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Mentoring expectations, activities, and support in Canadian college and 
university libraries were investigated by surveying 332 recent MLIS gradu-
ates, practicing academic librarians, and library administrators. Findings 
indicate that the presence of a mentoring program will help attract new 
librarians, retain them, and aid in restructuring efforts that are currently 
facing many academic libraries. Preferred mentoring activities include 
those belonging to psychosocial support, career guidance, and role 
modeling themes. Other results find that librarians who were mentored 
as new librarians, have more than 10 years of experience, and work in 
large academic institutions are significantly more likely to mentor others. 
Although currently not well-supported by academic administrators, this 
research shows that mentoring programs could be sustainable. Mentoring 
improves the professional experience for librarians who are more satisfied 
and engaged with their careers, which in turn benefits the organization 
with less turnover. Practical information from this research will guide aca-
demic library practitioners in current mentoring relationships, and library 
leaders can extrapolate results to support planning and implementation 
of mentoring programs. Implications for LIS education are also discussed.

entoring is an activity, whether formal or informal, that is frequently as-
sociated with many professional occupations, but what does it look like in 
Canadian academic libraries? Informal mentoring is an independent activity 
initiated by a mentor, the person who acts as a guide, adviser, and provider 

of support, or by a mentee, the person who receives guidance, advice, and support. 
In contrast, formal mentoring relationships are often those organized by administra-
tion with the expectation that both mentees and mentors will participate. The present 
research investigates how both formal and informal mentoring is operationalized in 
Canadian academic libraries, as well as specific characteristics of, and attitudes toward, 
mentoring. The present study focuses on Canadian colleges and universities, although 
the implications of this research may apply more broadly.
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Mentoring research in academic libraries includes numerous case studies, and 
the literature contains many practical guides, but there is a lack of research that ex-
plores mentoring programs, opportunities, and expectations in Canadian college and 
university libraries. Including college with university libraries is appealing because, 
although both are academic institutions, there is little research about college libraries 
or librarians around the globe, or in Canada specifically.1 A Canadian perspective on 
mentoring is an important extension of the 8Rs Study: The Future of Human Resources in 
Canadian Libraries from 2005, which, among other key elements, stresses the importance 
of recruitment, retention, and restructuring.2 In this current study, recruitment refers 
to an institution’s ability to attract qualified candidates, retention refers to keeping 
the librarian in the institution or position, and restructuring is the way in which an 
institution might reorganize personnel to address staff shortages and a lack of financial 
resources. The relationship between mentoring and these 3Rs is further investigated 
by addressing who is mentoring in Canadian college and university libraries, whether 
academic librarians expect to be mentored, the perceived importance of possible 
mentoring activities, and the degree to which mentoring is supported by library ad-
ministration. This is the first study to investigate these issues in Canadian academic 
libraries. The study objectives are explored through surveys of new graduates from 
an ALA-accredited master’s of library and information science (MLIS) program, pro-
fessional librarians (those holding a MLIS or equivalent), and library administrators 
(university librarians, deans, or administrative equivalents). 

Literature Review 
Much has been written on organizational mentoring as a tool for recruitment, reten-
tion, and restructuring. The focus here is on the benefits of mentoring, mentoring in 
academic libraries, and mentoring in Canadian libraries. Within the framework of aca-
demic libraries, mentoring is advantageous for new librarians entering the work force, 
as well as practicing librarians at different career stages, including those of leadership. 
The difference between formal and informal mentoring, and many other mentoring 
approaches, are acknowledged but not specifically addressed in this literature review 
(such as peer-to-peer; group; virtual). The current research does not favor one form 
of mentoring over another; rather, it addresses the underlying support that may be 
attributed to successful programs regardless of the form. 

Benefits of Mentoring
Mentoring offers established and proven best practices to enhance organizational and 
individual learning.3 Mentoring programs have proven to be one of the most signifi-
cant factors contributing to an individual’s career success, including promotion and 
retention.4 Benefits reported in Eby’s study of formal mentoring included personal 
gratification, learning, and developing relationships.5

Mentoring relationships are beneficial for all who participate. When comparing pro-
fessionals who were or were not mentored, Allen found that mentored professionals, or 
mentees, reported higher compensation, more promotions, and increased satisfaction 
with their career.6 These same professionals were also more likely to believe that they 
would advance in their careers. The act of mentoring was an indicator of career success 
for the mentors as well. In other work, Allen also found that professionals who mentored 
reported a higher level of satisfaction, higher current salaries, and more promotions than 
colleagues without mentoring experience.7 For new employees (the mentees), mentoring 
supports orientation and socialization, helps in fostering and adopting organizational 
goals and values, helps to shape positive attitudes, and can be used to demonstrate ef-
fective role modeling.8 Others have found that participation in future mentoring is based 
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on past experiences; and for mentoring to be successful, and hence a good experience, 
it must be managed to determine what makes it effective and satisfying.9

From an organizational perspective, Mathews found that the presence of mentoring 
programs in higher education is also beneficial in terms of making professionals feel 
more valued.10 This feeling of value is then translated into an increased commitment 
by the professionals and may reduce turnover in the organization. Mentoring also 
plays a role in transmitting and perpetuating the organization’s culture; and, when 
the culture of an organization is understood, individuals are more likely to succeed.

Finally, several articles cite the benefits for women in academia who participate 
in mentoring opportunities or program.11 Over fifteen years ago, Kirkland surveyed 
135 female directors of academic libraries and found mentoring to be one of the most 
highly ranked variables for career success.12 These findings are important for library 
workers in Canadian academic institutions because females traditionally account for 
a majority (70%–80%) of the workforce.13

Mentoring in Academic Libraries
Osif reviewed a variety of mentoring programs within academic libraries and beyond 
to itemize program similarities and differences.14 The differences outnumbered the 
similarities considerably. From the length of the mentoring program to what the 
mentoring participants were called, a “magic mentoring program that is appropriate 
for all libraries” was not evident. However, the positive outcomes associated with 
mentoring were evident; because of this, Osif urges the development of mentoring 
cultures within libraries. Recently, Shupe and Pung compiled a current and excellent 
review on mentoring as an important factor in librarian development.15 Culpepper’s 
work also reviews the literature on mentoring in academic libraries and highlights the 
benefits for both mentors and mentees framed around career guidance. She discusses 
the benefits of mentoring new librarians for successful integration into the institutional 
culture and the benefits for more experienced librarians when mentoring is available 
for support in leadership roles.16 

Most of the literature on mentoring in academic libraries is based on case studies 
or reviews concerning “how we did it at our institution or library.”17 Often, a case 
study focuses on a particular problem or need within a particular library. Specific 
problems include retaining librarians, or supporting librarians in the tenure and pro-
motion process. Retention rates for minority librarians have also been documented 
to be problematic because of issues of lower pay, lack of advancement, and being 
overlooked for important committees and projects.18 Olivas and Ma discovered that, 
on average, minority librarians who did not have a mentor, or failed to keep in contact 
with a mentor, rated job satisfaction quite low.19 In addition, many planned on leaving 
librarianship as a profession within the next five years. Conversely, minority librarians 
who had been mentored perceived many benefits, including greater job satisfaction, 
and improved promotion possibilities within the organization. 

Mentoring and New Librarians
Mentoring can play a role in the recruitment of the most qualified library candidates. 
The importance of a mentoring plan for new hires was discussed in a 2002 Associa-
tion of College and Research Libraries (ACRL) Task Force investigation.20 They found 
that newer professionals may be more influenced by not just salary, job duties, and 
professional development, but also mentoring. It may be the case that new librarians’ 
mentoring expectