in higher education (Daloz, 1983;
Gershenfeld, 2014).

In higher education, mentoring programs have started to be implemented in
university and college settings where academics, counselors, and coaches generally

serve as a mentor to the students (Girves et al., 2005). One of the most common

12



mentoring relationships is the one that occurs between faculty-to-student, where the
academics advise students about the research processes. In addition, the mentoring
relationship developed through peer-to-peer, where an older student supports a
younger student in terms of academic issues and transition to university (McLearn et
al., 1998). The least studied mentoring relationship involves student and alumni,
where the student and alumni are matched based on shared interests and desired
career goals (Nora & Crisp, 2007).

Although there was no sufficient study for mentoring programs in the
educational literature, the primary purposes of these programs are enriching students’
connection to the university, strengthening students’ social and developmental
identity, and preparing them for professional careers (Goff, 2011). In the higher
education context, university alumni mentoring programs are conducted to support
students in choosing their career paths, developing students’ work competency, and
providing perspective on the business life by connecting them with alumni (Renuga
& Ezhilan, 2014). Besides the graduate employability issue, these mentoring
programs can also benefit student retention by providing a unique experience for
university students (Crisp & Cruz, 2009). In the light of these, it can be said that
mentoring programs in university settings are designed for different aims such as
career development, increasing graduation rates, and retention and have become a
vital component of higher education.

When the examples of university alumni mentoring programs in the literature
reviewed, although various programs with different goals and structures exist, the
alumni-student specific area of mentoring is not widely examined (Renuga &

Ezhilan, 2014). A few studies (Gannon & Maher, 2012; Lopatka et al., 2011;

13



Skrzypek et al., 2019) focus on university alumni mentoring in a higher education
setting.

In one of these mentoring studies, Gannon and Maher (2012) explored a
mentoring program implemented by a UK university where university students are
matched with alumni. The mixed-method design was used; surveys and interviews
were conducted to explore program components and participants’ reactions to the
program. The study revealed that to design and implement a successful mentoring
program, the systematic approach that involves the four key processes — matching of
participants, preparation, the interaction between student and alumni, and outcome
components are vital. The study also presented the benefits and challenges occurring
during the mentoring relationship.

In another study, Lopatka et al. (2011) conducted a pilot project that lasted 8-
month at the University of Alberta. The pharmacy undergraduate students were
matched with alumni pharmacists to support students’ transition to work life. A
mixed-method design was applied to evaluate program processes and participants’

interests at the end of the program. Results showed that both students and alumni
found the program beneficial and considered program processes sufficient. Students
stated that the mentoring relationship was very satisfying in finding answers to their
career-related questions. The university decided to conduct an extended version of
the project in the next academic year with these findings.

In their study, Skrzypek et al. (2019) developed and conducted an alumni
student mentoring program where they matched students in a school of social work
with alumni of social work. The program’s purpose was to address the needs of

mentors and mentees by fostering the connection between alumni and students. The

14



benefits of the mentoring program were explored, and the mentoring model, which

explains how to plan, develop and implement a mentoring program, was presented.

2.5.1 Mentoring: motivations & expectations

When the literature reviewed regarding mentoring motivations and expectations, a
few research studies (Bernard, 2001; Conner, 2015; Dollinger et al., 2019) have
shown that mentees and mentors participate in university alumni mentoring programs
with several motivations and expectations.

The study by Bernard (2001) explored the need for a mentoring program and
expectations from mentoring through the survey questionnaires conducted with
university students and alumni professionals. The analysis of 90 university students’
survey responses revealed that students expect networking opportunities,
professional growth, skills development, and career and academic guidance. The
great majority of alumni professionals indicated that they didn’t have a chance to get
mentoring during their university years, which negatively affected their career
journey. They emphasized the importance of mentoring and reported that they would
like to assist students as mentors.

In the case study of Conner (2015), student mentees’ expectations of
participating in a university alumni mentoring program were explored in one of the
private universities in Northern California. The interview findings with seven
students showed that university students participated in the university alumni
mentoring program with the expectations of finding answers to their career and
academic-oriented questions, getting help in the decision-making process, and

meeting with someone knowledgeable.

15



Dollinger et al. (2019) conducted a mixed-method study exploring the
motivations of student mentees and alumni mentors through three different programs
implemented in a research-intensive university. The findings revealed that while
alumni mentors participated in the program to support students’ career journeys and

give back to the university, student mentees had career-specific expectations.

2.5.2 Mentoring: benefits & challenges

When the literature reviewed in terms of benefits and challenges, research has
revealed that establishing mentoring programs between the student and alumni in
higher education settings has both benefits and challenges for students, alumni, and
institutions.

Mentoring can have two main functions for student mentees: career and
psychosocial support (Kram, 1985). Career support involves the development of the
mentee’s professional goals and identity. The mentor can help the mentee plan a
career successfully, set goals, and save time in reaching the right resources and
people (Brown, 2007). Thanks to the network and experiences of the mentor, the
mentee can develop and establish good relations with other mentors who have
developed themselves in professional fields and meet with the key people in the area,
which enables the mentee’s entry into the profession. In addition to career
development, mentoring can also provide psychosocial support; the mentor can share
the specific aspects of personal life with the mentee to enable the mentee’s progress
toward the desired position. The encouragement provided by the mentor can increase
the mentee’s motivation and self-confidence (Clark et al., 2000). The other potential

benefits of mentoring practices can be developing critical thinking and growing

16



intellectual abilities, and learning specific skills and coping strategies against stress
and ambiguities (Dragovich & Margeton, 1995).

The potential benefits of mentoring practices for alumni mentors are
increasing spiritual pleasure by helping another person, servicing the community,
and gaining different perspectives on events and situations. In addition, they get
closer to the sector they are in and increase professional motivation, improve
knowledge diversity, have a mentee network, and expand their colleague network
(Pfeifer, 2002). While mentoring is vital for mentees, it is essential to emphasize that
mentoring can also positively affect mentors. For example, hearing ideas and
feedback from mentees can create a potential for career development. Guiding
someone can affect the mentor’s enthusiasm, resulting in an accomplishment feeling
(Ghosh & Reio, 2013).

Implementing the mentoring program can also provide rewards from the
institution’s perspective. Firstly, mentoring relationship supports the connection of
mentors and mentees to the university, which creates a sense of belonging and
strengthens ties to the institution. Eventually, the cooperation between alumni,
students, and the university can promote productivity and increase commitment. If
the mentoring experience of the alumni and students who engaged in the program is
positive, they can be the future financial investors of the university (Tyran & Garcia,
2005). In addition to these, mentoring can serve as a retention tool by providing
nurturing learning environment and enabling students to develop positive attitudes
toward the university (Spivey-Mooring & Apprey, 2014).

Although there are several potential benefits of mentoring, the literature
showed that there could be some challenges and strengths in a mentoring relationship

(Scandura, 1998). Long (1997) expressed that “under various conditions, the
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mentoring relationship can be detrimental to the mentor, mentee or both” (p. 115).
Firstly, while mentors try to set goals for students, their background may not be
enough to interpret student potential accurately, resulting in setting too high or low
goals. Another strength can come from giving career advice that directs students in
favor of a mentor’s career path (Sandler, 1995). At this point, listening to students'
interests and being objective about the expertise areas is crucial. It is important to
note that mentors cannot be everything for mentees, and not clearly defining the
boundaries for mentor relationships can create challenges. Another challenge can
arise from a student who demands too much help and time from their mentors; in the
reverse situation, where the mentee is disengaged and reluctant to participate in
meetings, relationship conflicts can occur (Sandler, 1995). For example, if students
do not show up to arranged mentoring sessions, this situation can cause a negative
experience for mentors.

From the institution’s perspective, planning, implementing, and assessing the
mentoring program can be challenging regarding time, money, and support. It is
important to note that developing a mentoring process requires detailed planning and
high commitment. Each cycle of the mentoring relationship, selection, matching,
training, and guiding process, which require human, financial and organizational
resources, should be carefully designed. Finding these resources, such as staff and
funding, can be a drawback. If there is insufficient funding or no sponsorship for the
program, this situation can cause poor planning and an unsuccessful mentoring
process. Another challenge can be promoting, communicating, and increasing
program visibility; if there is a lack of support from the leaders of the organization
and stakeholders, the program cannot transmit the value to attract and encourage

potential participants to give their time and effort to the program (Douglas, 1997).
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2.5.3 Mentoring: outcomes

When the literature is reviewed in terms of mentoring outcomes for mentees and
mentors, the findings mostly reveal positive outcomes; in contrast, there is
comparably little research that reports negative outcomes.

To begin with, mentee outcomes; support and encouragement, improving
knowledge and strategies, sharing ideas, and feedback are reported as important
outcomes. For example, literature studies (Murphy & Ensher, 2001; Orpen, 1995)
investigating graduate employability showed that students who were the mentees in
university alumni mentoring programs were more satisfied with their careers than the
other students who did not attend the mentoring programs. Participating in the
mentoring program also increases student satisfaction and productivity (Tenenbaum,
Crosby, & Gliner, 2001). University students perceive the time spent in mentoring as
valuable, and they can get a clearer picture of their roadmap after school (Schlee,
2000). In addition, studies (Campbell & Campbell, 1997; Phinney et al., 2011;
Thomas, 2000) revealed that mentoring practices help students connect more with
school, resulting in better academic performance and retention.

In addition to mentoring outcomes on students, it is also essential to
understand what the mentors gain by participating in a mentoring program and the
effects of mentoring practice on their personal, social, and professional lives. From
the mentor perspective, studies (Hanson, 1996; Murray et al., 1998; Spargo, 1994)
showed that networking, a reflection of ideas and values, professional development,
and personal satisfaction are the most cited positive outcomes. Dollinger et al. (2019)
conducted a study investigating how participating in a university alumni mentoring

program affected mentors’ connection and feeling toward the university. The
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findings revealed that most mentors indicated that they felt like community members
and wanted to continue their mentoring practices in the following programs.

Priest and Donley (2014) conducted an exploratory case study where the
outcomes of the university alumni mentoring program were assessed. With the
participation of three mentors and four student mentees, the evaluative research was
implemented through interviews. The study findings showed that the university
alumni mentoring program impacts mentors’ professional and personal development.
Mentors indicated that they had a chance to transfer leadership techniques in
professional life to the mentoring relationship. In this way, they improved their
mentoring skills in all areas of their life, and they wanted to continue their mentoring
practices in the following programs.

On the other hand, few studies (Eby et al., 2000; Eby & Allen, 2002;
Scandura, 1998) addressed adverse mentoring outcomes. From the mentee’s
perspective, mismatched values and personality, lack of career and psychological
support, and absenteeism are negative outcomes (Eby & Allen, 2002). Developing a
comfortable and effective mentoring relationship becomes impossible when students
do not match mentors with similar values, individual characteristics, and
communication styles (Turban & Lee, 2007). Another negative outcome is a lack of
career support; mentees stated that they could not find the support they were looking
for in the mentoring relationship and failed to take guidance. For example, when
mentees ask for advice about job opportunities or graduate school, mentors can be
reluctant to provide guidance, and they can expect mentees to find their road
independently.

Similarly, when the mentor is not approachable and if there is a lack of trust

and mutual respect in the relationship, it can cause discouraging mentees who have
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no motivation, interest, or appreciation. Absenteeism has also been addressed as a
negative outcome. When the mentor is too busy to offer availability, the mentee
cannot reach the mentor, and regular mentoring meetings cannot be actualized,
resulting in limited contact and communication (Eby et al., 2000).

From the mentor perspective, studies (Bush & Coleman, 1995; Ganser, 1995;
Hanson, 1996) reported that shortage of time, dissonance in matching, such as
unsuccessful matching of personalities and professional expertise, the additional load
of mentoring responsibilities, and the lack of understanding of the mentoring process

are the most common negative outcomes.

2.5.4 The need for mentoring programs

Although there are several benefits of mentoring for mentees, mentors, and
universities, many university students cannot receive mentoring for different reasons.
One reason can be the individuals’ busyness, mentoring can require too much time,
and some people can be worried about being crushed under the mentoring’s demands
(Keller et al., 2014). The other reason can be fear; some people can avoid mentoring
since they feel incompetent to find a mentor (Pomeroy & Steiker, 2011). Another
important reason can be the unawareness of the value of mentoring; people may be
reluctant to develop a mentoring relationship because they are not sure about how
this relationship will contribute to their life (Simon et al., 2004).

At that point, the availability of a university alumni mentoring program that
offers an opportunity for students who cannot connect with alumni is crucial. The
mentoring programs can provide a structure that describes the expectations from the
mentors and mentees, the roles and responsibilities, the scope and boundaries of the

relationship, and the frequency of meetings. With the program structure, people may
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feel more comfortable developing mentoring relationships because they can see the
expectations and how much time they need to spare to be a part of the mentoring
relationship.

Another vital characteristic of the mentoring program is implementing a
recruitment and matching process. The students who feel incompetent about finding
mentors can be matched with alumni ready to provide support and guidance to
mentees; in this way, students can create a valuable relationship (Dow, 2014).
Mentoring programs can also provide training on how the mentoring process works
and teach students and alumni strategies to develop an effective mentoring
relationship.

The other important point regarding a mentoring program is its potential to
minimize the negative outcomes of mentoring. As mentioned previously, there is also
a dark side to mentoring, and there is a need for careful organization and
implementation of mentoring relationships to avoid problematic outcomes. The
strategies of providing training, the sensitive recruitment process for participants, the
careful matching of mentor and mentee, and ongoing evaluations and assessments
are critical to promoting positive outcomes. The detailed administration of mentoring
relationships within a program scope can minimize problems and promote the

potential benefits.

2.6 Mentoring studies in Turkey

When the literature on mentoring studies conducted in Turkey is examined, there are
studies (Akcamete et al., 2010; Giimiis & Gok, 2016; Kiling & Alparslan, 2014;
Sezgin et al., 2014; Tiikeltiirk and Balci, 2014) investigating mentoring practices

implemented in educational institutions. For example, the mentoring of the school

22



administrator to promote their training process; mentoring novice teachers to prepare
them for the teaching profession; mentoring pre-service teachers, and mentoring
research assistants to support their development and adaptation to the academy.

In one of these studies, Kiling and Alparslan (2014) conducted a focus group
study to explore the necessity and effectiveness of mentoring programs in higher
education and the expectations of participating mentors and mentees. The study
participants involved university students and faculty members, and findings revealed
that the mentoring system is necessary for both the student and the university. It has
the potential to contribute to each stakeholder’s social and professional development.

In another study, Akcamete et al. (2010) examined the mentorship skills of
teachers who serve as mentor teachers to novice teachers. The Mentorship Skills
Evaluation Tool was applied to 202 teacher candidates to evaluate their mentor
teacher in communication, teaching-learning skills, and professional development.
The findings revealed that the mentoring skills differ at school levels. In the study of
Sezgin et al. (2014), the mentoring roles of school administrators were investigated
from the perceptions of school teachers and vice-principals. As research participants,
ten school teachers and ten vice-principals were interviewed. The study results
showed that both vice-principals and school teachers believed that mentoring is very
important in providing career, personal and social development.

On the other hand, Tiikeltiirk and Balc1 (2014) focused on the
institutionalization of mentoring practices in a university setting. The study
investigated the mentoring expectations of university students for masters and
doctorates, and the questionnaire that measures the benefits of mentoring programs
and characteristics of mentors was applied to 500 students. The findings revealed that

the assistance provided by the academic advisors could support the graduate and
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doctoral students in various aspects. In conclusion, the study results supported the
idea that the institutionalization of mentoring practices in universities and an efficient
implementation process can lead to positive effects. Another study about mentoring
in higher education was conducted by Giimiis and Gok (2016) revealed that
mentoring has an important place in the careers of research assistants. With the help
of experienced faculty members and their transfer of experience and knowledge
about the institution and academic profession, new faculty members can adapt
quickly to the academic community.

Besides these studies, there are no published mentoring studies about
university students who take mentoring from alumni in the higher education field in

Turkey.

2.7 Theoretical framework
A logic model (a logical framework or theory of change) is a model used by program
managers and evaluators to reveal what the program is trying to accomplish and how
(Weiss, 1997). The logic model has been used since the late 1960s. Nowadays, it is
more popular since there is a greater emphasis on communicating the program’s
results with others and measuring its success. Wholey (1987) stated that the basic
logic model includes three main components: program inputs, outputs, and outcomes.
The logic model provides the road map for the program by declaring the resources,
activities, and results of the program and can be used in program design,
implementation, and evaluation processes (Taylor-Powell & Henert, 2008).

In the basic logic model, program resources/inputs are what the program
invests in, such as organizational, financial, and human resources. The outputs

component includes the program activities and participation. The program activities
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are explained as what is done with the program inputs, such as conducting training,
workshops, and providing services; program participation describes who the program
reaches. The last component of the model, outcomes, shows the program’s impact,
such as knowledge, awareness, and learning gained in the program, behavior, and
practice change (McLaughlin & Jordan, 2010). The program impact can be measured
as short, medium, and long-term outcomes.

With the logic model, the program can be described as which resources are
transformed into certain processes to produce desired outcomes of the program. In
this study, the inputs/resources component of the logic model will be investigated as
an answer to the first research question: what are the resources of the university
alumni mentoring program are. The outputs component will be analyzed with the
second and third research questions- who participate in the program and what the
activities are; and the last component of the logic model, outcomes, will be outlined
with the fourth research question of the study: what the outcomes of the program for
participants are. Since the study is conducted right after the university alumni
program is completed, only the short-term effects are explored for this research study

in the context of the logic model.
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CHAPTER 3

METHODOLOGY

In this chapter, the methodology used to provide an analysis of the university alumni
mentoring program will be presented. The chapter will start with the nature of the
research (3.1), followed by a pilot study (3.2). Research participants (3.3),
instruments (3.4), data collection procedures (3.5), data analysis (3.6), ethical

considerations (3.7), and researchers’ reflexivity (3.8) will be explored, respectively.

3.1 Nature of the research

The qualitative single case study approach was applied to analyze the university
alumni mentoring program. When the characteristics of a qualitative study are
considered, the focus is on the process, and qualitative research wants to understand
how participants make meaning from their experiences (Patton, 2015). The other
characteristic of the qualitative design is a human instrument. While trying to
understand the phenomena under investigation, the researcher serves as a primary
instrument for data collection and analysis processes.

For this study, the focus is on the bounded-system, university alumni
mentoring program, and the study investigated the program processes and how
participating mentors and mentees interpret the program. According to Yin (2014),
“A case study is an empirical inquiry that investigates a contemporary phenomenon
(the “case *) within its real-life context, especially when the boundaries between
phenomenon and context may not be clearly evident” (p.16). At this point, using a
qualitative case study method that investigates the specific unit of study was

meaningful for this study.
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This study explores the four main main research questions to analyze the
university alumni mentoring program descriptively:
i.  What are the resources of the university alumni mentoring program?
ii.  Who participates in the program?
iii.  What are the activities of the program?

iv.  What are the outcomes of the program?

3.2 Pilot study

The pilot study was conducted with two alumni mentors and two student mentees in
September 2021. The pilot study aimed to learn the feasibility of interview questions
and if there is a need to improve interview protocol. Each participant asked 11
questions, and the interviews were recorded to review. The interviewing practices
showed that the interview took 30-45 minutes to complete. For this reason, the
amount of time needed for the interview process was changed from 45-60 minutes to
30- 45 minutes in the interview protocol.

With the results of the pilot study, the researcher realized that some
descriptive questions needed to be supported by sub-questions. For example,
question six on the mentor and mentee pilot protocols was “What are your
evaluations (thoughts, feelings, etc.) for the mentoring program?” This question was
supported by two sub-questions, “What were the strengths of this program?” and
“What were the areas for open improvement?” to address research questions.

Another modification was revising the wording in question seven on both the
mentor and mentee interview protocols. In the pilot study, participants were asked
about their experience in the mentoring program. The researcher used two probing

questions to deeply investigate their experience: “What were the challenging parts of
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your mentoring experience?” and “What were the rewarding parts of your mentoring
experience?”. In the second probing question, the rewarding term seemed to focus
too much on awards received during the mentoring program, which was not intended
to ask. Instead, the term effective was used, and the question was revised to “What

were the effective parts of your mentoring experience?”

3.3 Participants
The study involved 21 participants: one program director, ten student mentees and
ten alumni mentors. The demographic information of interviewees (students, alumni,
and a mentoring program director) is shown in following tables (Table 1 and Table
2). A pseudonym (a number) was used for each research participant to protect their
identity.
Participant profiles

According to Table 1, six female and four male students, ranging in age from
21 to 24, participated in the study. Student mentees’ grades changed between 2nd
grade to 4th grade, and their departments were various, education, arts and sciences,
administrative sciences, engineering, and applied disciplines. Eighty percent of the
participants are from the junior and senior years of the university who are preparing

to enter business life.

Table 1. Profiles of Interviewed Student Mentees

Pseudonyms Sex Age Grade Program

1 F 23 3rd Computer Education and Educational Technology
2 F 24 4th Mathematics

3 F 21 2nd Tourism Administration

4 M 24  4th Tourism Administration

5 M 22 2nd International Trade

6 F 23 3 Sociology

7 F 23 4th Computer Engineering

8 M 22 3d Psychology

9 F 23 4th Civil Engineering

10 M 22 3rd Molecular Biology and Genetics
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As shown in Table 2, five female, five male alumni mentor and one male
program administrator, ranging in age from 28 to 54, participated in the study. In
terms of educational backgroud, nine participants completed master’s degree
whereas two participants completed bachelors degree. The undergraduate program of
participants varied with education, engineering, administrative sciences, arts and

sciences, and applied disciplines.

Table 2. Profiles of Interviewed Alumni Mentor and Program Director

Pseudonyms Sex Age  Years Passed since  Undergraduate Educational
Graduation Program Background

11 M 31 5-10 years Mathematics and Science  Master’s Degree
Education

12 M 35 11-15 years Chemical Engineering Bachelor’s Degree

13 F 53 20+ years Economics Master’s Degree

14 F 28 5-10 years Mathematics Master’s Degree

15 M 37 11-15 years Chemical Engineering Master’s Degree

16 M 50 20+ years Mechanical Engineering  Master’s Degree

17 M 43 20+ years Management Master’s Degree

18 F 54 20+ years Management Information Bachelor’s Degree
System

19 F 40 16-20 years Philosophy Master’s Degree

20 F 39 11-15 years Western Languages and Master’s Degree

Literatures

21 M 38 11-15 years International Trade Master’s Degree

3.4 Instruments

In qualitative studies, data can be collected through different techniques such as
observations, documents, and interviews (Wolcott, 2005). According to the problem
and purpose of the study, interviews that are semi-structured and documents of the
program such as written records and reports used as data collection instruments.
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3.4.1 Interview protocol

Interview questions were designed following the research questions of the study for
three interview groups: program director, student mentees, and alumni mentors.
While the program director’s interview questions were prepared to understand the
program’s operational aspect, the interview protocols for student mentees and alumni
mentors were prepared to understand their experiences in the university alumni
mentoring program.

After developing interview protocols, the feedback related to interview
questions’ relevancy to study research questions, clarity, and answerability were
received from the thesis committee. Necessary changes were made, and the interview
protocols were put into final form.

The interview protocol for the program director included eight questions; in
the first question, participants’ demographic information about gender, age,
educational background, and highest educational level was collected. The program
director asked the following seven questions about mentoring program goals and
intended outcomes, program resources and outputs, and programs’ challenging and
effective parts (see Appendix D).

Interview protocols included eleven questions for student mentees and alumni
mentors. The first question directed toward the participants’ demographic
information such as gender, age, educational background, and the following ten
questions investigated the participants’ motivations and expectations, their
evaluations regarding the mentoring program, and the effect of the mentoring
relationship (see Appendix F for student mentees and Appendix H for alumni

mentors).
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3.4.2 Documents

Along with interviews, the online documents of the program, such as the program
web page, presentations, newsletters, and mentoring platform, were used as data
collection instruments. Prior to data collection, permission was obtained by the
alumni association to access documents. The documents were selected in accordance
with the first and third research questions of the study and used to investigate the

resources and activities of the university alumni mentoring program.

3.5 Data collection procedures

Whereas the population of the program included 280 mentees and 280 mentors, the
sample of this study involved a program director, ten student mentees, and ten
alumni mentors who completed the seven-month university alumni mentoring
program during the 2020- 2021 calendar years. Purposeful sampling (Chein, 1981)
was used while selecting research participants; there were two selection criteria for
choosing the study participants: completion of the seven-month mentoring program
process and having interaction between mentees and mentors at least six times. The
possible variation based on age, gender, and discipline is considered in addition to
these two criteria.

An email invitation explained the study and researcher and asked for
volunteer participants to attend the interview process sent by the program director to
student mentees and alumni mentors. As a result of this process, ten student mentees
and ten alumni mentors agreed to participate in the research study.

In-depth interviews were conducted online synchronously (in real-time)
through Zoom. Online meetings were scheduled according to the participants’

program and implemented between the date from September 2021 to October 2021.
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Before the interview process, each participant was provided with an informed
consent form (see Appendix B). The meetings lasted approximately 30 minutes to 45
minutes; the audio record was obtained with the consent of the participants. The data
collected from the interview groups was enhanced with the review of program

documents.

3.6 Data analysis

In the data analysis process, verbatim transcription of interview records was made.
Transcripts of 21 interviews were sent to participants for review and correction. After
participants’ approval, each interview group’s answers - program director, student
mentees, and alumni mentors- were analyzed.

In the analysis process, the researcher applied thematic analysis where similar
statements and concepts were examined, and the emergent themes were identified
with phrases and patterns of words (Braun & Clarke, 2012). These phrases are
defined as codes, “a word or short phrase that symbolically assigns a summative,
salient, essence-capturing, and/or evocative attribute for a portion of language-based
or visual data” (Saldafa, 2013, p. 3).

A step-by-step analysis was applied to interpret the data. Firstly, the
researcher read the data and then wrote the codes line-by-line. With the review of the
coding process, the researcher sorted these codes into meaningful and manageable
segments to identify the primary themes and subthemes of the study. Finally, themes
and subthemes were used to make sense of the data and answer to research questions
of the study.

Documents of the study were analyzed as supporting data sources to

interview data. The content analysis method was applied, which was explained as
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“an unobtrusive technique that allows researchers to analyze relatively unstructured
data in view of the meanings, symbolic qualities, and expressive contents they have,
and of the communicative roles they play in the lives of the data’s sources”
(Krippendorff, 2013, p. 49). The researcher developed a system for coding and
categorizing the data and used them to explain the research questions.

While collecting, analyzing, and interpreting the study findings, credibility is
the crucial concern of researchers. For quantitative and qualitative studies, ensuring
reliability and validity differs in nature. According to Firestone (1987), “the
quantitative study must convince the reader that procedures have been followed
faithfully because the very little concrete description of what anyone does is
provided. The qualitative study provides the reader with a depiction in enough detail
to show that the author’s conclusion "makes sense’” (p. 19).

In a qualitative study, there are several strategies to promote the study’s
credibility, such as triangulation, member checks, researcher reflexivity and
sufficient engagement in data collection (Shenton, 2004). This study applied
triangulation, member checks, and the researcher’s position strategy. For
triangulation, which Denzin (1970) explained as “the combination of methodologies
in the study of the same phenomenon,” (p. 291), documents and interviews were
obtained to provide multiple data sources. For member checks, when the
transcriptions of interview records were completed, the copy of texts was sent to the
participants to check for accuracy (Maxwell, 2013). Lastly, the researcher reflected
on her position in the study to explain how her perspective, assumptions, and
potential biases can influence the implementation and interpretation of the study

(Probst & Berenson, 2014).
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3.7 Ethical considerations

In this study, ethical considerations are taken into account. Firstly, the ethical
approval was received from the Institutional Review Board to enlighten the research
procedures are suitable with ethical issues. (Appendix A). In addition to Ethical
Approval, permission was obtained to access information of program participants
and documents from the alumni association of the selected university. The names of
the university and alumni association were removed from the research for protecting
human subjects throughout the study. A pseudonym (a number) was used for each
research participant to keep interviewees’ identities confidential.

Before data collection, the consent of research participants was obtained with
informed consent forms. The purpose of the study and the rights of the participants
were explained in detail. All research data obtained during the study was stored on
the researcher’s personal computer in a password-protected folder and deleted after

completing the thesis study.

3.8 Researcher’s reflexivity

The researcher’s role in this thesis project was shaped by her educational and career
experiences. The researcher is a master’s student in Educational Sciences
Department and worked as a learning specialist in the university alumni mentoring
program. With the researcher’s background, it is essential to be aware of the issues of
insider/outsider and researcher positionality (Probst & Berenson, 2014). The other
important point to consider is that the researcher will serve as the main instrument
for both data collection and analysis processes. Being an insider status of what is
being studied can affect the access to research participants and the flow of the

research process; the researcher may influence what participants will share.
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When investigating the project, the researcher should be careful about the
ethical considerations of the study and be objective regarding the program
components and processes. In this study, interviews were used as a data collection
instrument; protecting the privacy of participants and analyzing the data without
personal bias is the responsibility of the researcher. Qualitative research provides a
dialectical process that may affect both researcher and participants (Pillow, 2003); at
that point, the researcher must think about how to deal with personal interests and

feelings and own the effects of conducting the study ethically.
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CHAPTER 4

FINDINGS

In this chapter, the findings from the study will be presented in relation to each
research question. This qualitative case study focused on the university alumni
mentoring program, implemented by the alumni association of one of the state
universities in Turkey. With the analysis of interview questions and program
documents, four main themes emerged: (1) program resources; (2) program
participants; (3) program activities; and (4) program outcomes.

In the light of the research questions, each subtheme is grouped into themes.
The first theme, Program Resources, involves three subthemes: human, financial, and
organizational resources. Under the Program Participants theme, two subthemes,
selection and matching and participants’ motivations and expectations, were
investigated. The third theme, Program Activities, described program activities, and
participants’ thoughts and evaluations regarding program services. The last theme,
Program Outcomes, includes the subthemes of the experiences of participants and the
mentoring effect. Table 3 describes the themes and subthemes of the study. The

narrations of participants in Turkish are presented in Appendix J.

Table 3. The Subthemes Under the Themes

Themes Subthemes

Program Resources | - Human resources

- Financial resources

- Organizational resources
Program Participants | - Selection and matching

- Motivations and expectations
Program Activities - Activities

- Strengths

- Areas open for improvement
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4.1 Program resources
The resources of the program were investigated in regard to the first research
question of the study: What are the resources of the alumni student mentoring
program? The data collected through interview with the program director and
documents revealed three subthemes: (1) human resources (2) financial resources
and (3) organizational resources.
Human resources
Human resources is at the program’s core, and the program team included
five people: the general secretary of the association, program director, learning
designer, learning specialist, and student affairs professional. While the learning
specialist of the program was dedicated to the program full-time, the other four
people in the team devoted some of their time. The program director (40) gave
information about the program team as follows:
There were five people in the team managing the program, but not everyone
was 100% dedicated to it. We had one program manager; this was full-time.
The learning designer and | supported it from the outside, and we contributed
20% throughout the program. We had our general secretary, who spent maybe
5% of his time in the program, and then there was student affairs professional.
She probably allocated 10-15% of her time during the whole program. In
other words, although there are five people in total, we can think that just two
people dedicated to the program are working full time. (Interviewee 21,
Appendix J,1)
In addition to the program staff, the steering committee that involved six alumni
guided the program team with their counselling. Regular committee meetings were
implemented during the seven-month program to ensure that the program outputs and
outcomes were delivered effectively. The program director (40) explained the
steering committee’s purpose as follows:
Six of us were on the Steering Committee, but not everyone was very active.
The committee’s purpose was to position it more like a Board of Directors,

gather people who have ideas on this subject, and get support from them; to
take guidance on the issues we were not aware of and guide us about whether
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we use the right resources in our work. We met every two weeks at the
beginning of the program; then, it turned into once a month. (Interviewee 21,
Appendix J, 2)
Another human resource for the program was the mentee committee composed of
five volunteer students. This community reflected the ideas, interests, and concerns
of the student mentees in the program and worked for the development of the
program. The program director (40) explained the mentee community’s activities and
their support of the program:
A community of mentees was established, which is that students, as mentees,
know their own lives, take responsibility, and contribute to the development
of this community to make it more sustainable. They noticed the points we
missed. The primary purpose of the mentee community is to go through a
design as we do. What does the mentee community do? How does it work?
What does it focus on? And how does it come up with innovative ideas? They
spent about six weeks, then they spent time to realize these, and they came up
with a few creative ideas, including the idea of organizing an event at the
Clubhouse. They did so on their own initiative. Besides, we invited our high-
level graduates to our monthly fireside meetings; they shared their
experiences. Mentee community hosted them and provided support.
(Interviewee 21, Appendix J, 3)
Volunteer alumni were another human resource for the program. There were four
competency training sessions provided by the alumni who are experts in their field.
In addition to trainers, alumni took part in the program as facilitators at different
workshops. To sum up, the program’s human resources involved the program team,
steering committee, volunteer students, and alumni.
Financial resources
The program director (40) explained that the program had very limited
financial resources. Still, in terms of resource usage, they didn’t need to use that
many resources because most of the activities were online:
We had officially only allocated a budget for the learning specialist. Apart

from that, we did not need to give a lot of budgets since most of the activities
we did were online. (Interviewee 21, Appendix J, 4)

38



In terms of financial income, business partnerships and sponsors were the primary
financial resources. The program included sponsored events such as Fireside Chats,
where experts in businesses come together with students, and interview simulations
where companies provide interview practices for students. The program director (40)
expressed these incomes as follows:

We had two different incomes regarding financial resources; the first was that

we received a fee from a company for the speakers who came to the Fireside

Chat. The second was the interview simulations of specific companies, and

we earned a small income there. (Interviewee 21, Appendix J, 5)

In summary, the program’s financial resources involved sponsors and partnerships.
Organizational resources

As organizational resources, design workshop results, training
materials, certificates, online resources such as mentoring platforms, and ongoing
evaluations were examined.

In the design process of the mentoring program, the program team organized
design workshops in which students, alumni, mentor-graduates, university
professors, and human resources experts participated in separate groups. In these
workshops, the expectations of different stakeholders about the ideal mentoring
program were inquired. The program director (40) explained these workshops as
follows:

If we count information as a resource, we gain the following in the design

workshops. At first, we interviewed 16-18 companies; we also interviewed

individuals. Here, we gained insights into what is happening in the market,
people’s expectations, and what Human Resources employees especially feel
about students. It was our most significant source of information at the

beginning of the program; it guided the program. So, it helped us design a

good program. (Interviewee 21, Appendix J, 6)

In the light of the design workshop results, the program goal is presented as

preparing students for the future with the help of mentoring, competence

development, and networking. The mentoring program provided training materials in
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the following competencies: Resilience, Empathy, Agility, and Critical Thinking. At
the end of each training session, online badges were awarded to the participants who
completed the training program successfully.
Since the program was designed as an e-mentoring program, a platform called
“Mentorink” was introduced for mentors and mentees to meet online. Apart from the
platform, online tools such as Google Suits, Miro, and Zoom were used throughout
the program. The program director (40) explained the program’s online tools as
follows:
Our most significant resource was Mentorink, they enabled us to use the
platform there for free, so we used it. Of course, there were tools such as
Miro and Zoom that we also used online. (Interviewee 21, Appendix J, 7)
Another organizational resource of the program was evaluations. Evaluation
questionnaires were sent at the beginning and at the end of the program. Student
mentees had a chance to evaluate themselves on the four competencies that the
program focused on. The program director (40) emphasized the ongoing evaluations
throughout the program:
We constantly made measurements throughout the program about how many
participants gave feedback, completed tasks, and how many of them left the
program or were not satisfied with their mentor/mentee. We also looked at
how many students filled out the evaluation questionnaires we sent at the
beginning and at the end of the program, and how things had changed. We
have seen it there. (Interviewee 21, Appendix J, 8)
4.2 Program participants
The program participants were investigated in regard to the second research question
of the study: Who participates in the program? The program participants will be
presented based on the data collected through interviews with the program director,

student mentees, and alumni mentors. The findings will be examined under the two

subthemes: (1) Selection and matching; and (2) Motivations and expectations.
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4.2.1 Selection and matching

The fourth question of the interview protocol for the program director aimed to
understand the program’s selection and matching process: “Who participates in the
program?” and “How are mentees/mentors selected and matched?”

The mentoring program applications were open to all students at the
university and targeted undergraduates, graduates, and newly graduated students.
The program announcement was made through e-mail lists and social media
platforms such as Facebook, Twitter, and Instagram of the professional accounts of
the alumni association. Student mentees were selected based on the application form
and video, where they asked about their special interests and hobbies, internship
experiences, and motivations for the program. At the end of the application process,
there were 290 application forms, but 280 students were accepted to the program; ten
students were not selected since they did not upload the application videos. For
alumni mentor selection, the applications were open to alumni with at least five years
of work experience. The application forms were requested where mentors asked
about their interests, career paths, and motivations. 280 alumni mentors were
selected out of 510 applications to match student mentees.

The program team paired mentors and mentees according to their common
interests, graduation from similar programs, and alignment between the mentee’s
desired career path and the mentor’s current working field. With the completion of
the matching process, student mentees and alumni mentors were e-mailed to visit the
mentoring platform to learn their matching. The platform asked to set the date of the

first mentoring meeting within one month. Thus, the mentoring relationship started.
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4.2.2 Motivations and expectations
To understand the participants in detail, they were asked about their motivations and
expectations. The second and third questions of the interview protocol aimed to
understand the motivations and expectations of mentees and mentors: “What were
your motivations in applying to the mentoring program?” and “What were your
expectations from the mentoring program before it started?”
Motivations of mentees
Mentee findings revealed that students’ motivations to apply for the program
were mostly career-oriented. Eight out of ten mentees stated that they applied to the
mentoring program to get career guidance and advice, set career goals, and share
career experience.
One female student mentee (23) stated that her primary motivation was to get
guidance regarding her career:
In fact, | wanted to get an opinion while getting guidance with my career, and
| wanted this opinion to be more objective, more external, and experienced.
Directing my career was my motivation. (Interviewee 6, Appendix J, 9)
One male student mentee (24) expressed that he wanted to clear the questions in his
mind:
Since | will be a fresh graduate, | had some questions in my mind, and |
thought it would be helpful for me to share this with someone more
experienced. As | entered my new business life, | felt that | could meet
someone who could be a pioneer and give me some advice. (Interviewee 4,
Appendix J, 10)
Five student mentees stated that their previous mentoring experiences were
beneficial for them; for this reason, they wanted to apply to the program again and
take mentorship. One male student mentee (22) stated that his previous mentoring

experience helped him to discover what he wanted regarding his career:

I had been in the mentoring program before; I benefitted a lot when | joined
the program in my first year. Because in the first year, | did not decide what
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direction | wanted to go in my future profession. Psychology has different
fields, and I had another desire at that time. | was matched with a mentor in
this direction, but at the end of our time together, | realized that was not the
field I wanted. My mentor had a significant role in this because he introduced
me to people from the field and shared his opinions and experiences. | found
out what | wanted more and what might suit me better at the end of this
mentoring. | wanted to participate in the program again in the 3rd grade
because | saw it as very useful. (Interviewee 8, Appendix J, 11)

One female student mentee (24) stated that her previous mentoring relationship had a
transformational effect on her life:

I heard about the mentoring program from a friend for the first time in my
first year, and then it immediately caught my attention. | have been a regular,
active mentee since the 2nd grade. | can say that this mentee-mentor
relationship has contributed the most to my life because when I look back,
when | was in the 2nd/3rd grade, | was very confused. After all, I am in the
Maths Department. | did not make a decision to advance academically. |
wanted to do something in the private sector perhaps, but at that time, of
course, my thoughts were very scattered because | had little experience. At
the very beginning, | put my thoughts in order in these relationships; some
points enlightened me during our conversations about what | wanted. Our
mentors were also very experienced people, working in very good companies.
Their own experiences and the questions they asked brought a lot of clarity
for me. It has been very valuable for me to transform into someone who
knows oneself more after each year. (Interviewee 2, Appendix J, 12)

Apart from career guidance and previous mentoring experience, three students stated
that they applied to the program with the motivation of meeting with new people.
One female student mentee (23) stated that she learned something from each person
she met:
| applied to mentoring programs in the previous three years and met different
people. With some, my character was very compatible; with others, I did not
fit at all, but I learned something from all of them, so I believe it is a program
that has improved me. | applied to meet new people and benefit from their
diverse experiences. (Interviewee 7, Appendix J, 13)
One male student mentee (22) expressed that he had difficulty in socializing,
especially during the pandemic period, and meeting with new people was his primary

motivation:

My motivation was the people I would be within the program. It was
important that it was only open to students at our university. | considered not
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being able to meet people and spend time in the pandemic period as a
significant deficiency. My motivation was that my friends from other
departments were in the program and that the graduates would give speeches.
(Interviewee 5, Appendix J, 14)
In summary, students’ motivations for applying to the program included career
guidance, beneficial previous mentoring experiences, and meeting new people.
Expectations of mentees

When students were asked about their expectations from the mentoring
program, seven students expressed expectations related to their mentoring
relationship, four mentees expressed their expectations related to the program
activities. On the other hand, one student said she had no expectations.

In terms of the mentoring relationship, students’ expectations heavily
concentrated on matching with a mentor in line with their desired career path; and
having good connection and communication where they ask the questions in their
mind without hesitation.

One male student mentee (24) stated that he expected to have a mentor from the
same department:

My mentor had graduated from my department, and | needed such a mentor

because | had specific questions for her. My mentor is a sincere person whom

I can call whenever | want and ask questions. If | want to talk about

something in the future, I can consult her. There was a lot of intimacy and

friendship involved after a while. (Interviewee 4, Appendix J, 15)

One female student mentee (21) said that she expected to have a mentoring
relationship where she could trust, get guidance and advice from the mentor:

I was looking for sincerity and finding answers to the questions that came to

my mind without hesitation. I think | found both in my mentoring journey.

Whatever was on my mind, | was able to ask her. (Interviewee 3, Appendix J,

16)

One male student mentee (22) said that he expected to have a productive mentoring

relationship:
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I wanted to establish a productive and good relationship with my mentor.
Without this, even if he is a very professional person, the relationship cannot
progress well, so it was vital for me to have someone with whom 1 could
communicate well. (Interviewee 8, Appendix J, 17)

In summary, all seven students who had expectations related to mentoring
relationships stated that their expectations were met in the program.

In addition to the mentoring-specific expectations, four students expressed
that they have some expectations related to the program activities. One female
student mentee (23) stated that she expected personal growth, and her expectations
were met during the program:

The program provided some training and activities; for example, there were

chats with people working in different departments. These were good events

for me. 1 aimed to participate in them and improve myself. (Interviewee 1,

Appendix J, 18)

Three student mentees expressed their expectations related to the Design Thinking
program and stated that their expectations weren’t met. One male student mentee
(22) expressed his experience as follows:

At the beginning of the program, it was mentioned that there would be case

studies, different activities, and even a more advanced program that would

include 40 successful people after completing this program. Neither these
case studies nor this extra program | mentioned took place. | would like it to
happen. At this point, we can say that my expectations were not met.

(Interviewee 10, Appendix J, 19)

There was only one female student mentee (24) who said that although she didn’t
come with any expectations, she had a good experience:

Mentoring process is based on volunteerism; | can say that I did not even

come with an expectation. Knowing even a person at the very beginning

excites me very much because 1 think, for example, where else could | meet
such a person, how could I establish such a close relationship? I can call
whenever | want, and ask something. | think it’s impossible without this

program. Since everyone came on this occasion, we had such an opportunity,
and it was very nice to experience it. (Interviewee 2, Appendix J, 20)
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Motivations of mentors

Findings revealed that alumni mentors applied to the program with various
motivations. These include helping and supporting students by sharing their
experiences, giving back to the university, communicating with young people, and
keeping up with the new generations.
Six interviewees indicated their motivation for the program was to share their past
experiences and support students. Three mentors stated that they had difficulty
during their university years and after graduation, and sharing these challenging
processes with accuracy can help students. One female alumni mentor (28) expressed
her motivation as follows:

When | was a student, | did not know I could be included in such a mentoring
program, and | went through a complicated process for five years. Even one
year, was not in a very good mood, waiting for only one lesson, without
taking any other classes. Besides, we were a good department, but I’m talking
about the university’s image in my eyes: some things need to be done to
survive. While studying, I did not get to asksomething knowingly and
trustingly. 1 thought maybe it would be nice for people who do this without
affirming things to meet with students. | felt that | was a person who spoke
the truth or did not jump from the beginning to the conclusion very quickly.
Apart from affirmations such as what I studied, the department was very
easy, and | did an excellent job. I could transfer the whole process to a
student with accuracy; | applied with this motivation. (Interviewee 14,
Appendix J, 21)

One of the female alumni mentors (39) expressed that after graduation, she had
experienced hard times, and her motivation to apply to the program was to share
these times with students and to help them to realize their potential:

| wanted this to give morale to the students and save them from pessimism.
When | went to job interviews after completing my bachelor's degree in
Western Languages and Literature, the doors were closed to me; I fell into
despair. At that time, the department we were studying was creating a much
more significant barrier in front of us; being a graduate of the Department of
Language and Literature was a huge problem in 2003. | went through a lot of
trouble. Today, this is not a very difficult situation anymore. The
competencies, skills, and potentials of people are much more critical.
However, | have an observation that when I look at students, students who are
still studying in departments such as History, Literature, and Philosophy have
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the attitude and belief that their departments will create a barrier for them.
They underestimate their potential. | joined this program to tell them about
the paths | went through to explain to them that studying in these departments
Is not a barrier in front of them and that it has excellent advantages. My main
motivation is to enable students not to underestimate themselves, realize their
potential, and provide hope for them. (Interviewee 20, Appendix J, 22)

One male alumni mentor (43) indicated that he didn’t have the opportunity to have a
mentor during his university years, and he had difficulty building his career. His
primary motivation was to provide this opportunity for current university students:

I was looking for a channel that could provide an opportunity that | did not
have when | entered university, at least for the graduates of this term, so |
applied for the mentoring program. | was born and raised in a small city,
where | had my primary, secondary and high school education. When | went
to the big city for university, | saw that most of my classmates were actually
from big cities; they were the children of people with certain careers. They
received some feedback from their family or the close circle of their family in
terms of mentoring and coaching. I did not have such an opportunity. | tried
to build my career with a bit of groping. This situation, of course, causes
certain costs and errors. As a young person in your early 20s, your knowledge
and experience in certain subjects are limited. Therefore, seeing the problems
| experienced at that time, | wanted to apply for such a mentoring program so
that new generations would not experience this. (Interviewee 17, Appendix J,
23)

Two mentors emphasized that their motivation was not giving students advice but

helping them create their paths. One male alumni mentor (50) expressed his

motivation as follows:
The person who wants to receive mentoring expects me to guide based on my
own experiences; this is very clear. But | motivated myself not to make the
following mistake: | can guide people, but I will not do this by giving advice;
I will help them see their path. Sometimes, this road may be covered with
vines, branches, or something like a jungle; let him make way for him/herself
there and follow that path, create something other than learned methods
because people are always taught something. (Interviewee 16, Appendix J,
24)

In addition to supporting and helping students, some mentors applied to the program

with the motivations of contributing to university, catching up with the new

generation and communicating with young people.
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One male alumni mentor (31) stated that mentoring program was a chance for giving
back to the university:
I am a person who loves school very much; | continued to love it both when |
was a student and after my education was over. You want to give back to the
college as a price for that love, and there are specific points where you can do
that. First, you can support the university financially. | don’t think | can do
that right now, as | am not at that level yet. The second one can be moral
support from different platforms. On the other hand, I could give back to the
university by supporting the students who have not graduated yet. My
primary motivation was to give back to school and add something.
(Interviewee 11, Appendix J, 25)
One of the male alumni mentors (37) expressed that the main motivation for
mentoring program was to learn about the new generation:
It’s been 14 years since | graduated; generations change every ten years, and
even this duration is now reduced to five years. My first motivation was to
catch up with the new generation and learn their expectations, wishes, and
desires. (Interviewee 15, Appendix J, 26)
One female alumni mentor (54) stated that she has been mentoring for many years,
and mentoring has become a habit for her:
I have been taking part in the mentoring program since 2012; it has become a
habit for me to be with a student every year and spend 7-8 months with them.
I have seen that | am competent in mentoring, in terms of communication
with students and helping them with some of their problems. It was an
important motivation for me. (Interviewee 18, Appendix J, 27)
Expectations of mentors
Interview findings showed that six mentors applied for the mentoring
program with different expectations such as mentor-mentor networking, reverse
mentoring, and connection with the alumni association, four mentors didn’t have
specific expectations from the program.
Three mentors stated that they have an expectation of networking between program
mentors but their expectations weren’t met. One male alumni mentor (43) said that:
| expected more contact with the mentors in the same mentoring program, but

we couldn’t provide that much. I could only participate in one program. Of
course, there may be specific reasons for this. I expected that maybe meetings
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could be done once a month by coming together and a networking
opportunity with the other mentors in the program would be obtained.
(Interviewee 17, Appendix J, 28)

One female alumni mentor (28) expressed the expectation of a mentor community
where mentors provided reverse mentoring to each other:

While working at my previous company, | was in the reverse mentoring
program. We were doing reverse mentoring with a person much more
experienced than me. | expected the opportunity to meet a mentor group with
which | could find these opportunities in the future. (Interviewee 14,
Appendix J, 29)

One male alumni mentor (31) stated that he expected to meet with the alumni
association and create a feeling of belongingness to the community, but his
expectation weren’t met:

I thought there might be contact between mentors to a certain extent or an
opportunity to meet with the Alumni Association. Even though | attended
some events, there were events mostly where | was in the listener mode and
with wider participation, so | did not have much connection. (Interviewee 11,
Appendix J, 30)

Two mentors expressed that although they didn’t have any specific expectations,
theythought that this mentoring could turn into a learning journey. One male alumni
mentor (50) expressed his experience as follows:

To be honest, I didn’t have any specific expectations, but I felt that my
journey with those young people would be very educational for me. So, |
thought it was not just to teach the mentee, but maybe it could be a process
where | could learn something from him, which excited me. (Interviewee 16,
Appendix J, 31)

One female alumni mentor (40) said that although she didn’t have specific
expectations, the mentoring program exceeded her expectations:

I didn’t have any particular expectations from the program. Although I didn’t
have an expectation, the program itself went beyond any | might have had.
The program was well structured. A lot of effort has gone into everything
from communication to the design of everything inside, from the tool itself to
the videos that come, to the points that can be a guide inside, etc. | liked the
program. It went beyond my expectations. | wouldn’t expect more, although 1
didn’t have any expectations. (Interviewee 19, Appendix J, 32)
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4.3 Program activities

The activities of the program were investigated in regard to the third research
question of the study: What are the activities of the program? The program activities
will be presented in light of the data collected through program documents and
interviews under the two categories: (1) activities for mentees, and (2) activities for
mentors.

As a program document, a program Kick-off meeting presentation that
describes the program goal, timeline, and activities were investigated. In the
presentation, the mentoring program goal presented to prepare students for the future
with the help of mentoring, competence development, and networking. The seven-
month program timeline showed that the program included two main components:
working with a mentor and mentee working groups. Apart from two main
components, activities such as fireside chats, case study, hackathon, and Design
Thinking program were promised.

The program director (40) explained that while the two main activities and fireside
chats were implemented successfully during the program, the Design Thinking
program couldn’t be performed:

Our goal when designing the program was to achieve the best we could, but

we do not always achieve these goals. In our initial conversations, we heard

from companies that Design Thinking is important, and we thought it would
be beneficial to see students participating in such a program. However, since
we will also work with partners in the program we created, many companies
found the program budget high or did not find the timing correct. Some of

them said this program could conflict with their programs because they were

making similar ones, so we could not do this. (Interviewee 21, Appendix J,
33)
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4.3.1 Activities for mentees

The fifth question of the interview protocol for mentees and mentors aimed to
understand participants’ thoughts about the mentoring activities: What do you think
about the mentoring program activities?

When the thoughts of student mentees regarding the activities were considered, their
answers concentrated on three program activities: Fireside Chats, Mentee Working
Groups, and Mentee Community.

Fireside Chats

During the mentoring program, four Fireside Chat activities were held online
via Zoom where experts were invited to meet with students to share their failure
stories about program competencies. In one-hour meetings, mentees had a chance to
listen and ask their questions.

For Fireside Chats, student mentees expressed different thoughts. Five
mentees stated that these activities were valuable, whereas one mentee said they were
generally pleasant but sometimes not attractive. On the other hand, two out of ten
mentees stated that they didn’t attend the Fireside Chats because the content of the
activities was not appealing.

One female student mentee (23) evaluated the Fireside Chats as successful in terms
of content and duration:

I think the events are successful. They can even be increased. | like that

people from different departments were invited, and the duration of the event

was ideal. | think people would get bored if it were longer. One-hour periods
were nice, and we could be actively involved by asking questions.

(Interviewee 1, Appendix J, 34)

Another female student mentee (24) stated that Fireside Chats were valuable because

they facilitated the culture of sharing and experience:

Some activities related to our personal development were implemented. For
example, during Fireside Chats, a mentor or graduate was invited, and
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questions were prepared. There were conversations on various subjects, such
as resilience and empathy themes. Those conversations were precious
because we could ask questions and get advice without a filter. (Interviewee
2, Appendix J, 35)
One male student mentee (22) expressed that although he evaluated Fireside Chats as
enjoyable in general, he indicated that sometimes the flow of the speech was focused
on personal development too much:
Fireside Chats were good events, so it was enjoyable to come and listen to a
speaker’s experiences. On the other hand, I think the conversations shifted to
too much personal development at some points. That’s why | have concluded
that sometimes there is nothing that interests me in the flow of the subject.
(Interviewee 10, Appendix J, 36)
One male student mentee (24) stated that the Fireside Chat concept didn’t attract
him:
There were Fireside Chats that | never attended. A person in charge of the
area spoke. 1 didn’t participate in it because it didn’t interest me. | didn’t
know what questions to ask, and | couldn’t get the concept right in my head.
(Interviewee 4, Appendix J, 37)

Mentee working groups

During the mentoring program, student mentees provided training materials
in four competencies: Resilience, Empathy, Agility, and Critical Thinking. Every
month, the program team uploaded new training materials to the platform. The
training content involved 4-5 short videos, and a total of 25-30 minute longvideos
were recorded by the trainers.

At the beginning of the program, mentees were divided into groups of three,
and worked together throughout the program. After each training material, specific
tasks related to the competency of the month were given to student mentees to
complete with their working groups.

Regarding training and mentee working groups, while four mentees expressed

positive experience, one mentee said that the mentee group lost its effectiveness over
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time. On the other hand, two mentees indicated that their mentee working group
experience was ineffective from the beginning.
One female student mentee (23) expressed satisfaction with training and mentee
working groups:
I was satisfied with the online training of the program and our work in the
group, and I just did them literally. I think the group’s discussion part was
very productive because we don’t talk to people much about these topics that
we find basic in daily life; it was nice to delve deeper into them from a
philosophical point of view. | think it is both relaxing and beneficial for our
personal development. (Interviewee 7, Appendix J, 38)
Another male student mentee (22) stated that the mentee working group was
beneficial for observing different perspectives:
I think it was very good that the mentoring program was removed from the
mentor-mentee relationship and integrated competency training into the
program. The content was also good; we watched the videos and discussed
these issues as a group with other mentees, and seeing that we all looked at it
from different angles was beneficial for me. (Interviewee 8, Appendix J, 39)
One female student mentee (23) indicated that their mentee working group worked
effectively at the beginnig but then it lost its effectiveness:
It was a good thing that the mentee group was formed. | can say that we were
doing more work in the mentee group initially. Our rate of fulfilling tasks
decreased a little towards the end; maybe because everyone’s final intensity
or course intensity increased, | don’t know. (Interviewee 6, Appendix J, 40)
One female student mentee (23) expressed that they never met with mentee group
members:
We had to meet in groups of three, and we had tasks to complete with them,
but in that group of three, we could not coordinate. We had to complete a
task, but we could not determine a suitable time, the date passed, and we
could not meet. (Interviewee 9, Appendix J, 41)
The program director (40) expressed that the program could not reach the desired
completion rate in the working groups:
The working groups were not successful enough; we could not reach the

desired number. The number of students that completed the tasks was around
20%. 60 people out of 280 mentees completed all the stages and were entitled
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to receive a certificate. This number is below our expectations. (Interviewee
21, Appendix J, 42)

Mentee community
Along with the program, student mentees formed a mentee community to reflect the
student mentees’ ideas, interests, and concerns in the program. Three female mentees
stated that they took part in the core team of the mentee community, and their
experience was valuable. One of them (24) explained her experience as follows:
I took part in the mentee community in the program; after a while, | couldn’t
continue due to my work life. The special team there was precious and we
still keep in touch. Making this communication sustainable is valuable for the
program, as we work together with some of my friends here, and our

communication continues in different dimensions. That’s why | feel it’s a
great added value. (Interviewee 2, Appendix J, 43)

4.3.1.1 Strengths & areas open for improvement
The sixth question of the interview protocol for mentees aimed to understand
participants’ evaluations of the mentoring activities: What are your evaluations
(thoughts, feelings, etc.) for the mentoring program? Participants’ evaluations were
analyzed under two categories, strengths and areas for open improvement.
Strengths
When student mentees were asked about the strengths of the mentoring
program, findings revealed that program continuity, program team, communication
and follow-up, mentoring platform, and networking opportunity were the strengths.
One female student mentee (23) indicated that program maintained the continuity
and there was no disconnection:
The strength is the continuity of the program; there was no break in it. After a
while, no one left the program. There were trio meeting groups among the
mentees; we constantly met at certain times. Program activities were also

repeated at certain times, and the program continued until the end.
(Interviewee 1, Appendix J, 44)
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One male student mentee (24) reported that the program team was accessible

throughout the program:

One of its strengths was that the team was always there; | was going in and
out of events, some | couldn’t attend, but | knew the team was always there.
So if I wanted to ask something, | knew there was someone | would get an
answer from. The e-mail address shared for communication was also checked
frequently. At that point, | had no questions left in the air. (Interviewee 4,
Appendix J, 45)

One female student mentee (23) stated that following the program on the mentoring
platform ensured the progress of mentoring meetings:
I had very little contact with my mentors last year. We had met with one of
them twice and with the other three times, but we have been in constant
contact with my mentor this year. Following the program on the Mentorink

platform and having tasks was the strengthened side of the program.
(Interviewee 9, Appendix J, 46)

One female student mentee (24) stated that the program provided networking
opportunity:
Seven months is a long time; there was much more to be said and done, but
theory and practice do not always match one hundred percent in real life. But
when | look back, we aimed to share experience and communication, and |
think we succeeded. | met many mentees and mentors this term; | know that |

can get an answer whenever | ask something. In that sense, I think the
program was strong. (Interviewee 2, Appendix J, 47)

Areas for open improvement
When student mentees were asked about the areas of improvement, findings
heavily concentrated on networking with other mentors, promoting of the program,
and providing more activities and rematching opportunities.
One male student mentee (22) reported that he wanted to network with other
mentors:
It would be nice if we had the chance to meet with other mentors, to meet
with a few mentors rather than one mentor, with graduates from other fields.

There could be diversity in the selection of mentors. (Interviewee 5,
Appendix J, 48)
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One female student mentee (21) indicated that the program promotion was missing

and could be improved:
The program was not announced to the school much; it could have been
announced more widely. For example, people can go to a club event more
often through social media. In our program, only posts were made through
Linkedin. Maybe it could be done much more on Instagram because it is a
platform that students use more intensely. (Interviewee 3, Appendix J, 49)

One female student mentee (23) reported that providing more activities could

strengthen the connection:
I think communication in the program was good in general; there was a very
nice welcome event at the beginning. There could be events in the style of
warm-ups in between, like asking how we are doing and whether we are
satisfied. We could have said, “We’re coming together separately from the
mentors,” and we could talk about what we expect and how we are;
accordingly, feedback could be given to the mentors. If there were events in
which we saw the whole team like at the beginning, we could have connected
to the team more. (Interviewee 6, Appendix J, 50)

Another female student mentee (23) in the program reported the lack of harmony in

her mentoring relationship and indicated the necessity of a rematching opportunity:
This year, our energies did not quite match with my mentor. In the mentoring

program, maybe after the first or second meeting, the mentors and mentees
can be asked if they want a match again. (Interviewee 7, Appendix J, 51)

4.3.2 Activities for mentors
When the thoughts of alumni mentors regarding the activities were considered, while
four mentors expressed positive reviews, one mentor reported negative experiences
regarding the program activity. Three mentors couldn’t share their opinions because
they didn’t attend the activities.

During the mentoring program, alumni mentors provided the same training
content as student mentees. The program team uploaded competence-specific
training videos through the mentoring platform. In addition to that, the question and

answer meetings were held between mentors for Empathy and Resilience
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competency. In these one-hour online meetings, mentors met with the expert trainer
and had a chance to discuss the topics in detail.
One male alumni mentor (50) commented on the training content regarding
competencies as follows:
There were pieces of training given in the form of very short pills, voiced by
the experts on the subject for the mentors. Actually, I don’t call them training;
let me say better awareness sessions than training; they were very valuable.
(Interviewee 16, Appendix J, 52)
Another significant component of the mentoring program was Mentor As a Coach
training. In this training, with the guidance of one trainer and four facilitators,
mentors discussed the differences and similarities between mentoring and coaching
and the approaches to mentoring. This training, which was organized to take two
days at the weekend, was repeated twice. Training attendance was not mandatory; as
a result of the open call to training, 50 mentors out of 280 participated voluntarily.
Four interviewed alumni mentors indicated that they attended this training
and found it helpful. One of the male alumni mentors (43) expressed his pleasure
with the coaching training and recommended providing training for every mentor:
There were some pieces of training in the messages received; there were
some materials; | had the opportunity to look at them, so | took the time to do
it. We worked on coaching on a Saturday-Sunday; it was a very busy
program. It had taken half of the two days of the weekend; I was particularly
pleased with that event. | think it would be very beneficial to provide a half-
day mentoring training to all mentors, as in coaching. (Interviewee 17,
Appendix J, 53)
One female alumni mentor (40) said that she found an opportunity for networking in
program activities:
There were some activities for us, for example, there was training on
coaching. There were things that primarily trained us about some additional
competencies. We developed our mentoring muscle; what is and isn’t
mentoring? There were a lot of meetings like this; other than that, there were
also competency-based meetings. | met very valuable people in general in all

of them; I was very pleased. By the way, I didn’t have such an expectation,
but it was a good networking opportunity. I think it was a good event that
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brought together graduates and the program team, in that sense. (Interviewee
19, Appendix J, 54)

On the other hand, one female mentor (53) indicated that she attended one activity

but had difficulty there, so she evaluated this online activity as ineffective:
| attended an online event; we did group work together on Zoom. It was
difficult being on Zoom, being able to participate in the event. However, it
would be different if it was in a social environment, where we share
something, but I couldn’t feel it in Zoom. There was an artificiality that | felt;
it didn’t seem very efficient. (Interviewee 13, Appendix J, 55)

Three mentors out of ten expressed that they didn’t attend the activities because of

personal reasons such as having busy work schedules, being an experienced mentor,

and having a profession related to mentoring.

One female alumni mentor (39) expressed that she didn’t attend the activities

because she would not learn anything new:
I did not attend any of the events this year, but there is a very personal reason
why | did not participate. Because of my job, I did not think I would hear any
information other than these, as | was constantly listening to and exposed to
training such as leadership, coaching, and emotional awareness. If it wasn’t
my job, I would join. (Interviewee 20, Appendix J, 56)

Another female alumni mentor (54) indicated that her reason for not attending the

activities was her extensive mentoring experience; she also expressed that the

activities can be helpful for new mentors:
I did not attend training on mentors because | did not feel the need for myself
as | have been doing this job for nine years. Of course, the beginner mentors
wanted such things very much; I’m sure it was helpful for them. (Interviewee
18, Appendix J, 57)

Two mentors stated that they had a chance to attend some activities. Whereas some

activities were evaluated as satisfying and enjoyable, there were also activities whose

contents were not attractive. One male mentor (31) indicated his opinion as follows:
| attended the first mentoring meeting, and | encountered a few other events.
It was good, but as | said, there was a little time difference, and it was a busy

period for me so | couldn’t attend all of them. Not all of them appealed to me;
maybe it could have been better. (Interviewee 11, Appendix J, 58)
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4.3.2.1 Strengths & areas open for improvement
The sixth question of the interview protocol for mentors aimed to understand
participants’ evaluations about the mentoring activities: What are your evaluations
(thoughts, feelings, etc.) for the mentoring program? Participants’ evaluations were
analyzed under two categories, strengths and areas for open improvement.
Strengths
When alumni mentors were asked about the strengths of the mentoring
program, findings revealed selection and matching, program design and
communication strategy, mentoring platform, and providing competency training as
program strengths.
One male alumni mentor (43) stated that the program carried out strong selection and
matching process:
The strength of the program was correct matchings. I think I could really give
the mentorship that my mentee expected, so this was achieved with accurate
matchmaking. Someone evaluated the form | filled out; it was not subjected
to an automatic process. (Interviewee 17, Appendix J, 59)
One male alumni mentor (31) evaluated the program design as strength of the
program:
The duration of the program, monthly meetings, and a single application were
its strengths, in my opinion. If it had been more frequent, it would have been
difficult for me to continue. (Interviewee 11, Appendix J, 60)
One female alumni mentor (53) stated that the program has effective communication
strategy:
The program had a very regular and appropriate communication structure; the
messages and notifications you received were in a good routine. Some things
can sometimes suffocate and sometimes make you forget; the tempo and
timing of the program were good, the contents were inclusive, and it made
you feel like you were in a group. (Interviewee 13, Appendix J, 61)

One female alumni mentor (40) indicated that the program is integrated with

technology:
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| found it very successful in terms of technology; it was a program that could
be integrated into the present. It was also nice to offer a platform where
everything can be done together. The program didn’t say go and talk with
zoom, or on the phone, or meet face to face we were free on how we wanted
to do it. I think it was very valuable that the platform was provided; I still
have many notes about my mentee that | can check when I go

there. (Interviewee 19, Appendix J, 62)

One male alumni mentor (43) indicated that the competencies were well-chosen:

I think the main competencies in the program were determined quite well,
and laying the foundation of the program was one of its strengths. For
example, 1 also benefited from the contents of these meetings in the
mentorships | made at the company; there was no foreignness. We are really
looking for these competencies in business life, and if these students are
preparing for professional and academic life, I think the competencies
determined are very accurate. (Interviewee 17, Appendix J, 63)

Areas open for improvement

When alumni mentors were asked about the areas of improvement, findings revealed

that the feedback system, the educational content, the timing, and the certification

system are areas open for improvement.

One male alumni mentor (31) stated that the feedback system could be improved:
There was a very simple feedback system on the application, you just rate it,
and the other side sees it directly. If | give a low score, the mentee may see
this and not come to the following meeting. (Interviewee 11, Appendix J, 64)

One female alumni mentor (53) indicated that the engagement of students needs to be

improved with more attractive content:

I could not scan all of the content, but presenting such competency-based
content in writing can be insufficient. I know that especially my mentee did
not participate much. Could the contents have been designed better and made
a little more attractive? How could participation be encouraged? These are
some questions. (Interviewee 13, Appendix J, 65)

One female alumni mentor (54) emphasized the identification of students’ training

needs:

The four educational contents in the program was good, but these are not the
only needs of children. For example, self-confidence is the first problem of

mentees, or they need training in time management. The child cannot get up
in the morning, and he/she cannot reach here and there. You know, there are
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such little things that they need more, of course, those competencies are also
important, but there are some problems they experience in their daily lives,
the contents maybe a little more directed towards them. (Interviewee 18,
Appendix J, 66)
One male alumni mentor (37) reported that they were some delays in the uploading
process of training materials:
The content for competencies could have been shared a little earlier; the
program could have started in a more prepared fashion. We lagged a little
behind; we broke away from the content; we had to do it ourselves.
(Interviewee 15, Appendix J, 67)
One female alumni mentor (28) reported that there was nothing to show as proof of
program attendance:
There was no certification to indicate that | attended the mentoring program,
or if a friend had asked me about the program, | would not have been able to
give very clear answers. | had not seen previous mentoring programs either; |
saw it by coincidence via e-mail this year. | don’t know how I can announce
the program, but it is very important for me to share it on LinkedIn because I

communicate with many alumni friends there. (Interviewee 14, Appendix J,
68)

4.4 Program outcomes

The program’s outcomes were investigated regarding the fourth research question of
the study: (4) What are the outcomes of the program? The program outcomes will be
presented based on the data collected through interviews with student mentees,
alumni mentors, and the program director. The findings will be examined under two

categories: (1) the experiences of participants and (2) the effect of mentoring.

4.4.1 The experiences of participants

The seventh question of the interview protocol aimed to understand participants’

experiences: “How has your experience in the mentoring program been like?”
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Participants’ experiences were analyzed under two headings: challenging and

effective parts.

Challenging parts for mentees
Three student mentees expressed that they did not experience any challenge

during the mentoring process. In contrast, seven student mentees reported various

challenges such as coordination of mentee working group meetings, compliance with

program activities’ schedule, and low participation.

One of the female student mentees (24) stated that although she couldn’t participate

in all of the activities, she didn’t feel bad about this:
Honestly, I didn’t have any difficulty. Many events were held in the program,
and | could not attend all of them. | wish I could participate, but I couldn’t
because of life dynamics. In the program, everything was done for us, and
we were treated with a lot of compassion, and | didn’t feel bad for not being
able to attend an event. My feelings about the program are always positive,
and | want to participate in this program every year; | have such motivation
right now. (Interviewee 2, Appendix J, 69)

Four out of ten student mentees stated that they had difficulty in mentee working

group meetings. One male student mentee (22) expressed that he had some

difficulties due to the reluctance of other two friends in his mentee working groups:
It was definitely mentee working groups. One of my friends almost didn’t
want to participate in the meetings; he said yes when | said let’s meet. He
came to the sessions without reading the contents; we were rereading them
there. The other person was also a very depressed person, so | was the one
who determined the energy of the conversations in general. It was
challenging for me to set the meeting date, gather that energy, meet on
common ground, and keep the group together. (Interviewee 10, Appendix J,
70)

Another male student mentee (22) expressed his challenge as follows:
It was challenging to arrange the process of getting together with my group
mates. We couldn’t meet properly; our schedule didn’t fit. Then we met, but

it was like a conversation; there was no system. (Interviewee 5, Appendix J,
71)
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Three student mentees expressed problems related to the timing and attending the
activities. One of these mentees (24) described his experience as follows:
There were too many half-hour and one-hour events, and it was not easy to fit
them into my schedule. A one-hour event may not take time, but since the
time was planned without asking me, | was studying and doing an internship;
It was a problem to merge them. (Interviewee 4, Appendix J, 72)
Another female student mentee (23) said that in addition to complying with program
activity schedule, she had a difficulty in the following activities:
I couldn’t follow the events. While my schedule conflicted with some of
them, there were activities that | couldn’t attend because I didn’t quite
understand what to do. | had a little difficulty in that respect; | couldn’t keep
up with the schedule, which was a problem. (Interviewee 6, Appendix J, 73)
Two student mentees said that the low participation in program activities
demotivated them. One of the female student mentees (21) expressed her challenge
as follows:
The low participation in some programs was demotivating for me. The
speakers were very valuable people, but the participants turned off their
cameras. This person spent time coming here, and the cameras are off; | think
it’s not nice. | would like to feel the synergy there. (Interviewee 3, Appendix
J, 74)
Effective parts for mentees
When student mentees were asked about the effective parts of their mentoring
experience, their findings heavily concentrated on matching and mentoring
relationships, meeting with new people, and the sense of community. In addition to
these, the program’s comfortable and warm environment and certification were
reported as effective parts.
Eight out of ten mentees expressed that the matching and mentoring relationship was
the most effective part of the program. One male student mentee (22) stated that he

spent a very productive period with his mentor and developed networking:

The program was very productive for me because my mentor was a person
who could answer many of the questions I could ask, that is, a person who
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had these experiences before. | am still taking steps for my career and making
education plans according to his advice. At the same time, he introduced me
to other people he knew from the field, and | had the opportunity to ask them
questions. | had both a small-scale network and an answer to my questions,
which was very effective. (Interviewee 8, Appendix J, 75)

Another female student mentee (23) evaluated her matching as a great chance:
My mentor was really good. Some of my friends had interned with my
mentor before, and she was a person | really wanted to meet. It was an
excellent chance for me to be matched with her, and | think our relationship
will continue in the future. (Interviewee 9, Appendix J, 76)
Two male student mentees expressed that they felt part of a community. One of them
(24) indicated his experience as follows:
The nice thing about the program was that people attended the program.
Events ran smoothly; everyone tried to keep up. There were people who felt
like me, looking for answers to their questions and using this program to
improve themselves. There was a community, and | felt like we were all
doing the same thing in that community. (Interviewee 4, Appendix J, 77)
Two student mentees stated that program activities provided environments for
meeting new people. One male student mentee (22) indicated that thanks to the
program, he had a chance to socialize even during the pandemic period when it was
difficult to meet new people:
It was nice to share things with friends and reason together. Especially in the
online period, you cannot meet anyone; there is no interactive environment in
the lessons. At Zoom events, we had the opportunity to at least chat by
breaking into rooms; I learned something from each person; I think this part
was effective. (Interviewee 5, Appendix J, 78)
Two female student mentees expressed that the program provided an intimate and
comfortable environment. One of them (23) stated that she felt taken care of by the
program:
I generally enjoyed being taken care of by the program. It was a very
thoughtful and on track program, open to development. Everyone in the

program was very open to feedback; I felt comfortable in the program.
(Interviewee 7, Appendix J, 79)
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One female student mentee (23) said that the certification was an effective part of her
mentoring experience:
After completing each task given to us as a group, a badge was given; I
immediately added them all to my LinkedIn profile. At the end of the
program, a certificate of successful completion was given; I think these were
good things. (Interviewee 1, Appendix J, 80)
Challenging parts for mentors
Whereas three out of ten alumni mentors stated that nothing challenged them
during the mentoring process, the rest of the mentors reported challenges such as
time allocation, inability to meet face-to-face due to the pandemic and negative
memories. In addition to these, communication and observing the generational
change were also reported as challenging parts.
Two out of ten alumni mentors expressed difficulty following the program activities
because of their busy schedules and the inability to meet face-to-face. One male
alumni mentor (35) stated his challenge as follows:
Emails kept coming; I left them unread to read them later and share them
with my mentee. Then | couldn’t read that email; a week passed; I said |
couldn’t do this and deleted it from my to-do list. Apart from that, the
program did not have any extra difficulties, except that it was during the
pandemic period, and we could not meet face to face. (Interviewee 12,
Appendix J, 81)
One female alumni mentor (28) expressed that remembering the previous
experiences was challenging for her:
While listening to the other person, it was challenging to think about the
difficulties I had in the past and still be smiling. There were times when | felt
lonely and had a hard time at the beginning of my university life; the program
reminded me of these memories. At that point, after closing the meeting, my
thoughts were a bit challenging for me. (Interviewee 14, Appendix J, 82)
Three mentors reported communication challenges caused by different reasons, such
as generational gap, the mentee characteristics and special situations. One male

alumni mentor (37) expressed the effect of generational differences in

communication:
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I had some difficulties in the first meetings, after all, there is a generation
gap, almost 15 years. At first, there were situations where we observed each
other, the other party’s expectations, what subjects interested him, and
whether the advice | would give him would suit him or not. Until we got to
know each other, these may not have been perceived by me in some cases or
what | said may not have been perceived by him, but later on, as we got to
know each other, it got a little better. (Interviewee 15, Appendix J, 83)
Another female alumni mentor (54) said that she had difficulty when her mentee

communicated a psychological situation that she could not help with:
A mentee had a special situation; for example, I had difficulty talking about
that situation. Of course, there are the mentees that | referred to the
Psychological Counseling Center about such things that | could not solve. |
told them I couldn’t solve their problem; that they had to go there, get some
guidance, and decide what to do next. (Interviewee 18, Appendix J, 84)
One male alumni mentor (43) stated that he had a chance to observe how the social
structure changed with time, and it was challenging:
Of course, in more than 20 years, a lot has changed in Turkey. Our university
is still a place that receives the best students and prepares them for life by
providing very high-quality education. Still, unfortunately, Turkey can no
longer provide the same opportunities as in our time. In our time, graduating
from our university was a much more valuable thing, but not now. The
general political conjuncture, the general approach to reading and science
caused this situation. | felt that | had some difficulties when | realized it
perceptibly. (Interviewee 17, Appendix J, 85)
Effective parts for mentors
When mentors were asked about the effective parts of their mentoring
experience, their findings showed that online mentoring, connectedness, guidance,
and matching, structured transfer of experience, and the nourishing environment
were the effective parts.
Three out of ten alumni mentors stated that the pandemic period and online program
made things easier in terms of time allocation and provided opportunity for the
involvement of mentors living abroad. One female alumni mentor (39) indicated that

face-to-face meetings create difficulties in terms of time, and this situation has been

resolved with the online program:
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No part challenged me; it became easier with the pandemic. Even though |
left work late, I used to go to a place once or twice a month to meet face to
face. We sat with my mentee; we had dinner. | spent time after work fatigued,
and that was the biggest challenge, but it was solved. (Interviewee 20,
Appendix J, 86)

One of the male alumni mentors (37) said that the pandemic provided more free time

to be able to provide mentoring:

I am quite the traveler. One of my motivations for entering the program was
that I could spare more time during the pandemic. As far as | know, the
Alumni Association had a mentoring program before, but I thought that |
couldn’t attend because | couldn’t spare much time. At first, | had concerns
that what we started would be interrupted when the pandemic was over. It
was not a problem because we met on weekends when we were always at
home due to the pandemic. (Interviewee 15, Appendix J, 87)

One male alumni mentor (31) expressed that he felt connected to the university in his

mentoring experience:

The positive experience for me was to have a conversation with someone
from the same university, from the same department, from a different
generation. | feel like I continue to be in close contact with the university
somehow. (Interviewee 11, Appendix J, 88)

One female alumni mentor (53) stated that her first formal mentoring experience was
supported by the program; and program provided a suitable matching:

I did formal mentoring for the first time; there was content on the platform
that guided me. I think there was enough support at that point. The program
matched me with a mentee from the Economics Department; this made me
feel comfortable establishing relationships; it was easier. (Interviewee 13,
Appendix J, 89)

One male alumni mentor (43) said that he found a chance to transfer his expertise in

a structured way:

| felt a very different relief after each session. It was the first time 1’d given
my experience to someone in a structured way, fragmented and divided into
sessions because my previous mentoring experiences were not structured.
Someone comes to you individually, you tell a few things, and | mean, how
much you can convey, maybe one-tenth of what you want to share. | think |
said all of what | thought a friend of his age could understand, so at least |
conveyed all the topics. (Interviewee 17, Appendix J, 90)
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One female alumni mentor (40) stated that the program offered a nourishing and

comfortable environment:

I met many sweet people in the program. The people were very constructive,
positive, smiling, and the environment was a very nourishing and comfortable
environment where you could put yourself out. Therefore, it is necessary to
give credit to the trainers and each person in the program; they were also
people who opened this field to make people feel comfortable. (Interviewee
19, Appendix J, 91)

Challenging parts for program director
When the program director was asked about the challenging parts of the

program, he indicated creating financial resources, establishing methods, and

maintaining interaction as challenging parts. The program director (38) stated that
the most challenging aspect is financial resources:
The biggest challenge we encountered and tried to solve in the program was
creating financial resources for the program. We put much effort into this;
being able to create it would have relieved us at many points. (Interviewee
21, Appendix J, 92)

Apart from creating financial resources, there were other operational challenges:
We did this program for the first time, and there were great uncertainties; we
constantly experimented. Each work had different challenges; establishing a
method and following upon them, for instance, were challenging. Also,
maintaining and increasing interaction were the other challenges we faced.
(Interviewee 21, Appendix J, 93)

Effective parts for program director
When the program director was asked about the effective parts of his program

experience, he expressed feeling satisfied, taking positive feedback, impacting

students, and creating a network as effective parts.

The program director (38) expressed his satisfaction with the completion of the

program and positive feedback from different stakeholders:

The greatest satisfaction for me is to be able to complete something we have

planned. I really think that we have created a world-class and an exemplary
program. We got a lot of feedback for improvement from mentors and
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mentees, but we also got feedback that we created a really good program.
(Interviewee 21, Appendix J, 94)

In addition, observing the effect of the mentoring program on students and creating
networks were reported as effective parts:
When | met with the students individually, | realized how the program
affected them. They also participated in many activities voluntarily and made
us feel that they were valuable. | also created a network because | met many

people, and | had the opportunity to introduce myself, contributing to my
career. (Interviewee 21, Appendix J, 95)

4.4.2 The effect of mentoring

The eighth question of the interview protocol aimed to understand the effect of
mentoring on participants’ life: “How has the mentoring relationship affected your

life?”

4.4.2.1 The effect of mentoring on mentees
Mentee findings revealed that mentoring relationships have various effects on their
lives, such as feeling strong and comfortable, deciding career paths and preparing
more effectively, self-awareness, improved resilience skills, knowledge, and
perspective.
Feeling strong and comfortable
Six out of ten student mentees stated that having someone to ask questions
made them feel strong and comfortable. One female student mentee (23) expressed
her feelings as follows:
My mentor knew everyone, had a very good network, and had a good answer
to every question | had. That’s why this relationship made me feel very
strong. (Interviewee 9, Appendix J, 96)

Another male student mentee (22) indicated that he doesn’t feel alone when making

important decisions:
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At least when | want to make an important decision, | don’t feel alone in
making that decision for a very long time because I know I can consult my
mentor whenever | want. (Interviewee 10, Appendix J, 97)

One female student mentee (23) stated mentoring conversations made her calmer:

I firmly believe that my mentoring relationship has benefited me. | realized
that he graduated before me, he had undergone similar processes and
experienced similar difficulties. Ah, so the process was like this; there were
points where | calmed myself as if it could be so challenging for everyone.
My mentor calmed me down by saying, “Okay, you can do it; you are already
doing many things.” (Interviewee 6, Appendix J, 98)

Deciding on career path
Four mentees stated that mentoring relationships support them in clearing
confusion in their minds and setting their career goals. One female student mentee
(24) expressed that mentoring enlightened her career journey:
Especially when | was younger, it enlightened my path a lot. People get very
confused; you don’t know what to do. Yes, we all have potential, but how do
we use it correctly? Where exactly should | start my career journey? What
should 1 do? Those conversations we had gradually accumulated, and made

sense. They came together like pieces of a puzzle. (Interviewee 2, Appendix
J, 99)

One male student mentee (22) indicated that his mentoring relationship helped him
decide his career journey and prepare more effectively:
| participated in this program in the 3rd grade, and before the program, | was
very confused. I had a lot of questions in my mind, such as what exactly do |
want? Am I suitable for the profession | want? What steps should | take if |
am suitable? Who should I communicate with? What should I study? After
the mentoring program, it all became very clear; it was very useful for my
decision-making process. (Interviewee 8, Appendix J, 100)
Self-awareness
Four mentees expressed that mentoring relationships contributed to their
personal growth by helping them to know themselves. One female student mentee
(23) stated that thanks to mentoring, she discovered her strengths and weaknesses:
It helped me a lot to discover my strengths and my weaknesses. It is the same

in terms of communication as well as professionally. (Interviewee 7,
Appendix J, 101)
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Another male student mentee (22) expressed that mentoring conversations provide an

opportunity for self-reflection:

By talking with my mentor about the things | have made, | have observed
what I have been doing, what | have done this month, what | have done for
the future, how important the things I have been doing are, and how much
free time | have spent, | had the opportunity to see them all. (Interviewee 10,
Appendix J, 102)

Improved resilience skill
Two student mentees stated that their mentors helped them manage stressful
and challenging situations. One female student mentee (21) stated that her mentor
was very supportive and helped her to manage stressful processes better:
I applied for an internship at a good company, and the process went badly. In
other words, it didn’t go like 1 wanted; my mentor helped me manage the
process better, to the point of not treating myself badly, not saying that I’'m
unsuccessful, I couldn’t succeed, and | can’t succeed in the future. It was so
nice to feel that someone was next to me, behind me. An experienced person,
ten years older than you, is entirely focused on you. She says you can do it; |

had such an experience too. At that point, I think it was a significant value,
very supportive. (Interviewee 3, Appendix J, 103)

Knowledge and perspective
Three student mentees said that their mentors provided them with different
perspectives and knowledge. One of these student mentees (24) stated that the
mentoring relationship provided him with different perspectives and gained career-
related learning:
| can say that it added a different perspective. | was working at a start-up,
sharing my experiences with my mentor. She said that maybe it would be
better to start in the corporate at first because once you start, you can easily
switch to the start-up again. If you spend a lot of time in the start-up, it may
be difficult to adapt to the corporate again; you can try the corporate; this was
useful for me. (Interviewee 4, Appendix J, 104)
Future mentoring

The ninth and tenth questions of the interview protocol, “Would you like to

be a mentor in the future?” and “Would you suggest the mentoring program to
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another student?”” were asked to understand the student mentee’s opinions about

future mentoring. All student mentees interviewed stated that they would like to be a

mentor in the future for various reasons such as being beneficial to people and

society, being in solidarity with the university, and giving back by transferring the
experience and knowledge.

One of these student mentees (22) stated that being a mentor is one of his dreams:

I would love to. It is one of my dreams; I love to talk to people and help them
very much. If I come to such a point, I will participate in this program.
Because in this process, students can be very confused; they do not know
whom to talk to and what to ask. A person who will shed light on that period
really feels like medicine, and 1 would love to be in the same position, to be
able to help someone by holding their hand. At the same time, being able to
do this within the university is also important for me in terms of maintaining
the university’s place in my life, so | want this very much. (Interviewee 8,
Appendix J, 105)

One male student mentee (22) stated that being beneficial to others is one of his main

motivations:

One of my motivations in my life is to show people the power of belief and
effort. To be beneficial to society and people at all times, shed a little light.
Life is empty if I am not going to be helpful to anyone. (Interviewee 5,
Appendix J, 106)

Another male student mentee (22) said that mentoring belongs to his characteristics:
Of course, | say yes to this question very clearly because it’s something that |
thought belonged to my character when | was in high school and maybe even
in junior high school. I tend to give back more and more of what | get, so
after gaining work experience for a certain time, 1 don’t want to keep it to
myself. | try to convey it to as many people as I can, so I definitely want to be
a mentor in later times. (Interviewee 10, Appendix J, 107)

In addition, when student mentees were asked whether they would recommend the

mentoring program to friends, all students stated they had a positive experience in

the program. They would recommend the program to other students. One of these
student mentees (23) said that she acts like a promoter of the program:

I always suggest it; | seem to be the promoter of this program. I tell all my
close friends, and I can’t believe it when | see people who have not heard of
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the program. It is a very good program that everyone should participate in; I
recommend it to my roommate and all my friends who did not participate.
(Interviewee 9, Appendix J, 108)

One female student mentee (21) stated that she recommended mentoring, especially
to the disconnected friends during the pandemic:

I have already recommended it to many people. Some people are so
disconnected because of the online education period; how can | say it? They
got disconnected from school and classes. Sometimes some say, “What am |
going to do now? | want to start again.” | humbly said | think you should
apply for a mentoring program; a mentor is very good, and it feels very good.
At least it is not like a trip to an unknown island. There is a certain route; the
surroundings are not very foggy, and we are not going towards the unknown.
(Interviewee 3, Appendix J, 109)

Another female student mentee (23) indicated that mentoring is a program that
everyone should benefit from:
Yes, actually, I am currently recommending it to my friends. There are still
those who do not know about the program, and I tell them. It is beneficial in
any case; even if the matching is wrong, it is also possible to change it. Apart
from this, it is mentoring for volunteer purposes; nobody expects a profit. It
provides a nice network; I think it is a program that should definitely be
benefited from. (Interviewee 1, Appendix J, 110)
One male student mentee (22) indicated that he would recommend the program to the
people who don’t know about the program:
Of course, | recommended it to many of my friends when the program first
started. Many people around me don’t know about the program. I think it’s
because they don’t check school emails. | am a person who checks school
emails, and | learned that there is such a program for the first time as a result

of the school mail, so I will be recommending it to everyone who is not aware
of the program. (Interviewee 10, Appendix J, 111)

4.4.2.2 The effect of mentoring on mentors
Mentors’ findings revealed that mentoring relationships have various effects on their
lives, such as the feeling of pleasure and satisfaction, catching up with the new

generations, improved communication in personal and professional life, the
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opportunity for self-discovery and reflection, and transfer of knowledge to the
business.
The feeling of pleasure and satisfaction
The feeling of pleasure and satisfaction was the most expressed effect of the
mentoring relationship. Seven out of ten mentors stated that they felt happy and
satisfied by touching the life of mentees.
One of the male alumni mentors (31) expressed that the mentoring relationship gave
him emotional satisfaction:
I don’t know if it directly impacted my own life. | liked the thought of
guiding someone, knowing that she could at least handle certain issues more
comfortably in certain areas. Touching a person’s life gives emotional
satisfaction in that sense. (Interviewee 11, Appendix J, 112)
One female alumni mentor (53) indicated that she felt happy and satisfied in her
mentoring journey:
I enjoyed it, and | was happy. I think 1 will continue my dialogue with my
mentee. It was a nice gain; it was fun to be with young people. They give you
a reason to be dynamic. It was also delightful to question things together and
meet new inquiring minds. There is the beauty of having done something that
has been on my mind for a long time; | would like to do it again. (Interviewee
13, Appendix J, 113)
Another female alumni mentor (40) stated the mentoring relationship made her

happy:

| feel that | am satisfied; contributing to someone gave me satisfaction, but if
I think about who I was and who I turned into, I guess I cannot say anything

clearly. Still, I realized that contributing to someone is something that feeds

me, grows, and makes me happy. (Interviewee 19, Appendix J, 114)

Catching up with the new generation

Five mentors reported that they had a chance to understand what the new
generation was going through and fill the generational gap thanks to the mentoring.

One of the male alumni mentors (50) indicated his experience as follows:
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In my working life, I had mostly worked with people of my generation,
especially when | came to the management team; there was always a distance,
so young people come to the company, but you are not in direct contact with
them. You cannot see their expectations, desires, dreams, or lifestyles. It is
not possible to have a one-on-one conversation. This mentoring relationship
has made me realize how time has changed and where the social structure has
evolved. (Interviewee 16, Appendix J, 115)

Another male alumni mentor (43) stated that he gained awareness and filled the
generational gap:

I always wanted to give guidance and direction to young friends; | always felt
responsible for this. However, as generations come between, your bond starts
to break. So you can no longer understand what those new generations are
going through and what priorities they have. For example, you can easily give
tips to a newly graduated friend who came with a career of 4-5 years in 2005-
2006; he is only 4-5 years younger than you. But when there is a difference of
21-22 years, gaps begin to form; it was good for me to fill the gaps. | gained a
different awareness. (Interviewee 17, Appendix J, 116)

Improved communication

Five alumni mentors said that the mentoring relationship improved their
communication in business and social life. One female alumni mentor (28) expressed
that mentoring helped her to ask more quality questions and relieve her tension in
business life:

I ask many questions, but it made me think, should I ask every question?
Since | work on a project basis and manage a team, | have to motivate and
lead the team constantly. Maybe all team leaders are mentors at some point,
encouraging them by asking questions. When 1 started asking questions about
the goals and life issues of someone younger than me, | touched on much
more niche areas and realized the quality of the questions. At this point, it
changed the quality of the questions I would ask in any discussion or in the
sense of managing any community. In terms of calmness and stability, I
thought I should always have a stable meeting with a positive mood for one
hour, no matter what the subject is. And this does not coincide at all with
meetings where the tension in business life is very variable and the dynamics
are very different; perhaps this may have relieved the stress in my life a little.
(Interviewee 14, Appendix J, 117)

One male alumni mentor (37) saidthat mentoring helped him to develop dialogues

more effectively with young generations:
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In my business life, we hire new friends, people of the same age as my
mentee friend. During the interviews, it had a significant positive effect on
making them comfortable and closer and finding the right questions more
appropriate. We have our project students in the company, and it has been
very useful in the meetings and dialogues with them. Since they are about the
same age, it helped me understand what kind of expectations they had.
(Interviewee 15, Appendix J, 118)

Another female alumni mentor (54) stated that mentoring is a part of her personal
and professional life and contributes to human relations:
My first mentees are my children; | started with them first. Frankly, 1 would
have a hard time if you told me to stop mentoring, and because | reinforced it
with the company, it is both in my job and the training mentoring we do. It
certainly contributes to human relations. It significantly helped me direct my
children in their career and school choices. (Interviewee 18, Appendix J, 119)
Opportunity for self-discovery and reflection
One male alumni mentor (35) said that the mentoring relationship provided
him with an opportunity for self-discovery and reflection:
It is not necessary to be white-collar. It is not required to have a master’s
degree and become an academician. You can also design t-shirts and travel
abroad; talking about these is an opportunity for me to explore and think.

What would it be without the mentoring program? A difficult one, most likely
not to be answered. (Interviewee 12, Appendix J, 120)

Transfer of knowledge to business
One female alumni mentor (39) stated that her experience in mentoring helps

her in business life:
I am very glad that I participated in the program. There is a coincidence or a
collective attitude in the business world and companies, mentoring programs
started simultaneously, and I receive requests regarding these. When a job
request comes, | also benefit from my experience here; it also helps my
career. (Interviewee 20, Appendix J, 121)

Future mentoring

All alumni mentors interviewed saidd that they would like to be mentors in

the future program for several reasons, such as contributing to the university and
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supporting students, being in solidarity with the university, sharing experiences, and
meeting new people.
One of the male alumni mentors (31) indicated that he had a positive mentoring
experience this year and wants to contribute to other students too:
The thought of wanting to see the developments | see in my mentee in other
mentees can be the reason why | want to continue. If it was a failed
experience, | might not want to continue. | might see it as a waste of time
because finding time is not always so easy. (Interviewee 11, Appendix J, 122)
One female alumni mentor (40) emphasized that mentoring is valuable for her in
different perspectives:
| definitely would. Firstly, It is very pleasant to touch someone’s life and
leave a mark. Secondly, it is a process that | have learned as well. Thirdly, it
is an important thing for me because | feel solidarity with my school; it keeps
some values alive for me, so it is valuable in that sense. (Interviewee 19,
Appendix J, 123)
Another male alumni mentor (37) indicated that he would like to continue mentoring
if he can make a time commitment:
In terms of my job responsibilities, especially if the pandemic disappears, and
if | see the opportunity to create time in the following process, | want to
continue in the future. (Interviewee 15, Appendix J, 124)
In addition to future mentoring, whereas five alumni mentors stated that they would
recommend the program to other alumni, five alumni indicated that they would
recommend it to the people who would be a good fit rather than every alumni.
One male alumni mentor (50) said that the people who are ready to listen and
understand students should attend the program:
Let me be very clear: people who put themselves and their egos at the center
of their lives should not come. Let people come who listen to the other person
and are ready to understand their needs. That is why | recommend such
graduates to join; they create added value, and others should stay away.
(Interviewee 16, Appendix J, 125)

Another female alumni mentor (39) stated that mentoring is not suitable for

everyone:
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I recommend it, but | do not recommend it to every graduate. If the purpose
of coming to the program is to give hope and empowerment to the student,
then yes, | recommend it. So far, | have not recommended anyone because |
think this is not something that can be done with recommendation and
persuasion. | think that those who want to give mentoring and give their heart
will volunteer themselves. (Interviewee 20, Appendix J, 126)

One female alumni mentor (54) said that she recommended mentoring to many
graduates, but there is a need for training for first-time mentors:
I recommend it to most people, but they have great drawbacks. People do not
know what to do because they haven’t done it before. Maybe a different

training can be given to new ones, something more inclusive, to encourage
them on what to do and how to progress. (Interviewee 18, Appendix J, 127)
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CHAPTER 5

DISCUSSION

The purpose of this study was to explore the university alumni mentoring program
implemented by the alumni association of one of the state universities in Turkey.
Data were collected through a qualitative research approach with program documents
and interviews with one program director, ten student mentees, and ten alumni
mentors. The logic model guided emergent themes from the data analysis. In this
chapter, the study findings will be discussed in relation to the theoretical framework
of the study. Implications for the research findings and conclusion will be explored.

Limitations and recommendations for further research and practice will be presented.

5.1 Discussion and implications
In this part, the study findings will be discussed under four headings: (1) program
resources; (2) program participants; (3) program activities; and (4) program

outcomes.

5.1.1 Program Resources

This study utilized a logic model to provide a descriptive analysis of the university
alumni mentoring program. Frechtling (2007) explains the input component of the
logic model framework as the program’s human, financial, and organizational
resources. The interview with the program director revealed that the program’s
human resources are the program team, steering committee, volunteer students, and
alumni. While university students and alumni served the program with their

knowledge and experience, the program provided a space for volunteering and
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development opportunities. Ross-Gordon and Dowling (1995) emphasized the
importance of volunteering as a learning source for adult learners. At this point, the
mentoring program served as a site for learning opportunities.

According to Cunnigham (1993), there is a positive and safe environment at
the core of each successful mentoring project. The program participants reported that
the program was open to improvement and created spaces where individuals could
brainstorm together and be encouraged to share their ideas for the program’s
progress, resulting in feeling a sense of belongingness to the special community. The
program team played a significant role in fostering this environment by providing
regular communication and an intimate atmosphere where participants felt
comfortable. The findings of this study support the study of Sherman et al. (2000),
where qualified program staff is emphasized as a necessity in effective mentoring
programs.

Another critical point to consider is financial resources. The program director
indicated that the program has limited resources, and the biggest challenge for the
team was the management of these resources. These findings are not surprising when
the financing trends in higher education in the world and Turkey are considered.
According to Kurt and Giimiis (2015), funding issues are among the most critical
challenges higher education institutions face. The resources transferred to
universities are insufficient to meet the increasing needs for higher education,
resulting in concerns about allocating financial resources and sustainable systems
(Tremblay et al., 2012). Some planned activities, such as the Design Thinking
Program, couldn’t be performed due to lack of financial resources, which left some
participants disappointed. Similarly, Ensher and Murphy (2005) argued that

mentoring programs should analyze and allocate resources carefully to fulfill
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program objectives and meet participants’ expectations; otherwise, this situation can
lead to disappointment and dissatisfaction.

As organizational inputs, the program utilized design workshops, an online
mentoring platform, training materials, certificates, and program evaluations.
According to McLaughlin and Jordan (2010), the first step in designing a successful
program is research. The knowledge of program expectations and needs can be
acquired through interviews with program stakeholders and analysis of relevant
documentation. In line with the literature, the program carried out design workshops
with different focus groups: students, alumni, mentor-graduates, university
professors, and human resources experts during the program’s design phase. These
focus group workshops played an essential role in setting the program goals and
objectives.

In addition to the design workshops, student mentees and alumni mentors
expressed positive opinions about the online mentoring platform, program duration,
and frequency of meetings. According to Gibb and Tefer (2008), setting a program
timeline, providing the media for interaction, and outlining the frequency of
mentoring sessions are necessary for a successful mentoring program.

One of the program’s strengths was providing an online mentoring tool where
participants could connect with video conferencing, reach the training materials and
give feedback to each other. Chong et al. (2020) argued that while face-to-face
mentoring requires meeting in a scheduled place and time, online mentoring
platforms made things easier in terms of saving time and cost. These findings align
with literature findings, where Tyran and Garcia (2005) reported that online
mentoring makes communication more convenient. In addition, it could be difficult

for the program team to follow whether participants carried out meetings regularly
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without the online mentoring platform. One implication of this study is that while
online mentoring platforms can provide structure for mentees and mentors, they also
ease the relationship management process for program practitioners.

One critique of the mentoring platform was related to the simplicity of the
feedback system. After each mentor-mentee meeting, the platform automatically
asked participants to rate their performance on a 5-star system in terms of
communication, harmony, and added value. One implication of this study is that
since proper feedback mechanisms are essential for developing an effective
mentoring relationship (Davis, 2005), mentoring programs should integrate more
diverse and in-depth feedback systems.

With the idea of preparing students for the future with mentoring and
competence development, the mentoring program integrated 21st-century soft-skills
training (Lee, 2018). The program was grounded on four core competencies:
Resilience, Empathy, Agility, and Critical Thinking. Most of the mentors evaluated
this idea as innovative and reported that soft skills are well-chosen and essential for
preparing students for business life. Similar to findings reported in the literature,
Renuga and Ezhilan (2014) argued that mentoring programs should support students’
readiness for the industry by focusing on soft-skills development. With the
integration of learning models, mentoring relationships can offer learning
environments where students and mentors develop themselves personally and
professionally.

About program training, one question brought by the mentors was whether
the activities achieved desired objectives. Some mentors stated that their mentees
neither completed the training nor attended the group works. While the competencies

program focused on what was beneficial in business preparation, students may have
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higher priority training needs such as time management and self-confidence. One
important implication of this study is the importance of identifying and prioritizing
students’ training needs, which is also in line with the literature (Sherman et al.,
2000).

Another critique regarding training was timing. Some mentors stated that the
latest training contents were not uploaded to the platform on time, which caused
delays in meetings. One way to eliminate this communication breakdown is that the
training contents can be uploaded on the platform from the beginning so that the
participants can schedule their meetings at their own pace. This finding is in line with
the literature where Knowles (1970) argued that adult learners are self-directed, and
they should be supported to arrange their own learning pace.

Regarding the program certification, while students who completed the
program were awarded a certificate of completion, there was no certification system
for participating mentors. Some mentors reported that there is nothing to show as
proof of the completion of the program, and they would like to share their mentoring
experience on social media platforms such as Linkedin. This finding is in line with
the literature; similarly, Douglas (1997) argued that one of the challenges mentoring
programs face is communicating and increasing program visibility. One implication
for practice can be providing certification to both mentees and mentors; in this way,
potential participants may be more motivated to participate in the program, and the

program’s presence on social media can be enhanced.

83



5.1.2 Program Participants

The mentoring program participants were investigated through the output component
of the logic model framework that describes the participation element. The
mentoring program involved 280 alumni mentors and 280 student mentees.

In the recruitment process, 510 alumni applied to the program, whereas the
student number was well below this ratio with 290 applications. The findings of this
study are also consistent with the findings of Skrzypek et al. (2019), where more
alumni volunteered to participate in the program than students. One interpretation of
this situation is whereas university students have several options to commit their time
and energy, and the alumni have limited opportunities to connect with their alma
mater.

Another reason for low application rates may derive from the recruitment
strategy. In the recruitment process, students and alumni were contacted by e-mail.
Although the program announcement was also made via social media platforms such
as Facebook and Instagram, it did not reach the desired number of students.
According to Putsche et al. (2008), while sending e-mails and sharing program
brochures can arouse general interest, communicating the program’s expected
outcomes with potential participants is the most effective recruitment strategy. One
possible way to deal with the recruitment of student mentees would be to share
personal stories from program participants on social media channels students
frequently use, such as university web pages and school groups on Facebook.

In addition to the recruitment strategy and selection process, Gannon and
Maher (2012) discussed matching as one of the most critical processes in building
strong mentoring relationships. While applying to the program, participants were

asked to upload motivation videos and fill out the application forms to address their
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expectations from the mentoring relationship. Most student mentees and alumni
mentors were satisfied with their matching and gave positive feedback about the
selection process; only one mentee reported a mismatch. One implication of this
study is that the program team can create a mentoring pool that involves enthusiastic
mentors and mentees with a detailed application process. In the next step, monitoring
the mentoring process is necessary for preventing unsatisfied matching. The
conclusion of this study is in line with the literature, as Garringer et al. (2015) argued
that the program team should check paired mentees and mentors after the first
mentoring meeting, ask for their feedback, and make possible changes to overcome
mismatches.

When the motivations of alumni and students were taken into consideration,
the findings showed that mentees” motivations for applying to the program were
primarily focused on getting career guidance, whereas mentors’ motivations to apply
to the program were helping and supporting students and giving back to the
university. The findings of this study are consistent with the findings of the study of
Dollinger et al. (2019), where student mentees expressed career-oriented motivations
while alumni mentors reported help and support motivations. In addition to getting
career guidance, meeting with new people was one of the main motivations of
student mentees. Similarly, the participants in Conner’s (2015) study reported that
they participated in the program with the expectation of meeting new people.

The exploration of whether participants’ expectations were met can provide
essential insights into the program. The strong mentoring relationship and personal
development were the most expressed expectations from student mentees, and they

reported that the program satisfied their expectations. Similarly, the participants in
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Lopatka et al. (2011) study reported that the mentoring program satisfied their career
and personal development needs.

On the other hand, there were unmet expectations reported by student
mentees and alumni mentors. Whereas student mentees expected more networking
opportunities with other mentors, alumni mentors expected networking between
program mentors and reverse mentoring opportunities. The expectation of
networking opportunity is consistent with the literature studies (Bernard, 2001;
Smith-Ruig, 2014), where participants expected engaging events that bring program
stakeholders together and create a chance for networking.

While the current program was designed as one-on-one mentoring between
alumni and students, the expectations for mentoring with more than one alumni and
reverse mentoring opportunities emerged in the findings. For the following
programs, these expectations can be considered in the design process. Similarly, the
participants in Geesa et al. (2020) study reported the expectations of more connection
and informal access opportunities to program mentors.

Another critical expectation was having more connections with the alumni
association. Since the program was implemented during the pandemic, it was
designed as e-mentoring, and events were held virtually. Some mentors expressed
that they would like to attend offline meetings where they physically visit the alumni
association and come together with the program team and participants. According to
Smith (2015), mentoring programs are essential in terms of providing involvement
opportunities for alumni. Holley and Caldwell (2012) suggested that mentoring
programs can host interactive activities such as workshops and seminars to

strengthen the connection between program participants and the organization. One
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implication for future programs can be utilizing a hybrid model for activities where

both offline and online events are implemented.

5.1.3 Program Activities

The mentoring program activities are explored through the output component of the
logic model framework that describes the activities element. The seven-month
university alumni mentoring program involved diverse activities designed for student
mentees and alumni mentors.

One of the most discussed activities in the program was mentee working
groups. Whereas some students expressed positive opinions, some reported
challenges and evaluated group meetings as inefficient. The program director
reported that only 60 students out of 280 completed all tasks, and the mentee
working groups didn’'t proceed as effectively as they had planned. From the
organization’s perspective, maintaining and increasing the interaction was
challenging. The study’s findings verified the previous results in the literature. The
study by Tyran and Garcia (2005) argued that building a high-quality relationship
and maintaining the engagement between participants is the most challenging aspect
of the mentoring programs.

Geesa et al. (2020) stated that understanding the interaction among mentees
requires careful analysis of participants’ reflections. When interview findings are
considered, the low engagement rates in mentee working groups can derive from two
leading causes. The first reason might be the lack of accountability. Although the
program team checked whether groups completed their tasks, there was no negative
sanction for the groups that didn’t finish their assignments. Secondly, the mentee

working groups were created randomly; while some team members were highly
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motivated, others were reluctant, resulting in incomplete tasks and disappointments
for engaged mentees. One possible way to overcome the problems in mentee
working groups would be to provide information on the required time for group
meetings and asks students to detail what kind of mentee working group they would
like to be involved in through application forms. In this way, student mentees can be
grouped according to their availability and expectations.

Another controversial activity of the program was fireside chats. Some
students reported that fireside chats provided interesting content where they got
insights into valuable guests’ failure stories, but the low participation demotivated
them. On the contrary, some students reported that the contents of fireside chats were
not appealing; hence they didn’t attend. In addition, some student mentees reported
difficulty fitting the program activities’ schedule into their programs. At this point,
the low attendance rates may result from the event promotion strategy. According to
Trana (2019), scheduling the mentoring program activities according to the
availability of participants and promotion is crucial to encourage participation. One
implication of these findings can be diversifying event contents and creating
promotional strategies in the following programs.

Regarding mentor activities, most of the mentors shared that they had
difficulty participating in program activities because of their limited time. This
finding is also consistent with the literature. Ehrich et al. (2004) stated that shortage
of time is the most common problem mentors face. In addition, one alumni mentor
reported the feeling of unnaturalness in online activities because of the lack of face-
to-face interaction. Similarly, Mueller (2004) argued that although online mentoring
activities provide benefits, the lack of face-to-face communication might cause

interpersonal challenges.
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Apart from that, the most discussed activity was the mentor training, where
the program team provided optional mentor training for those who volunteer to
receive training. While some mentors expressed that inclusive mentoring training is
needed for all mentors to be in the same line, experienced alumni mentors reported
no need for mandatory training because they felt competent in mentoring. Andersen
(2020) argued that initial and ongoing mentoring training is required to ensure
effective mentoring relationships. At this point, it would be helpful to conduct a
continuous assessment of the mentors’ training needs and integrate training into the

program accordingly.

5.1.4 Program Outcomes

The mentoring program outcomes are investigated through the outcome component
of the logic model framework. The interview processes with student mentees and
alumni mentors have revealed that the mentoring relationship has various positive
outcomes. The conclusions of this study are consistent with the literature studies
(e.g., Brown, 2007; Kram, 1985; Lopatka et al., 2011).

From the student mentees’ perspective, the positive outcomes involved
feeling strong and comfortable, deciding career paths, self-awareness, improved
resilience skills, knowledge, and perspective. One of the most expressed outcomes of
mentoring on students was feeling comfortable, which is consistent with what has
been found in the literature. Similarly, Castellanos et al. (2016) argued that mentors
play a crucial role in showing empathy towards students’ concerns, and their support
makes students feel comfortable. Student mentees also reported that mentoring

relationships helped them develop career paths by setting goals and taking steps for
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these goals. This finding is also in line with the literature where the participants in
Smith-Ruig’s (2014) study reported that mentoring enlightened their career journey.

According to Chinnasamy (2013), mentoring programs serve as a tool for
adult education where both mentees and mentors engage in the learning process.
Aligned with the literature, study findings indicated that mentoring relationships
helped students develop resilience skills against ambiguities and supported their
learning experience by widening their perspectives and knowledge.

From the alumni mentors’ perspective, the main outcomes of mentoring
involved feeling pleasure and satisfaction, self-reflection, gaining knowledge about
new generations, improved communication skills, and transfer of mentoring
knowledge to their careers. One of the most expressed outcomes of mentoring was
the feeling of satisfaction and pleasure. Alumni mentors expressed that the mentoring
relationship gave them the opportunity to touch someone’s life. This conclusion is in
line with the study of Allen et al. (2006), where fulfillment and accomplishment are
expressed most frequently as the positive outcomes of mentoring.

In addition to feeling satisfaction, mentorship provided a place where alumni
mentors discovered themselves through the reflection of ideas and values. Similarly,
the participants in Rotstein’s (2011) study stated that mentoring relationships
engaged them in reflective practice and contributed to their personal growth. Another
positive outcome was the transfer of mentoring knowledge to business life. Alumni
mentors expressed that their mentoring relationship with the young generation helped
them acquire new perspectives and knowledge, resulting in improved communication
in personal and professional life. Similarly, the study by Lopez-Real and Kwan
(2005) reported that mentoring improved mentors’ active listening skills by

exchanging ideas and perspectives with mentees.
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Whereas positive experiences outweigh the negative experiences, some
alumni mentors reported communication challenges caused by generational gaps and
mentee characteristics, which is consistent with the literature. The study by Yeager
(2000) reported that mentors faced communication challenges that resulted from
differences between mentees and mentors, such as age and characteristics. Another
challenging aspect of the mentoring relationship was the communication of personal
situations. The study’s findings showed that sometimes mentees could ask for
guidance and assistance in individual problems that mentors could not solve.

According to Healy et al. (2012), mentors should be aware that they cannot
find answers to every question students are looking for, but they can help students
explore alternative ways to overcome their problems. At this point, clarifying
expectations and boundaries are essential for healthy mentoring relationships. In
addition, some mentors reported that remembering negative memories and observing
the generational change through mentoring sessions were emotionally challenging.
Similarly, Sandler (1995) argued that mentoring interactions might be emotionally

draining.

5.2 Logic model of the university alumni mentoring program

Based on research findings, the researcher developed a logic model for the university

alumni mentoring program and presented it in Figure 1.
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Outputs
Resources - - Outcomes
Activities Participation
Human Resources
«  Program Team Mentee Activities Mentees Mentee Outcomes
BT . + Feeling strong & comfortable
*  Steering Committee *  Fireside Chats University Students +  Deciding on career path
*  Volunteer Students . :
Yol Ao Mentee Working +  Self-awareness
‘olunteer Alumni Groups +  Improved resilience skills
Financial Resources * Mentee * Knowledge & Perspective
Community
* Sponsors
*  Parterships Mentor Qutcomes
o . * Feeling pleasure & satisfaction

Organizational Resources Mentor Activities Mentors +  Catching new generations
* Design Workshop Results " g[em:rTAs'al University Alumni *  Improved communication skills
*  Training Materials Oach lraining «  Self-discovery & reflection
«  Centificates * Question& *  Transfer of mentoring
*  Online Mentoring Platform Answer Meetings knowledge to business
+  Evaluations

Figure 1. Logic model of the university alumni mentoring program

A logic model demonstrates a holistic illustration with three main elements of
the program--resources, outputs, and outcomes--and their connections. Under the
resources element, the program had available human resources that involved the
program staff, steering committee, volunteer students, and alumni ready to work for
creating program activities. Although they were limited, sponsors and partnerships
were the primary financial resources to carry out program services. Design workshop
results, training materials, certificates, online mentoring platform, and program
evaluations were grouped as organizational resources and transformed into program
activities such as conducting seminars, training sessions, and workshops. Several
positive outcomes occurred with the utilization of program activities and
participation of university students and alumni. Under the outcome element, the logic
model illustrates the short-term effects of the university alumni mentoring program
for participants, including attitudes, awareness, improved skills, knowledge, and

perspective.

92



5.3 Conclusion

One of the most crucial conclusions that emerged from this study is that mentoring
has provided lifelong learning experiences for the parties engaged in the mentoring
relationship. In this respect, university alumni mentoring programs can be evaluated
as an adult learning tool where university students and alumni are encouraged to
share experiences, think, reflect, and learn from each other. According to Mezirow
(2007), self-reflection and critical thinking are effective adult education practices. In
mentoring, mentees and mentors have a chance to reflect and engage in discussions
where mentees’ needs are addressed. With this respect, student mentees and alumni
mentors can be evaluated as adult learners who self-directedly attend the mentoring
relationship and are actively involved in solving real-life problems, which aligns
with Knowles’s (1970) assumptions for adult learners. From an adult education point
of view, university alumni mentoring programs can serve as learning settings where
adult mentees and mentors engage in experiential learning through the

developmental mentoring relationship.

5.4 Limitations and recommendations for further research
This qualitative case study explored the university alumni mentoring program
implemented at one of the state universities in Turkey; hence it is not representative
and generalizable to other university alumni mentoring programs. This study can be
replicated across different universities, such as private universities, and a comparison
can be made for further research.

Another limitation of this study was the small sample; one program director,

ten alumni mentors, and ten student mentees were interviewed to understand the
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experiences of university students and alumni. In future research, a mixed-method
research design study can be utilized to explore a more extensive study sample.
The university alumni mentoring program was implemented during the
pandemic. Since it was impossible to meet face to face, the program activities and
one-to-one meetings between mentees and mentors were held online. For further
research, the mentoring programs where mentoring sessions and activities are
implemented face-to-face can be explored, and comparative studies can be

conducted.

5.5 Recommendations for practice

In higher education, existing mentoring research mainly focused on mentoring
programs conducted primarily between staff-to-staff, faculty-to-student, and peer-to-
peer. This study contributed to the literature by exploring a mentoring program
between university alumni and students; and provided information on program
resources, activities, and outcomes for participants. The insights from this study can
provide helpful information for higher education policymakers, program
practitioners, university students and alumni.

University alumni mentoring programs have a significant potential for
providing lifelong learning experience opportunities for university students and
alumni. At this point, higher education policymakers should take responsibility for
raising awareness of university alumni mentoring programs, their visibility, and
dissemination. Since the funding is scarce, experts should work on resource transfer
to mentoring programs. One recommendation for making mentoring programs more
visible and widespread can be the development of mentoring curriculums and the

integration of these curriculums into university programs. In addition, in the
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collaboration with public education centers, the certificated mentoring programs can
be designed and implemented to reach more people.

For program practitioners, it is vital to note that ensuring successful
mentoring programs requires a careful design process. To set the goals and objectives
of the program, the needs assessment of each program’s stakeholders is critical.
Using needs assessment tools such as interviews and observations, the program team
should identify and prioritize the needs. In the next step, a careful analysis of human,
financial, and organizational resources is essential to achieve the program’s desired
outcomes. Since the financial resources are generally limited, the program should
prepare budget plans and be careful in management and allocation.

Mentoring programs need qualified staff who focus on the administration and
development of the program processes. Effective recruitment and matching strategies
should be applied to strengthen the possibility of a successful mentoring relationship.
The program team should provide initial and ongoing training for mentees and
mentors tailored to their needs. At this point, a systematic program evaluation is
needed to screen the progress of mentoring relationship and determine the parts of
the program that need improvement. Whereas designing events that promote
networking opportunities between program participants is vital for increasing
participant engagement, providing reverse mentoring opportunities can be an
innovative approach for future mentoring programs.

For university students and alumni, they should be aware of the fact that they
need to take responsibility for their development processes. One of the most
important points to having a healthy mentoring relationship is clarifying expectations
and setting boundaries at the beginning of the relationship. Mentors and mentees

should create mentoring contracts to clarify their responsibilities, roles, and
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expectations from the mentoring journey. Receiving and giving feedback effectively
is another critical element in constructing a healthy relationship. Students and alumni
should be open to different perspectives and perceive feedback as a learning

opportunity.
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APPENDIX B

PARTICIPANT INFORMED CONSENT FORM

Supporting Research Institution: Bogazici University

Name of the Research: University Alumni Mentoring Program: A Case Study in
Turkey

Project Director: Prof. Fatma Nevra SEGGIE

Name of the Researcher: Aysenur Vatansever

Dear Participant,

Aysenur Vatansever, a graduate student at Bogazici University Institute of Social
Sciences, Department of Educational Sciences conducting a thesis study under the
name of “University Alumni Mentoring Program: A Case Study in Turkey”. The aim
of this study is to analyze the mentoring program that is implemented by university
alumni association. The approval of study was taken by The Ethics Committee for
Master and PhD Theses in Social Sciences and Humanities and the alumni

association of the relevant university.

We invite you to participate in this research study. If you agree to participate, semi-
structured interviews about your experiences in alumni mentoring program that is
expected to last approximately 30-45 minutes will be conducted synchronously
through computer-mediated communication tools. Interviews will be audio recorded
with your permission. If you do not give the permission for audio recording, the
researcher will take nterview notes. Participation in this research is entirely
voluntary. You will not be paid or charged any payments. The study is not expected

to pose a risk to you, but in case you feel discomfort, you can withdraw at any stage
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of the interview process. You may skip any questions during the interview process,
and you may withdraw at any stage of the study without giving any reason. In this

case, the data we have collected from you will be destroyed.

This research is conducted for a scientific purpose and the confidentiality of
participants is essential. The research data will be only used for scientific
publications and presentations and the written transcriptions and audio recordings
will be destroyed at the end of the study. Your personal information will not be

included in the publications and presentations where the research results are shared.

If you would like to receive additional information about the research, you may
contact with the project director Prof. Fatma Nevra Seggie and the researcher
Aysenur Vatansever. If you have questions regarding to your rights as a research
participant, you may consult with The Ethics Committee for Master and PhD Theses

in Social Sciences and Humanities (SOBETIK).

[ 1 read the text above and understood the scope and purpose of the study

and my responsibilities as a participant. | agree to participate in the study.

(1 I agree that my audio recordings could be taken during the interview

process.
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APPENDIX C

PARTICIPANT INFORMED CONSENT FORM (TURKISH)

Arastirmay1 destekleyen kurum: Bogazigi Universitesi

Arastirmanin adi: Universite Mezun Mentorluk Programi: Tirkiye’de Bir Vaka
Caligsmasi

Proje Yr0tucusu: Prof. Fatma Nevra SEGGIE

Aragtirmacinin Adi: Aysenur Vatansever

Sayimn Katilimet,

Bogazici Universitesi Sosyal Bilimler Enstitiisii Egitim Bilimleri boliimii yiiksek
lisans dgrencisi Aysenur Vatansever, yiiksek lisans tezi kapsaminda “Universite
Mezun Mentorluk Programi: Tirkiye’de Bir Vaka Calismas1” ad1 altinda bilimsel bir
arastirma projesi ylriitmektedir. Bu ¢alismanin amaci {iniversite mezunlar dernegi
tarafindan uygulanan mentorluk programini analiz etmektir. Arastirma ile ilgili
Bogazici Universitesi Sosyal ve Beseri Bilimler Yiiksek Lisans ve Doktora Tezleri
Etik Inceleme Komisyonu’ndan (SOBETIK) ve ilgili tiniversitenin Mezunlar

Dernegi’nden onay alinmistir.

Sizi bilimsel aragtirma projemize katilmaya davet ediyoruz. Bu aragtirmaya
katilmaya karar verirseniz, sizinle mentorluk programindaki deneyimleriniz ile ilgili
yari-yapilandirilmig gériismeler video konferans uygulamalari aracilig ile eszamanl
olarak gerceklestirilecektir. Goriismenin yaklasik olarak 30 — 45 dakika arasinda
siirmesi planlanmaktadir. Gériismede izniniz alinarak ses kaydi alinacaktir, ses

kaydinizin alinmasini istemediginiz durumda arastirmaci goériisme notlar tutacaktir.
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Bu aragtirmaya katilim tamamen istege baglidir. Size herhangi bir 6deme
yapilmayacak ve sizden ticret talep edilmeyecektir. Calismanin Sizin icin bir risk
olusturmasi beklenmemektedir ancak gdriisme siirecinin herhangi bir asamasinda
rahatsizlik hissederseniz ¢alismadan ¢ekilebilirsiniz. Gorlisme siirecinde herhangi bir
soruyu atlayabilir ve ¢alismanin herhangi bir asamasinda herhangi bir sebep
gostermeksizin aragtirmadan ¢ekilebilirsiniz. Bu durumda sizden almis oldugumuz

veriler imha edilecektir.

Bu arastirma bilimsel bir amagcla yapilmaktadir ve katilimei bilgilerinin gizliligi esas
tutulmaktadir. Aragtirma verileri yalnizca bilimsel amagla kullanilacaktir ve
arastirma bittikten sonra imha edilecektir. Arastirma sonuglarinin paylasildigi yayin

ve sunumlarda kisisel bilgileriniz kesinlikle yer almayacaktir.

Eger calisma hakkinda ek bilgi almak isterseniz, proje yiiriitiiciisti, Bogazici
Universitesi Egitim Bilimleri Boliimi 6gretim (iyesi Prof. Nevra Seggie ve
arastirmaci Aysenur Vatansever ile iletisime gecebilirsiniz. Aragtirma ile ilgili
haklarmiz konusunda Bogazici Universitesi Sosyal ve Beseri Bilimler Yksek Lisans

ve Doktora Tezleri Etik inceleme Komisyonu’na (SOBETIK) danisabilirsiniz.

0] Yukaridaki metni okudum, ¢alismanin kapsamini ve amacini, katilimei

olarak ilizerime diisen sorumluluklart anladim. Arastirmaya katilmay1 kabul

ediyorum.

L] Goriisme siirecinde ses kaydimin alinmasini onayliyorum.
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APPENDIX D

INTERVIEW QUESTIONS FOR PROGRAM DIRECTOR

Could you tell me briefly about yourself?
Gender:
Age:
What is your role in the mentoring program?
Could you tell me about the mentoring program goal and intended outcomes?
What was the goal of the mentoring program?
What were the intended outcomes of the program before it started?
Could you tell me about the resources of mentoring program?
What were the financial, human, and organizational resources of the
program?
Could you tell me about the program participants?
Who participated to program?
How were mentees/mentors selected?
How were mentees and mentors matched?
Could you tell me about the program activities?
What were the activities of the program?
How were mentees/mentors trained?
How were mentees/mentors evaluated?
. What were the effective parts of the program?
. What were the challenging parts of the program?

Is there any other information you would like to add?
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APPENDIX E

INTERVIEW QUESTIONS FOR PROGRAM DIRECTOR (TURKISH)

Bana kendinizden bahsedebilir misiniz?

Cinsiyetiniz:

Yasiniz:

Mentorluk programindaki roliiniiz nedir?
. Mentorluk programinin amaci ve ulagilmak istenen sonuglarindan bahseder
misiniz?

Mentorluk programinin amaci nedir?

Programa baslamadan 6nce ulasilmak istenen sonuglar nelerdi?
. Mentorluk programinin kaynaklarindan bahsedebilir misiniz?
Programin finansal, insan ve organizasyonel kaynaklar1 neler?
. Mentorluk programi katilimcilarindan bahsedebilir misiniz?
Programa kimler katildi1?

Menteeler/mentorlar nasil se¢ildi?

Mentee ve mentor eslestirmesi nasil yapildi?
. Mentorluk programinin aktivitelerinden bahsedebilir misiniz?

Programin aktiviteleri nelerdi?

Menteeler/mentorlar nasil egitildi?
Menteeler/mentorlar nasil degerlendirildi?

Sizce programin etkili kisimlar nelerdi?
Sizce programin zorlu kisimlari nelerdi?

. Eklemek istediginiz bagka bir sey var m1?
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1.

8.

9.

APPENDIX F

INTERVIEW QUESTIONS FOR MENTEE

Could you tell me briefly about yourself?
Gender:
Age:
What undergraduate program are you currently enrolled in?
What is your class year?
What were your motivations to apply the mentoring program?
What were your expectations from the mentoring program before it started?
Which one of those expectations were met?
How much time did you spent with your mentor throughout the mentoring
program?
What do you think about the mentoring program activities?
What are your evaluations (thoughts, feelings, etc.) for the mentoring
program?
What were the strengths of this program?
What were the areas for open improvement?
How has your experience at mentoring program been like?
What were the challenging parts of your mentoring experience?
What were the effective parts of your mentoring experience?
How the mentoring relationship affected your life?

Would you like to be a mentor in the future? Why?

10. Would you suggest the mentoring program to another student? Why?

11. Is there any other information you would like to add?
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1.

8.

9.

APPENDIX G

INTERVIEW QUESTIONS FOR MENTEE (TURKISH)

Bana kendinizden bahsedebilir misiniz?

Cinsiyetiniz:

Yasiniz:

Hangi bolimde okuyorsunuz?

Kaginci siniftasiniz?
Mentorluk programina bagvururken motivasyonlariiz nelerdi?
Mentorluk programindan beklentileriniz nelerdi?

Bu beklentilerden hangisi / hangileri karsilandi?
Mentorluk programi boyunca mentorunuzla ne kadar zaman gegirdiniz?
Mentorluk programi etkinlikleri hakkinda ne diisiiniiyorsunuz?
Mentorluk programina iligkin degerlendirmeleriniz (diisiince, duygu vb.)
nelerdir?

Mentorluk programin giiclii yonleri nelerdi?

Mentorluk programinin gelistirilmeye agik alanlar1 nelerdi?
Mentorluk programindaki deneyiminiz nasildi?

Mentorluk deneyiminizin zorlu kisimlart nelerdi?

Mentorluk deneyiminizin etkili kisimlart nelerdi?
Mentorluk iligkisi hayatinizi nasil etkiledi?

Gelecekte mentorluk yapmak ister misiniz? Neden?

10. Mentorluk programini baska bir 6grenciye 6nerir misiniz? Neden?

11. Eklemek istediginiz baska bir sey var m1?
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APPENDIX H

INTERVIEW QUESTIONS FOR MENTOR

1. Could you tell me briefly about yourself?
Gender:
Age:
What area/program did you receive your degree from university?
How many years have passed since graduating from undergraduate
program?

5-10 years

11-15 years

16-20 years
20 + years

What is your highest level of education achieved?

e Bachelor's Degree
e Master's Degree
e PhD

2. What were your motivations to be a mentor in the mentoring program?
3. What were your expectations from the mentoring program before it started?
Which one of those expectations were met?
4. How much time did you spent with your mentee throughout the mentoring
program?
5. What do you think about program activities?
6. What are your evaluations (thoughts, feelings, etc.) for the mentoring
program?
What were the strengths of this program?
What were the areas for open improvement?

7. How has your experience at mentoring program been like?
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What were the challenging parts of your mentoring experience?
What were the effective parts of your mentoring experience?
8. How has the mentoring relationship affected your life?
9. Would you like to continue to be a mentor in the future program? Why?
10. Would you suggest the mentoring program to other alumni? Why?

11. Is there any other information you would like to add?
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APPENDIX |

INTERVIEW QUESTIONS FOR MENTOR (TURKISH)

1. Bana kendinizden bahsedebilir misiniz?
Cinsiyetiniz:
Yasiniz:
Universitesi diplomaniz1 hangi béliimden / programdan aldiniz?

Lisans mezuniyetinizin iizerinden kag y1l gecti?

e 5-10yil
o 11-15yi1l
o 16-20 yil
o 20+l

Ulastiginiz en yiiksek egitim seviyesi nedir?

e Lisans
e Yiksek Lisans
e Doktora

2. Mentorluk programina bagvururken motivasyonlariniz nelerdi?
3. Mentorluk programindan beklentileriniz nelerdi?
Bu beklentilerden hangisi / hangileri kargiland1?
4. Mentorluk programi boyunca menteenizle ne kadar zaman gegirdiniz?
5. Mentorluk programi etkinlikleri hakkinda ne diisiiniiyorsunuz?
6. Mentorluk programina iliskin degerlendirmeleriniz (diisiince, duygu vb.)
nelerdir?
Mentorluk programin gii¢lii yonleri nelerdi?
Mentorluk programinin gelistirilmeye agik alanlar1 nelerdi?
7. Mentorluk programindaki deneyiminiz nasildi?
Mentorluk deneyiminizin zorlu kisimlart nelerdi?

Mentorluk deneyiminizin etkili kisimlart nelerdi?
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8. Mentorluk iligkisi hayatinizi nasil etkiledi?
9. Gelecek programda mentor olmak ister misiniz? Neden?
10. Mentorluk programini bagka bir mezuna onerir misiniz? Neden?

11. Eklemek istediginiz bagka bir sey var mi1?
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APPENDIXJ

NARRATIVES IN TURKISH

1. Program1 yoneten ekipte bes kisi vardi, ama herkes %100 buna adanmis degildi.
Bir tane 6grenme uzmanimiz vardi, bu full time ¢alisiyordu. Disaridan 6grenme
tasarimcimiz ve ben destek veriyorduk, program boyunca %?20 katki sagladik. Genel
sekreterimiz vardi, o belki de % 5 program igerisinde zaman ayirdi, bir de 6grenci
islerinden sorumlu bir arkadasimiz vardi, o da herhalde tiim program boyunca
zamaninin %10-15’ini ayirmis olabilir. Yani, toplaminda bes kisi olmasina ragmen
programa adanmis neredeyse iki kisi full time calisiyormus gibi diisiinebiliriz.

2. Steering Committe’de alt1 kisiydik, ama herkes ¢ok aktif degildi. Komitenin amaci
biraz daha Yonetim Kurulu gibi konumlandirmak, bu konuda fikir sahibi insanlar1 bir
araya getirip onlardan destek almak. Bizim fark etmedigimiz konularda bizi
yonlendirmelerini saglamak ve yaptigimiz islerde dogru kaynaklari m1 kullaniyoruz
bunlar konusunda bizi yonlendirmeleriydi. Program basinda iki haftada bir
bulusuyorduk; sonra ayda bire doniistii.

3. Bir mentee komiinitesi kuruldu, amact menteeler olarak 6grenciler kendi
yasamlarini biliyorlar, sorumluluk edinmeleri ve bu komiinitenin gelisimine katkida
bulunmalari. Daha siirdiiriilebir bir hale getirmek. Bizim goziimiizden kagan
noktalar1 fark etmeleri. Mentee komiinitesinin en bastaki amaci bizim yaptigimiz gibi
bir tasarimdan ge¢cmek, mentee komiinitesi ne yapar, nasil isler, neler iizerine
yogunlasir, nasil inovatif fikirler ¢ikarir. Alt1 hafta kadar boyle bir siireden gegirdiler,
daha sonra bunlar ger¢eklestirmek i¢in de zaman ayirdilar birkag tane inovatif fikirle
geldiler, Clubhouse’da event yapma fikri. Kendi insiyatifleriyle bunlar1 da
gerceklestirdiler. Bir taraftan da bizim her ay olan ates basi goriismelerimiz var,
yuksek seviyedeki mezunlarimizi ¢agiriyoruz; deneyimlerini paylasiyorlar. Bu
etkinliklerin ev sahipligini yaptilar dyle bir destekleri oldu.

4. Cok limitli bir kaynagimiz vardi, resmi olarak sadece 6grenme uzmani i¢in bir
biitce ayirmistik. Bunun disinda yaptigimiz etkinliklerin bir¢ogu online oldugu i¢in
cok fazla biitge ayirmamiza gerek kalmadi.

5. Finansal kaynak noktasinda iki farkli gelirimiz oldu; birincisi Fireside Chat’e
gelen konusmacilardan bir sirketten iicret aldik. Ikincisi de belli basl sirketlerin
miilakat simiilasyonu yapmasi oldu, orada da ciizi bir gelir edindik.

6. Bilgiyi de bir kaynak olarak sayacak olursak yaptigimiz tasarim workshoplarinda
biz su bilgileri edindik. Ilk basta 16-18 sirketle goriistiik, bireylerle de goriistiik.
Burada pazarda neler oluyor, insanlarin beklentileri neler, 6zellikle Insan
Kaynaklarin’da ¢alisanlar 6grencilerde neleri eksik hissediyorlar, bunlarla ilgili
iggoriiler elde ettik. Bence programin baslangicindaki en biiyiik bilgi kaynagimiz bu
oldu, programa yon verdi. Dolayistyla iyi bir program tasarlamamiza yardimei oldu.
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7. En biiyiik kaynagimiz Mentorinkti; orada platformu kullanmay1 bize iicretsiz
olarak temin ettiler, onu kullandik. Tabi online da da kullandigimiz Miro, Zoom gibi
araglar1 vardi.

8. Program suiresince devamli bir 6l¢iimleme yapiyorduk, katilimeilarin ne kadari
geribildirimde bulunuyor, ne kadar1 gérevleri tamamliyor, ne kadari programdan
ayrild1 ya da ne kadar1 mentorundan / menteesinden memnun degildi. Ne kadar1
program baginda ve sonunda gondermis oldugumuz anketi doldurdu ve nasil bir
degisim oldu bunlar1 orada goérmiis olduk.

9. Aslinda kariyerimi yonlendirirken bir goriis almak istedim ve bu goriis de daha
objektif, daha disaridan ve tecriibeli bir goriis olsun istedim. Kariyerimi
yonlendirmek motivasyonumdu.

10. Yeni mezun olacagim i¢in kafamda bazi soru isaretleri vardi ve bunu daha
deneyimli biriyle paylagsmanin benim i¢in faydali olacagini diisiindiim. Yeni is
hayatina girerken bana bir dncii olabilecek, bana bir akil verecek bir insanla
goriisebilecegimi diigiindiim.

11. Mentorluk programinda daha 6nce de bulunmustum, 1.sinifta programa
katildigimda ¢ok faydasini gérdiim. Ciinkii 1.sinifta heniiz meslegim adina gelecekte
ne yonde ilerlemek istedigim noktasinda kesin bir kararim yoktu, farkli alanlar1 var
Psikoloji’nin ve o dénem farkli bir istegim vardi. Bu dogrultuda bir mentorla
eslesmistim ama onunla gecirdigim siirecin sonunda aslinda istedigim alanin o
olmadigimi fark ettim. Bunda mentorumun ¢ok biiyiik bir pay1 oldu, ¢iinkii beni
alandan kisilerle tanistirdi, kendi yorumlarini, deneyimlerini paylasti. Ben bunun
sonunda aslinda daha ¢ok ne istedigimi bana neyin daha ¢ok uygun olabilecegini
buldum. O dénemde ¢ok faydasini gordiigiim icin 3.siniftayken de tekrar katilmak
istedim programa.

12. Ben {iniversite 1.sinifta ilk defa bir arkadasimdan mentorluk programini
duymustum ve sonra hemen ilgimi ¢ekti. 2.siniftan itibaren diizenli, aktif bir
menteeyim. Bu mentee- mentor iliskisinin hayatimda bana en ¢ok katki saglayan sey
oldugunu sdyleyebilirim. Ciinkii aslinda eskiye baktigimda 2./3.siniftayken
diisiincelerim ¢ok karigikti. Sonugta Matematik boliimiindeyim, akademik olarak
ilerlemek gibi bir kararim da yoktu belki 6zel sektoérde bir seyler yapmak istiyordum
ama o zamanlar tabi tecriibem de daha az oldugu i¢in diislincelerim ¢ok daginikti. En
basinda bir kere bu iliskilerde diisiincelerimi daha diizene sokmam, gergekten ne
istedigim konusunda sohbetlerimiz sirasinda bana 1s1k tutan noktalar oldu ki hani
zaten mentorlarimiz da ¢ok deneyimli kisilerdi, ¢ok iyi yerlerde ¢alisan. Onlarin
kendi deneyimleri, sorduklar1 sorular bana ¢ok 151k yakti. Her yildan sonra kendimi
daha ¢ok bilen birine dogru doniisiiyor olmam benim i¢in ¢ok ¢ok degerli oldu.

13. Onceki ii¢ y1lda mentorluk programlarina basvurmustum ve farkli insanlarla
tanismistim. Bazilartyla karakterim ¢ok uydu, bazilariyla hi¢ uymadi ama her
birinden 6grendigim seyler oldu farkli anlamda, o ylizden beni gelistirdigine
inandigim bir program. Yeni insanlarla tanismak ve deneyimlerden faydalanmak i¢in
bagvurdum.
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14. Motivasyonum beraber olacagim insanlardi. Sadece bizim tiniversitedeki
ogrencilere agik omasi dnemliydi. Pandemi donemde insanlarla tanigamamayi,
zaman gecirememeyi biiylik bir eksik olarak goriiyordum. Baska boliimlerden
arkadaglarimin programda olmasi, mezunlarin konusmalar yapacak olmasi
motivasyonumdu.

15. Benim mentorum benim boliimiimden mezun olmustu, benim de bdyle bir
mentora ihtiyacim vardi ¢iinkii ona 6zel sorularim vardi. Su an mentorum istedigim
zaman arayip soru sorabilecegim samimiyette bir insan ileride de bir sey konusmak
istersem danisabilirim. Baya bir samimiyet de olustu aslinda, arkadaslik da isin i¢ine
girmisti bir zaman sonra.

16. Benim aradigim sey hem samimiyet hem de bdyle ¢cekinmeden aklima gelen
sorulara cevap bulabilmekti. Her ikisini de kendi mentorluk yolculugumda
buldugumu diisiiniiyorum. Aklima ne takildiysa, sorabildim.

17. Mentorumla verimli ve iyi bir iligki kurmak istiyordum ¢iinkii o olmadan
karsinizda ¢ok profesyonel biri de olsa iyi ilerleyemeyebiliyor yani iyi iletisim
kurabilecegin birinin olmas1 benim icin de énemliydi.

18. Programin sagladig1 bazi egitimler ve etkinlikler vardi; 6rnegin, farkli dallarda
calisan insanlarin konugmalar1 olmustu. Bunlar benim i¢in giizel etkinliklerdi,
amacim bunlara katilip kendimi biraz daha gelistirmekti.

19. Programin basinda, programin isleyisinden bahsedilirken vaka ¢alismalari
olacagi, daha farkl etkinlikler olacag: hatta bu programi tamamlandiktan sonra
basar1 gostermis 40 kisinin dahil edilecegi daha ileri seviye bir program olacagindan
bahsedilmisti. Ne bu vaka ¢aligmalar1 ne de bu bahsettigim ekstra program
ger¢eklesmedi; sadece bunlarin devam ediyor olmasini isterdim, bu noktada
beklentilerim karsilanmadi diyebiliriz.

20. Bu siire¢ goniilliiliigii dayal: bir siireg, nasil desem bir beklentiyle bile gelmedim
diyebilirim. En basinda bir insan bile tanimis olmak beni ¢ok heyecanlandiriyor
clinkii diigiiniiyorum mesela bdyle bir insanla nerede tanigabilirdim, nasil boyle yakin
bir iliski kurabilirdim. Istedigim zaman arayabilecegim, bir sey sorabilecegim; bu
program olmasa gergekten imkansiz bence. Herkes bu vesileyle geldigi igin boyle bir
olanagimiz oldu ve bunu deneyimlemek de ¢ok giizel oldu.

21. Aslinda 6grenci oldugum zamanlarda boyle bir mentorluk programina dahil
olabilecegimi bilmiyordum ve zor bir siire¢ yasadim 5 sene boyunca. Hatta 1 sene
boyle hicbir dersi almadan sadece bir dersi bekleyerek, ¢ok psikolojisi iyi olmayan
karisik bir sene gecirdim. Bunun yaninda, b6liim olarak gilizeldik ama {iniversitenin
benim gdzlimde olan imajin1 sdylilyorum: hayatta kalmak i¢in bazi seyler yapmak
gerekiyor. Bilerek, giivenerek bir sey sormak kavramini ben tatmadim okurken.
Belki bunu bir seyleri olumlamadan yapan insanlarin 6grencilerle bulugsmasi giizel
olur diye diistindiim. Hani ben okudum, boliim de ¢ok kolaydi, ¢cok iyi isler yaptim
gibi olumlamalarin haricinde, gercekleri sdyleyen ya da ¢ok hizli baslangictan
sonuca atlamayan bir insan oldugumu diisiinerek aradaki o biitiin siireci de
dogruluguyla bir 6grenciye aktarabilecegimi diislindiigiim i¢in bu motivasyonla
bagvurdum.
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22. Ogrencilere moral vermek ve onlari karamsarliktan kurtarmak istemek, bunu ¢ok
istedim. Ben Bat1 Dilleri ve Edebiyat1 lisansin1 tamamladiktan sonra is goriismelerine
gittigimde kapilar yliziime ¢ok kapandi, ¢ok umutsuzluga kapildim. O zamanlar
okudugumuz boliim 6niimiizde ¢cok daha biiyiik bir bariyer olusturuyordu; Dil ve
Edebiyat bolimi mezunu olmak 2003 senesinde gergekten ¢ok biyik bir sorundu.
Ben bunun ¢ok sikintisin1 yasadim. Giiniimiizde bu ¢ok sikintili bir durum degil artik
yetkinlikler, beceriler, kisilerin potansiyelleri cok daha 6nemli ancak goyle bir
gbzlemim oluyor, 6grencilere baktigimda hala Tarih, Edebiyat, Felsefe gibi
boliimlerde okuyan 6grenciler, boliimlerinin kendilerine bir bariyer olusturacagina
dair tutum ve inang i¢indeler, kendi potansiyellerini ¢cok azimsiyorlar. Ben de aslinda
bu boliimlerde okumanin dnlerinde bir bariyer olmadigini ¢ok biiyiik avantajlar
barindirdigini onlara anlatabilmek i¢in gegtigim yollar1 anlatmak iizere bu programa
katildim. Temel motivasyonum 6grencilerin kendilerini azzimsamamalarini, onlarin
potansiyellerini fark etmelerini saglamak ve onlara umut olmak.

23. Ben tlniversiteyi kazandigim zaman sahip olmadigim bir imkani en azindan bu
donemki mezunlara saglayabilecek bir mecra artyordum, bu sebeple mentorluk
programina bagvurdum. Ben kii¢iik bir sehirde dogup biiyiidiim, ilk, orta ve lise
egitimimi orada gordiim. Universite i¢in biiyiik sehire gittigim zaman sinif
arkadaslarimin biiytik bir cogunlugunun aslinda biiyilik sehirlerden oldugunu, genelde
belirli bir kariyer sahibi insanlarin ¢ocuklar1 olduklarini ve dolayisiyla da mentorluk
ve kogluk gibi kavramlarda oncelikle aileden daha sonra da ailenin yakin ¢evresinden
bazi1 geribildirimler aldiklarini1 gérdiim. Benim bdyle bir imkanim yoktu; kendi
kariyerimi birazcik el yordamiyla olusturmaya gayret ettim. Bu da tabi ki belirli
maliyetlere ve yanilmalara sebep oluyor. 20’li yaslarin basindaki bir geng olarak
belirli konularda bilgi ve tecriiben ¢ok sinirli oluyor. Dolayisiyla o donemde kendi
yasadigim sorunlar1 gérerek bunu yeni nesiller yasamasin diye boyle bir mentorluk
programina bagvurmak istedim.

24. Mentorluk hizmeti almak isteyen kisi aslinda benden kendi deneyimlerimden
yola ¢ikarak yol gdstermemi bekliyor, bu ¢ok acik. Fakat ben su hataya diismemek
yoniinde kendimi motive etmistim: insanlara yol gosterebilirim ama bunu akil
vererek yapmayacagim, kendi yolunu gérmesine yardimci olacagim; bu yol bazen
balta girmemis orman gibi sarmagiklarla, dallarla falan ortiilii olabilir, orada kendine
bir yol agsin ve o yolda ilerlesin, 6§renilmis metotlarin haricinde bir seyler yaratsin
kendine ¢linkii insanlara hep bir seyler 6gretiliyor.

25. Okulu gok seven birisiyim, hem 6grenciyken hem de 6grenciligim bittikten sonra
sevmeye devam ettim. Bu sevmenin bir bedeli olarak tniversiteye geri vermek
Istiyorsunuz ve bunu yapabileceginiz belirli noktalar var. Birincisi, maddi olarak
destek verebilirsiniz, su an bunu yapabilecegimi diisiinmiiyorum heniiz o seviyede
degilim. ikincisi de manevi olarak, farkli platformlardan desteklemek olabilir. Diger
taraftan da hali hazirda mezun olmamis 6grencilere destek olarak, bir sekilde geri
verebilirsiniz liniversiteye diye diislinmiistiim. En temel motivasyonum okula geri
vermek ve bir seyler katmakti.

26. Mezun olali 14 y1l oldu, 10 yilda bir nesiller degisir hatta bu 5 yila indi, ilk

motivasyonum biraz jenerasyonu da yakalama, onlarin beklentileri, istekleri, arzulari
nedir bunu 6grenmekti.

113



27. 2012 senesinden beri mentorluk programinda yer aldigim i¢in agik¢ast her sene
bir talebe almak ve onunla 7-8 ayi birlikte gecirmek bende aligkanlik yaratti. Bu
konuda biraz yetkin oldugumu gordiim, 6grencilerle kurdugum iletisim agisindan,
onlarin birtakim sorunlarina yardimci olmak agisindan. Bu 6nemli bir
motivasyondu.

28. Ayn1 mentorluk programinda olanlarla daha fazla temas beklentim vardi, ama
onu ¢ok fazla saglayamadik; ben sadece bir programa katilabildim. Bunun tabi belirli
sebepleri olabilir; benim beklentim belki ayda bir falan bir araya gelerek
yapilabilecek ¢alismalar ve benimle birlikte mentorluk yapanlarla bir networking
imkanydi.

29. Eski sirketimde calisirken reverse mentoring programindaydim. Benden ¢ok daha
deneyimli bir kisiyle reverse mentoring yapiyorduk; bu imkanlari ilerisi i¢in
bulabilecegim bir grupla tanigma imkanini aslinda beklemistim. Bu noktada
beklentim karsilanmadi.

30. Mentorlar arasinda belirli bir oranda irtibat veyahut da Mezunlar Dernegi ile
tanigmak i¢in de bir firsat olarak diisiinmiistiim. Bazi etkinliklere katildim ama daha
¢ok genis katilimli ve dinleyici modunda oldugum etkinliklerdi; boyle bir baglanti
¢ok olmadi.

31. Diiriist olayim, somut bir beklentim yoktu, ama o geng insanlarla ¢ikacagim
yolculugun benim i¢in de ¢ok 6gretici olacagini hissediyordum. Yani bunun
menteeye bir seyler 6gretmek icin degil ama belki benim ondan bir seyler
Ogrenebilecegim bir siire¢ olabilecegini diisiindiim, bu bana heyecan verdi.

32. Benim programdan 6zel bir beklentim yoktu. Benim bir beklentim olmamasina
ragmen programin kendisi benim bir beklentim olsaydi da bunun 6tesine gegti.
Program ger¢ekten ¢ok giizel yapilandirilmis, emek harcanmis, hem iletisiminden
icerideki her seyin tasarlanmasina, kullanilan toolun kendisinden igerideki rehber
olabilecek noktalara, gelen videolara vs. programi ¢ok begendim. O anlamda
beklentilerimin Gtesine gegti aslinda bir beklentim olmamasina ragmen ama daha
Otesini de beklemezdim.

33. Programi tasarlarken amacimiz olabileceginin en iyisine ulasmakti, ama bu
hedefleri her zaman gergeklestiremiyoruz. Yaptigimiz ilk goriismelerde, sirketlerden
Tasarim Odakli Diistinmenin 6nemli oldugunu duyduk ve boyle bir programa
ogrencilerin katildigin1 gérmek faydali olur diye diisiiniiyorduk. Yalniz,
olusturdugumuz programda partnerlerle de calisacagimiz i¢in birgok sirket
programin biit¢esini yiiksek buldu ya da zamanlamasini dogru bulmadi. Bazi
sirketlerde buna benzer programlari yaptiklari i¢in onlarla ¢akisabilecegini
sOylediler, dolayisiyla bunu gergeklestiremedik.

34. Etkinliklerin basarili oldugunu diisiiniiyorum; hatta siklastirilabilir. Farkli
departmanlardan insanlarin ¢agrilmasi benim hosuma gidiyor, etkinlik siireleri de
idealdi; daha uzun siireli olsaydi insanlar sikilird1 diye diisiiniiyorum. Bir saatlik
stireler giizel oldu, biz de soru sorarak aktif bir sekilde dahil olabiliyorduk.
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35. Kisisel gelisimimize dair baz1 etkinlikler yapildi. Ornek veriyorum, Fireside
Chatlerde bir mentor ya da mezun davet edildi, sorular hazirlandi. Farkli konularda,
dayaniklilik, empati temalar1 gibi, sohbetler olmustu. O sohbetler ¢ok degerliydi,
filtresiz bir sekilde sorular sorabildik, tavsiyeler alabildik.

36. Fireside Chat etkinlikleri giizel etkinliklerdi, yani bir konugsmacinin gelip
tecriibelerini dinlememiz keyifliydi. Bunun yaninda, bazen bazi noktalarda
konusmalarin ¢ok fazla kisisel gelisim alanina kaydigini diisiiniiyorum. O ylizden
bazen konu akisinda ¢ok da ilgimi ¢eken bir sey olmadigi kanisina vardim.

37.Benim hi¢ katilmadigim Fireside Chat etkinlikleri olmustu; alanin yetkilisi bir
insan konusma yapiyordu. Buna hi¢ katilmadim ¢iinkii ilgimi ¢cekmedi, hangi sorulari
soracagimi da bilmiyordum o konsepti kafamda pek oturtamadim.

38. Programin online egitimleri ve bizim grup igindeki ¢alismalarimizdan
memnundum ve sadece onlar1 tam anlamiyla yaptim. Ozellikle grup icerisinde
tartisma kismi ¢ok verimliydi bence ¢linkii insanlarla giinliik hayatta basic
buldugumuz bu konular {izerine ¢ok fazla konugmuyoruz; bunlara derinlemesine
inebilmek biraz da felsefi agidan giizel olabiliyor. Hem rahatlatic1 hem de kisisel
gelisimimiz adina faydali bence.

39. Mentorluk programinin sadece mentor-mentee iliskisinden ¢ikarilip yetkinlik
egitimlerinin de programa entegre edilmesi bence gayet giizel olmustu. Igerikler de
giizeldi; izlenilen videolar, daha sonrasinda diger menteelerle grup halinde bu
konular1 tartismamiz, hepimizin farkli ag¢ilardan baktigini1 gérmek benim i¢in faydali
oldu.

40. Mentee grubunun olusmasi giizel bir seydi, mentee grubunda aslinda en basta
daha ¢ok is yapiyorduk diyebilirim. Sonlara dogru is yapma oranimiz biraz azald,
belki herkesin final yogunlugu ya da ders yogunlugu arttig1 i¢in olabilir bilmiyorum.

41. Uglii galigma gruplariyla gériismemiz gerekiyordu ve onlarla gérevlerimiz
oluyordu, ama o tiglii grupta biz bir tiirlii koordine olamadik. Bir gorevi
tamamlamamiz gerekiyor ama bir tiirlii ortak zaman belirleyemiyoruz, tarih gegiyor,
bulusamiyoruz.

42. Calisma gruplar yeterince basarili olmadi, istedigimiz rakama ulasamadik.
Gorevleri tamamlayan kitle %20 gibi bir rakamdi. 280 mentee igerisinde 60 kisi tiim
asamalar1 tamamladi ve sertifika almaya hak kazandi. Bu beklentimizin altinda bir
rakam.

43. Programdaki mentee kominitesinde yer almistim; bir siire sonrasinda ¢alisma
hayatimdan dolay1 ¢ok devam ettiremedim. Oradaki 6zel ekip ¢cok degerliydi ¢iinkii
biz hala iletisimimizi siirdiiriiyoruz. Bu iletigimi stirdiiriilebilir kilmak, program
acisindan ¢ok degerli ki buradaki arkadaslarimin bir kismiyla simdi beraber
calistyoruz. Iletisimiz farkli boyutlarda da devam ediyor. O yiizden bunun ¢ok katma
degerli oldugunu hissediyorum.

44. Giiglii yan1 programin devamliligi olmasi, bir kopma s6z konusu olmadi. Bir
siireden sonra kimse programi birakmadi. Menteeler arasinda tiglii gériisme gruplari
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vardi, belirli siirelerde siirekli toplaniyorduk. Program etkinlikleri de belirli
zamanlarda tekrarlaniyordu ve program sonuna kadar devam etti.

45. Guglii yonlerinden bir tanesi ekip hep oradaydi; ben etkinliklere girip
cikiyordum, bazilarina katilamiyordum ama ekibin her zaman orada oldugunu
biliyordum. Yani bir sey sormak istesem, cevap alacagim biri oldugunu biliyordum.
[letisim i¢in paylasilan mail adresi de sik sik kontrol ediliyordu o noktada higbir
sorum havada kalmadi o bence gii¢lii bir yaniyda.

46. Ben gecen seneki mentorlarimla ¢ok az goriismiistiim. Birisiyle 2 kez digeriyle 3
kez goriismiistiik, ama bu seneki mentorumla siirekli goriistiik. Programin Mentorink
platformu uzerinden takip edilmesi ve gorevlerimizin olmasi programin
giiclendirilmis tarafiydi.

47. Yedi ay uzun bir zaman, konusulan ve yapilmak istenen belki ¢ok daha fazla sey
vardi ama gercek hayatta teori ve pratik her zaman yiizde yiiz eslesmiyor. Ama ben
sOyle bir doniip baktigimda, amacimiz deneyim ve iletisim paylasimini saglamakti ve
bunu basardigimizi diisiiniiyorum. Bu donem bir¢ok mentee ve mentorla tanigtim,
istedigim zaman bir sey sordugumda bir cevap alabilecegimi biliyorum. Bu anlamda
programin gii¢lii oldugunu diisliniiyorum.

48. Diger mentorlarla da gorlisebilme sansi, bir mentor degil de birka¢ mentorla,
baska alanlardan mezunlarla goriisebilme sanslarimiz artsa gilizel olurdu. Mentor
secimlerinde ¢esitlilik olabilirdi.

49. Program okula ¢ok duyurulmadi, daha ¢ok duyurulabilirdi. Mesela bir kuliip
etkinligine bile insanlar daha ¢ok gidebiliyorlar sosyal medya araciliiyla. Bizim
programda sadece Linkedin araciligiyla paylasimlar yapiliyordu. Belki
Instagram’dan ¢ok daha fazla yapilabilirdi, dgrencilerin daha yogun kullandig1 bir
platform oldugu igin.

50. Programdaki iletisim genel olarak iyiydi bence, giriste ¢ok giizel bir hos geldin
etkinligi vardi aralarda da yine warm-up tarzinda etkinlikler olabilirdi, ne
durumdayiz memnun muyuz gibi. Mentorlardan ayr1 olarak bir araya geliyoruz diyip
arada bir konusulabilirdi ne bekliyoruz, nasiliz; buna gére mentorlara feedback
verilebilirdi. Aralarda da yine en basta gordiigiimiiz ekibin tamamini1 gérdiiglimiiz
etkinlikler olsaydi, ekibe de daha ¢ok baglanabilirdik.

51. Bu sene mentorumla enerjilerimiz pek uyusmadi, mentorluk programinda belki
ilk ya da ikinci goriismeden sonra mentorlara menteelere tekrar bir eslesme isityorlar
mi diye sorabilirler.

52. Mentorlar i¢in konunun uzmanlarmnin dile getirdigi, ¢ok kisa hap seklinde verilen
egitimler vardi. Aslinda ben onlara egitim demiyorum, egitimden daha giizel
farkindalik seanslar1 diyeyim; onlar ¢ok kiymetliydi.

53. Gelen mesajlardaki baz1 egitimler vardi, baz1 materyaller vardi; onlara goz atma
imkanim oldu, yani zaman ayirip yapmaya g¢alistim. Bir de bir Cumartesi- Pazar
kocluk iizerine bir grup calismasi seklinde bir araya geldik; o da baya yogun bir
programdi. Yani hafta sonu iki giiniin de yarimsar giiniinii almisti; ben o etkinlikten
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Ozellikle memnun kaldim. Tiim mentorlara yarim giinliik kogluktaki gibi bir
mentorluk egitimi verilmesinin ¢ok faydali olacagini diisiiniiyorum.

54. Bize yonelik bazi etkinlikler vardi, kogluk konusunda mesela bir egitim oldu.
Ekstra baz1 yetkinlikler ile ilgili oncelikle bizleri egiten seyler oldu. Mentorluk
kasimizi gelistiren; mentorluk nedir ne degildir? gibi bir siirii bulugmalar oldu. Onun
disinda yetkinlik bazli goriismeler de oldu; ben hepsinde genel olarak ¢ok kiymetli
insanlarla tanismis oldum, ¢cok memnun oldum. Bu arada boyle bir beklentim yoktu
ama giizel bir network firsati da oldu. Mezunlarla ve bu isi yapan kisilerle, o anlamda
da bulusturan giizel bir etkinlikti bence.

55. Ben bir tane online etkinlige katildim, birlikte Zoom’da bir grup ¢aligmast
yapmistik. Zoom olmasinin getirdigi bir zorluk vardi, etkinligin i¢ine girebilmek,
halbuki sosyal ortamda olsa daha farkli olur birlikte bir sey paylasiyoruz ama
Zoom’da onu hissedemedim. Benim hissettigim bir yapaylik vardi, ¢ok verimli
gelmedi.

56. Bu seneki etkinliklerin hig¢birisine katilmadim, ama benim katilmayisimin ¢ok
bireysel bir nedeni var. Ben yaptigim is nedeniyle liderlik, kogluk, duygusal
farkindalik gibi egitimleri siirekli dinledigim ve buna maruz kaldigim i¢in bunlarin
disinda bir bilgi duyacagimi diistinmedim. Eger bu isi yapmiyor olsaydim katilirdim.

57. Ben mentorlarla ilgili egitimlere girmedim, ¢iinkii ben 9 senedir bu isi yaptigim
icin bir ihtiya¢ hissetmedim kendi adima. Tabi, yeni baglayanlar boyle seyleri ¢ok
istiyorlardi; onlar i¢in eminim yararli olmustur.

58. 1k bastaki mentorluk toplantisina katilmistim, onun disinda birkag tane
etkinligine denk gelmistim. Iyiydi, ama dedigim gibi biraz saat farkinin olmasi, biraz
da benim yogun bir donemime denk gelmesinden dolay1 hepsine katilamadim. Hepsi
de bana hitap etmiyordu; daha iyi olabilirdi belki.

59. Programin gii¢lii yonii dogru eslestirmelerdi. Menteeme ger¢ekten de bekledigi
mentorlugu verebildigimi diisliniiyorum, dolayisiyla bu nasil saglandi dogru bir
match making ile. Yani benim doldurdugum form birileri tarafindan
degerlendirilmis, otomatik bir siirece tabii tutulmamas.

60. Program siiresi, ayda bir goriismelerin olmasi, tek bir uygulama iizerinden takip
edilmesi bence gliclii yonleriydi. Daha sik olsaydi devam etmem zor olabilirdi.

61. Programin ¢ok diizenli ve yerinde bir iletisim yapis1 vardi; size gelen mesajlar,
bilgilendirmeler giizel bir rutindeydi. Baz1 seyler bazen bogabilir bazen de size
unutturabilir, programdaki tempo ve zamanlama giizeldi, igerikler kapsayiciydi, sizin
bir grup oldugunuzu hissettiriyordu.

62. Teknolojik anlamda ¢ok basarili buldum; giliniimiize entegre olabilmis bir
programdi. Her seyin bir arada yapilabildigi bir platform sunulmasi da giizeldi.
Program gidin zoom ile ya da telefondan konusun ya da yiiz yiize goriisiin, nasil
yaparsaniz demedi. O platformun saglanmis olmasi bence ¢ok kiymetliydi; hala ben
girdigimde bir siirii orada notlarim var menteem ile ilgili onlara bakabiliyorum.
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63. Programdaki ana yetkinlikler bence oldukca dogru belirlenmisti, programin
temelini oraya oturtmak da gii¢lii yonlerindendi. Ben mesela bu goriismelerdeki
iceriklerinden sirkette yaptigim mentorluklarda da faydalandim; bir yabancilik
olmadu. Is hayatinda gercekten temelde bizim aradigimiz yetkinlikler, bu
arkadaslarimiz da profesyonel hayata hazirlaniyorlarsa, akademik hayata
hazirlaniyorlarsa, belirlenen yetkinlikler bence ¢ok dogru belirlenmis.

64. Uygulama iizerinde ¢ok basit bir feedback sistemi vardi, sadece oranliyorsunuz
ve karsi tarafta direkt goriiyor. Ben diisiik puan versem, mentee bunu goriip ¢ok rahat
bir sekilde diger gorlismeye gelmeyebilir.

65. Igeriklerin hepsini tarayamadim ama bu tiir 6zellikle beceri igeren icerikleri yazili
sunmak cok yetersiz kalabiliyor. Ozellikle menteemin de ¢ok katilmadigini
biliyorum. Igerikler daha iyi kurgulanip biraz daha cazip hale getirilebilir miydi?
Katilim nasil tesvik edilebilirdi; bunlar soru isareti.

66. Programdaki dort egitim igerigi giizeldi, ama ¢ocuklarin tek ihtiyaglar1 bunlar
degil. Mesela 6zgiiven menteelerin ilk problemi aslinda, ya da zaman yonetimi ile
ilgili egitimlere ihtiyacglar1 var. Sabah kalkamiyor ¢ocuk, yetisemiyor oraya buraya.
Hani bdyle ufak seyler var daha c¢ok ihtiya¢ duyduklari, tabi ki o yetkinlikler de
Oonemli ama giinliik yasantilarinda yagsadiklar1 birtakim sorunlar var, igerikler biraz
daha bunlara yonelebilir.

67. Yetkinliklere yonelik icerikler biraz daha 6nden paylasilabilirdi, program daha
hazirlikli baglayabilirdi. Biraz geriden takip ettik; biz iceriklerden koptuk, kendimiz
yapmak zorunda kaldik.

68. Mentorluk programina katildigimi gosterebilecek bir sertifika yoktu, ya da bir
arkadasim bana program ile ilgili bir sey sorsaydi eger ¢ok net cevaplar veremezdim.
Ben de daha 6nceki mentorluk programlarini gérmemistim, bu y1l mail iizerinden
tesadiif eseri gordiim. Programi ben nasil duyurabilirim, bilmiyorum ama Linkedin
Uzerinden paylasmak benim i¢in ¢ok 6nemli ¢ilinkii birgok mezun arkadasimla oradan
da iletisim kuruyorum.

69. Acikcast hi¢ zorlanmadim. Hatta birgok etkinlik yapildi, hepsine katilamadim.
Keske katilabilseydim, ama o hayat dinamiklerinden dolay1 katilamadim. Programda
her sey bizim igin yapiliyordu ve ¢ok da sefkatle yaklasiliyordu, bir etkinlige
katilamadigim i¢in kendimi kotii de hissetmedim. Programin bende kalan hissiyatlar
hep olumlu ve pozitif duygular, bu programa her y1l katilmak istiyorum; su an dyle
bir motivasyonum var.

70. Grup goriismeleriydi kesinlikle. Arkadaslarimdan bir tanesi neredeyse
goriismelere hi¢ katilmama niyetindeydi; goriiselim dedikge evet olur diyordu.
Goriismelere igerikleri okumadan geliyordu; orada bastan okuyorduk. Diger kisi de
cok depresif bir insandi, o yiizden genel olarak konusmalarin enerjisini belirleyen
kisi bendim. Goriigme tarihini ayarlamak, gergcekten o enerji toplayip ortak bir
paydada bulusmak, grubu bir arada tutmaya ¢aligmak beni zorluyordu.
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71. Grup arkadaslarimla bir araya gelme siireglerini ayarlamak zordu. Dogru diizgiin
bulusamadik; saatlerimiz uymadi. Sonra goriistiik, ama sohbet gibiydi; bir sistem
yoktu.

72. Cok fazla yarim saat, bir saatlik etkinlikler oluyordu ve onlar1 programima
oturtmak kolay olmuyordu. Bir saatlik bir etkinlik belki vakit almiyor, ama saati
bana sorulmadan planlandigi i¢in hem okuyordum hem staj yapiyordum; bir yerde
onlar1 bir araya getirmek sorun oldu.

73. Etkinlikleri takip edemedim. Bazilariyla programim cakisti, bazilarinda nasil bir
sey yapacagimizi pek anlayamadigim icin katilamadim. O tarafta biraz zorlandim;
program saatlerine uyamadim, bir sikinti oldu.

74. Baz1 programlarda az katilim olmasi1 beni demotive ediyordu. Yani gelen isimler
cok kiymetliydi ama nasil desem insanlarin kamerasi kapali. Bu insan vakit ayirip
gelmis buraya, ve kameralar kapali hani hos degil bence. Orada sinerjiyi hissetmek
isterdim sanirim.

75. Benim icin program ¢ok verimli gecti ¢linkii mentorum benim sormam gereken
bir¢ok soruya cevap olabilecek bir kisiydi, yani bu deneyimleri daha dnce yasamis
bir insandi1. Hala onun verdigi tavsiyeler dogrultusunda kendi kariyer ya da egitim
planlarim i¢in adim atiyorum. Ayni zamanda, beni sahadan tanidig1 baska insanlarla
tanistirdi, onlara da sorular sorabilme imkanim oldu. Hem ufak ¢apl bir ¢evre
edinmis oldum hem de sorularima cevap bulmus oldum, bu agidan ¢ok etkiliydi
benim igin.

76. Benim mentorum gercekten cok iyiydi. Daha 6nce baz1 arkadaglarim benim
mentorumla staj yapmistt ve benim ger¢ekten tanigsmak istedigim bir insandi. Onunla
eslesmem ¢ok biiyiik bir sans oldu, ileride de iliskimizin devam edecegini
diisiiniiyorum.

77. Programin giizel yan1 programa katilan insanlardi. Etkinlikler diizgiin
ilerleyebiliyordu; herkes ayak uydurmaya calisiyordu. Benim gibi hisseden,
sorularina cevap arayan, bu programi kendini gelistirmek i¢in kullanan insanlar
vardi. Bir topluluk vardi ve bu topluluk i¢inde hep birlikte ayn1 seyi yapiyormusuz
gibi hissediyordum.

78. Arkadaslarla bir seyler paylagsmak ve birlikte akil yiiriitmek giizeldi. Hele ki
online donemde, kimseyle tanisamiyorsun; derslerde interaktif bir ortam yok. Zoom
etkinliklerinde, odalara boliinerek en azindan sohbet etme firsati bulmustuk; her
insandan bir seyler 6grendim, bu kism etkileydi bence.

79. Genel olarak bizimle ilgilenilmesinden hoslandim. Cok diisliniilmiis ve takip
edilen, gelisime agik bir programdi. Programdaki herkes geribildirime ¢ok agikti;
rahat hissettim programda.

80. Bize grup olarak verilen her bir gérevi tamamladiktan sonra bir rozet verildi;

hemen hepsini Linkedin profilime ekledim. Programin sonunda basariyla tamamlama
sertifikasi1 verildi; bunlar giizel seylerdi bence.
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81. Mailler geliyordu; okunmadi da birakiyordum bunu sonrasinda okuyayim,
menteem ile paylasayim diye. Sonra o maili okuyamiyordum; bir hafta gegiyordu,
ben bunu yapamayacagim diyip to-do-listimden siliyordum. Bunun disinda
programin ekstra bir zorlugu yoktu, pandemi donemi olmasi ve yiizyiize
goriisememiz disinda.

82. Karsindakimi dinlerken, ge¢miste yasadigim zorluklar diisiinmek ve hala giiler
yuzlu takilmak zordu. Hani ger¢ekten benim de iiniversite hayatimin ilk baglarinda
yalniz hissettigim, ¢ok zorlandigim dénemler olmustu; program bana bunlari
hatirlatti. O noktada, goriigmeyi kapattiktan sonra diistindiiklerim beni biraz
zorluyordu.

83. Ilk goriismelerde biraz zorlandim, sonugta bir nesil farki var, 15 yila yakin
nerdeyse. ilk basta birbirimizi gézlemledigimiz durumlar oldu, kars tarafin
beklentileri, hangi konular ilgisini ¢eker, benim ona verecegim tavsiyeler acaba ona
uyar m1 uymaz mi. Bunlar birbirimizi tantyana kadar, baz1 durumlarda benim
tarafimdan ¢ok algilanmamis ya da benim sdylediklerim onun tarafindan
algilanmamis olabilir, ama daha sonra birbirimizi tanidik¢a biraz daha rayini oturdu.

84. Bir menteenin 6zel bir durumu vardi; mesela o durum ile ilgili konusurken
zorlantyordum. Tabi su var, bu tiir benim ¢ézemeyecegim seyleri Psikolojik Danigsma
Merkezi’ne yonlendirdigim menteeler oldu. Senin bu sorununu ben ¢ézemem; oraya
gidip bir rehberlik almalisin, bundan sonra ne yapacagina karar vermelisin seklinde.

85. Aradan gegen 20 yil1 asan siire tabi ki Tiirkiye’de ¢ok seyleri degistirdi.
Universite hala en iyi dgrencileri alan ve gercekten de ¢ok kaliteli bir egitim vererek
onlar1 hayata hazirlayan bir yer. Ama, ne yazik ki, bizim zamanlarimizdaki imkanlar1
Tiirkiye ¢ok fazla saglayamiyor artik. Bizim zamanimizda, tiniversiteden mezun
olmak ¢ok daha kiymetli bir seydi, su an da degil. Bu da siyasi genel konjonktiir,
okumaya, ilime ve bilime olan genel yaklagimin neden oldugu bir durum. Onu ¢ok
somut olarak hissettigim anlarda biraz zorlandigimi hissettim.

86. Beni zorlayan higbir kisim olmadi; pandemi ile birlikte daha da kolay oldu.
Onceden isten ge¢ citkmama ragmen, ayda bir veya iki kere yiiz yiize goriismek igin
bir yere gidiyordum. Menteemle oturuyorduk; yemek yiyorduk. Hakikaten is
yorgunlugu tizerine vakit ayiriyordum, en biiylik zorluk oydu, o da ¢oziildii.

87. Ben oldukg¢a seyahat eden biriyim. Aslinda programa girme motivasyonlarimdan
biri de pandemi doneminde daha fazla vakit ayirabilecek olmamdi. Bildigim
kadariyla, 6nceden de Mezunlar Dernegi’nin Mentorluk Programi vardi, katilamama
nedenim ¢ok zaman ayiramam diye diisiiniiyordum. Ilk basta pandemi biterse acaba
o bagladigimiz sey yarida kesilir mi ¢ekincesi vardi. Hafta sonlar1 o donem hep
evlerde olunca bir problem olmadi.

88. Benim i¢in pozitif deneyimi, tiniversiteden, ayni boliimden, farkl bir
jenerasyondan birisiyle sohbet etmekti. Universiteyle bir sekilde yakindan iletisim

kurmaya devam etmis gibi hissediyordum.

89. Ben ilk defa formal bir mentorluk yapiyorum; platformda benim gibi ilk defa
mentorluk yapanlar i¢in yol yordam gdsteren igerikler vardi. O noktada yeterli bir
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destek vardi diye diisiinliyorum. Program ekonomi boliimiinden bir eslestirme yapti;
bu beni iliski kurmakta rahatlatti, daha kolay oldu.

90. Ben her seans sonrasinda gok farkli bir rahatlama hissediyordum. Ilk kez
yapilandirilmis bir sekilde tecriibemi birine aktardigimi diisliniiyorum, pargalanmis,
seanslara boliinmiis sekilde, ¢iinkii daha 6ncesindeki mentorluk tecriibelerim
yapilandirilmis degildi. Iste miinferit olarak geliyor, birkac sey anlatiyorsun ve yani
ne kadarini aktarabilirsin belki aktarmak istediginin onda birini aktiriyorsun. Ama
simdi Ooyle olmadi, ben o yastaki bir arkadagimizin anlayabilecegini diisiindiigiim
kadarinin hepsini aktardigimi diigiiniiyorum, yani en azindan tiim konu bagliklarin
aktardim.

91. Programda bir siirii tatli insanla tanistim. Insanlar zaten ¢ok yapici, pozitif, giiler
yiizlli, ortam da ¢ok besleyici ve rahat bir sekilde kendini ortaya koyabildigin bir
ortamd1. Dolayisiyla, egitmenlerin ve programdaki her bir kisinin hakkini teslim
etmek lazim; onlar da insana bu alani acan, insan1 rahat hissettiren kisilerdi.

92. Bizim programda en fazla karsilastigimiz ve ¢6zmeye calistigimiz zorluk,
programa mali kaynak olusturabilmekti. Bunun i¢in ¢ok caba sarfettik; onu
olusturabilmek bir¢ok noktada bizi rahatlatacakti.

93. Bu programi ilk defa yaptik ve ¢ok biiyiik belirsizlikler vardi; devamli bir
deneme yapiyorduk. Herbir ¢alismanin farkli zorluklari vardi; bir yontem olusturmak
ve onlarin takibi, ikincisi de etkilesimi korumak ve arttirmak, yasadigimiz
zorluklardi.

94. Benim i¢in en biiyiik tatmin noktasi planladigimiz bir seyi tamamina
erdirebilmek. Ben gergekten diinya standartlarinda ve 6rnek bir program bir program
olusturdugumuzu diisiiniiyorum. Mentorlardan ve menteelerden gelisim i¢in ¢cok
fazla geribildirim aldik, ama hepsinden gercekten iyi bir program yarattigimizin
geribildirimini de aldik.

95. Bireysel olarak da 6grencilerle goriistiiglim zaman, programin onlarda nasil bir
etki yarattigini fark ettim. Goniillii olarak bir¢cok ¢alismaya da katildilar ve degerli
oldugunu bize hissettirdiler. Hem network de olusturdum ¢iinkii bir¢ok insanla
tanistim, kendimi tanitma firsat1 da buldum, bu da benim isim i¢in bir katki oldu.

96. Mentorum herkesi taniyordu, ¢ok iyi bir networku vardi ve her soruma iyi bir
cevabi vardi. O yiizden bu iliski beni ¢ok giiclii hissettirdi agikcast.

97. En azindan 6nemli bir karar vermek istedigim zaman, o karar1 verirken tek
basima hissetmiyorum ¢ok uzun bir siiredir ¢ilinkii istedi§im zaman mentoruma
danisabilecegimi biliyordum.

98. Mentorumla kurdugum iliskinin bana fayda sagladigina kesinlikle inaniyorum.
Bir kere sunu fark ettim, benden daha 6nce mezun olmus bir insan ama benzer
stireclerden ge¢mis ve benzer zorluklar1 yasamis. Aa demek ki siire¢ boyleymis;
herkes i¢in boyle zorlayici olabiliyormus gibi kendimi sakinlestirdigim noktalar oldu.
Mentorum, “Tamam yapabilirsin, zaten bir¢ok seyi yapiyorsun.” diyerek bana
sakinlik kazandirdi.
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99. Ozellikle daha kiiciik yaslarimda, yolumu ¢ok aydinlatt1. Insanin kafas1 cok
karisik oluyor; ne yapacagini bilemiyorsun. Evet hepimizin bir potansiyeli var, ama
onu nasil dogru kullaniriz? Kariyer yolculuguma tam olarak nerede baglamaliyim?
Ne yapmaliyim? Yaptigimiz sohbetler adim adim birikti, anlamlandi1 ve bir yapbozun
parcalar1 gibi birlesti.

100. Ben bu programa 3.siifta katildim ve programa katilmadan once kafam ¢ok
karigikti. Ben tam olarak ne istiyorum, istedigim meslege uygun muyum, uygunsam
nasil adimlar atmam lazim, kimlerle iletisim kurmam lazim, nelere ¢alismam lazim
gibi bir siirli soru vardi aklimda. Mentorluk programi sonrasinda ¢ok netlestim, karar
vermem agisindan ¢ok faydali oldu.

101. Giiglii yonlerimi ve eksik oldugum yonlerimi kesfetmeme baya yardimci oldu.
Iletisim konusunda da &yle mesleki anlaminda da dyle.

102. Benim hayatima katkisi, yaptigim seyleri mentoruma anlatarak aslinda neler
yaptigimi kendim gozlemlemis oldum, bu ay neler yaptim, ilerisi i¢in neler yaptim,
yaptigim seyler benim i¢in ne kadar dnemli ya da ne kadar bos vakit gecirdim,
bunlar1 gérme firsatim oldu.

103. Benim 1iyi bir sirkete bir staj bagvurum olmustu ve slire¢ kot gecti. Yani
istedigim gibi ge¢medi; o noktada kendime kotii davranmamam, ben basarisizim su
an bagaramadim, gelecekte basaramayacagim dememem noktasinda siireci daha 1yi
yonetmemi sagladi mentorum. Yanimda, arkamda birisinin oldugunu hissetmek ¢ok
giizeldi. Senden 10 yas bliylik, deneyimli tecriibeli bir isim, tamamen sana
odaklanmis durumda. Yapabilirsin bunu, benim de bdyle bir tecrilbbem olmustu diyor.
O noktada bence ¢ok 6nemli bir deger, ¢cok destekleyiciydi.

104. Bir kere farkli bir perspektif katt1 diyebilirim. Ben vaktinde bir girisimde
calistyordum, orada yasadiklarimi da mentorumla paylagiyordum. O da belki ilk
basta kurumsalda baslamak daha iyi olabilir, ¢linkli kurumsalda baslayinca girisime
tekrar kolayca gecebilirsin. Ama girisimde ¢ok vakit harcarsan, kurumsala tekrar
uyum saglamak zor olabilir, kurumsali deneyebilirsin demisti; bu benim igin bir
ogretiydi.

105. Cok isterdim. Ben insanlarla konugsmay1, yardimei olmayi ¢ok sevdigim igin
hayallerimden biri. Boyle bir noktaya geleyim, ben de bu programa katilayim. Ciinkii
bu siiregte 6grencilerin ¢cok kafa karisiklig1 olabiliyor; kimlerle konugmasi gerektigi,
neyi sormasi gerektigini bilmeyebiliyorlar. O donemde 151k tutacak bir insan
gergekten ilag gibi geliyor ve ayni konumda olabilmeyi, birinin elinden tutup
yardimci olabilmeyi ¢ok isterim. Ayni zamanda iiniversite biinyesinde bunu
yapabiliyor olmak, niversitenin hayatindaki yerimi korumak agisindan 6énemli
benim igin, o ylizden bunu ¢ok istiyorum.

106. Hayatimdaki motivasyonlarimdan biri de insanlara inancin ve ¢abanin giiciinii
gosterebilmek. Topluma ve insanlara her daim faydali olabilmek, bir kiigiik 151k

yakabilmek. Hayat birilerine faydasi olmayacaksam bos.

107. Tabi ki, bu soruya ¢ok net bir sekilde evet diyorum ¢iinkii lisedeyken de hatta
belki ortaokuldayken de kendi karakterime ait oldugunu diisiindiigim bir sey. Ne
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alirsam onun kat ve kat fazlasini geri vermeye yonelen bir insanim, o yiizden
mentorumdan aldigim seyleri, belirli bir zaman is tecriibesi edindikten sonra,
kendime saklamay1 hi¢ sevmem; aktarabildigim kadar ¢cok insana aktarmaya
caligirim, o yiizden kesinlikle mentor olmak isterim ilerleyen zamanlarda.

108. Ben siirekli 6neriyorum; zaten bu programin promoterligini yapiyor gibiyim.
Biitiin yakin ¢evremdeki arkadaglarima sdyliiyorum ve programi duymamis insanlari
gordiikce inanamiyorum. Herkesin katilmak isteyecegi, ¢ok iyi bir program; ev
arkadasima, ¢evremdeki biitiin katilmayan arkadaglarima 6neriyorum.

109. Coktan tavsiye ettim hatta o kadar ¢ok kisiye ettim ki. Bazi insanlar online
egitim doneminden dolay1 ¢ok koptular, nasil desem okuldan, derslerden koptular.
Bazen “Ben su an ne yapacagim? Yeniden baslamak istiyorum.” diyenler de oluyor.
Ben de nagizane sunu sdyledim, bence mentorluk programina bagvurun; bir mentor
cok 1yi oluyor, ¢ok iyi hissettiriyor. En azindan bilinmeyen adaya yolculuk gibi
olmuyor. Belirli bir rota oluyor, etraf ¢ok sisli degil, hani bilinmeze dogru
gitmiyoruz.

110. Evet, aslinda ben su anda da tavsiye ediyorum arkadaslarima. Programi hala
bilmeyenler var ve onlara da sdyliiyorum. Her tiirlii faydali bir program; eslestirme
yanlis olsa bile degistirme imkan1 da var. Bunun disinda gontilliiliik amacl yapilan
bir mentorluk; kimsenin bir kar beklentisi yok. Giizel bir network sagliyor, kesinlikle
faydalanilmasi gereken bir program diye diisiinliyorum.

111. Tabi ki, ben program ilk basladigi zaman da ¢ok fazla arkadagima tavsiye
etmistim. Benim etrafimdaki insanlarin bir¢ogu programi bilmiyor, bunun sebebinin
okul maillerini kontrol etmemek oldugunu diisliniiyorum. Ben okul maillerimi
kontrol eden bir insanim ve bdyle bir programin oldugunu ilk defa okul maili
sonucunda 6grenmistim, o yiizden programdan haberdar olmayan herkese tavsiye
ediyor olacagim.

112. Kendi hayatima direkt olarak bir etki olusturdu mu bilmiyorum. Birisine yol
gostermis olma diislincesi, en azindan belirli konularda belirli meseleleri daha rahat
halledebilecegini bilmek benim ¢ok hosuma gitmisti. Bir kisinin hayatina dokunmus
olmak o anlamda duygusal bir tatmin veriyor.

113. Keyif aldim ve mutlu oldum; menteem ile diyalogumu devam ettiririm diye
diisiinliyorum. Giizel bir kazang, genclerle olmak keyifli bir sey, size dinamik
olmaniz igin bir neden sunuyorlar. Bir de birlikte sorgulamak, sorgulayan yeni
beyinlerle karsilasmak ¢ok keyifli. Uzun zamandir kafamda olan bir seyi bir kere
yapmis olmanin giizelligi var; yine yapmak isterim.

114. Doyum aldigimi hissediyorum; birisine katki saglayabilmek bana da doyum
sagladi, ama ben kimdim kime doniistiim diye diisiiniirsem net olarak
sOyleyebilecegim bir sey yok galiba. Ama sunu fark ettim ki birilerine katki
saglamak beni ¢cok besleyen, biiyliten ve mutlu eden bir sey.

115. Ben ¢alisma hayatimda ¢ogunlukla kendi jenerasyonumda insanlarla ¢aligtim,

ozellikle de yonetim kadrosuna ¢iktiginda, arada hep bir mesafe oluyordu; yani
sirkete geng insanlar geliyor ama sen onlarla direkt temasta degilsin. Onlarin
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beklentilerini, arzularini, hayallerini, yasam tarzlarini géremiyorsun. Bire bir
konusma imkan1 olmuyor. Bu mentorluk iligkisi bana zamanin nasil degismis
oldugunu, toplumsal yapinin nereye evirildigini fark ettirdi.

116. Geng arkadaglar her zaman bir rehberlik verme ve yon goésterme istegim
olmustu; kendimi hep bu konuda sorumlu hissetmistim. Ancak, araya nesiller
girdikc¢e bagin kopmaya bagliyor. Yani o yeni nesillerin neler ¢ektigini, neler
yasadigini ve ne gibi dnceliklerinin oldugu artik anlayamayabiliyorsun. Mesela
2005-2006 y1linda 4-5 senelik bir kariyerle gelmis, yeni mezun bir arkadasa ¢ok
rahat tlyolar verebiliyorsun; o senden sadece 4-5 yas kiiciik birisi. Ama 21- 22 yaglik
bir fark geldigi zaman artik gapler olusmaya basliyor, o gapleri doldurma anlaminda
iyi oldu benim i¢in. Daha farkli bir farkindalik kazandim.

117. Ben ¢ok soru sorarim, ama her soruyu ger¢ekten sormali miyim’1 diisiindiirdii.
Proje bazli ¢calistigim ve takim yonettigim i¢in takimi stirekli motive etmek ve lead
etmek zorundayim. Belki biitiin takim liderleri bir yerde mentor oluyor, sorular
sorarak motive ediyor. Benden daha kiiciik yastaki birinin hedefleri ve hayatinda
olan konularla ilgili sorular sormaya baslayinca, ¢cok daha nis alanlara deginip
sorularin kalitesini fark ettim. Bu noktada, herhangi bir tartisma aninda ya da
herhangi bir toplulugu yénetme anlaminda soracagim sorularin kalitesinde degisiklik
yaratti. Sakinlik ve stabile anlaminda, 1 saat boyunca nasil bir konu olursa olsun her
zaman pozitif ruh hali ile stabil giden bir goriisme yapmam gerektigini
diisiinliyorum. Bu da is hayatindaki tansiyonun ¢ok degisken oldugu, dinamiklerin
cok farkli oldugu toplantilarla hi¢ 6rtiismiiyor; belki de bu benim hayatimdaki
tansiyonu biraz dindirmis olabilir.

118. Is hayatimda yeni aldigimiz arkadaslar oluyor, mentee arkadasimla ayn1 yasta
kisiler. Miilakatlar sirasinda onlar1 rahatlatma, yakinlasma ve dogru sorular1 daha
uygun bulmak adina ciddi anlamda pozitif bir etkisi oldu. Sirkette bizim proje
ogrencilerimiz oluyor, onlarla olan goriismeler ve diyaloglarda oldukga faydali oldu.
Asag yukar1 ayn yasta olduklari i¢in onlarin da nasil bir beklenti igerisinde
olduklarini anlamam yoniinden katkist oldu.

119. Benim ilk menteelerim ¢ocuklarim, ilk onlarla bagladim. Bana mentorlugu birak
deseniz zorlanirim agikgasi, bir de sirketle pekistirdigim i¢in hem isimde hem bu
yaptigimiz egitim mentorlugunda. Insan iliskileri agisinda tabi ki katkis1 oluyor.
Ozellikle kendi ¢ocuklarimin kariyer segimlerinde, okul se¢imlerinde yardimci oldu.

120. Beyaz yaka olmak sart degil, master yapip akademisyen olmak sart degil. Sen
tshirt de tasarlayabilirsin, yurtdisinda da gezedebilirsin; bunlari konugsmak kendim
icin de kesfetmek ve diistinmek icin firsat oluyor. Mentorluk programi olmasaydi
olmaz miydi1? Zor bir cevap, bliyiik ihtimalle olmazdi.

121. Programa katildigim icin ¢ok iyi ki katilmisim diyorum. Tesadiif eseri ya da
kolektif bir tutum var is diinyasinda, sirketlerde de mentorluk programlari es zamanlh
olarak basladi1 ve bana bunlarla ilgili talepler de geliyor. Bir is talebi geldiginde
buradaki deneyimlerimden de istifade ediyorum, kendi kariyerime de bir faydasi var.

122. Kendi menteemde gordiigiim gelismeleri baskalarinda da gérmek isteme
diisiincesi devam etmek isteme nedenim olabilir. Eger ki basarisiz bir tecriibe
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olsaydi, devam etmek istemeyebilirdim; vakit kaybi1 olarak gérebilirdim ¢lnki
zaman bulmak her zaman o kadar kolay olmuyor.

123. Kesinlikle isterim. Birincisi, birisinin hayatina dokunmak ve bir iz birakmak
cok keyifli bir sey. ikincisi, benim de 6grendigim bir siireg; iiciinciisii benim i¢in
Oonemli bir sey ¢linkii okulumla dayanisma halinde hissediyorum, benim i¢in bazi
degerleri yasatiyor dolayisiyla o anlamda da kiymetli.

124. Benim is sorumluluklarim itibariyle, 6zellikle pandemi ortadan kalkarsa ve
bundan sonraki siiregte de zaman yaratma firsatin1 gérecek olursam, énimuizdeki
dénemde devam etmek istiyorum.

125. Cok agik konusayim: kendilerini ve kendi egolarini hayatinin merkezine
koymus insanlar gelmesin. Karsisindakini dinleyen, onun ihtiyag¢larini anlamaya
hazir insanlar gelsin. O yiizden boyle mezunlara tavsiye ederim; katilsinlar katma
deger yaratirlar, digerleri uzak dursun.

126. Oneririm ama her mezuna dnermem. Programa gelis amaci 6grenciye umut
vermek, giiclendirmekse, o zaman evet, 6neririm. Su ana kadar kimseye onerdigim
olmadi ¢iinkii bu 6neriyle, ikna ile olacak bir sey degil. Mentorlugu zaten isteyen,
gonil veren kendisi goniillii olur diye diigtinliyorum.

127. Cogu insana 6neriyorum, ama ¢ok biiylik ¢ekinceleri var insanlarin. Daha once
yapmadiklari i¢in ne yapacaklarini bilmiyorlar. Belki yenilere farkli bir egitim
verilebilir, cesaretlendirmek adina iste ne yapmasi gerekiyor, nasil ilerlenmeli diye
daha kapsayic1 bir sey.
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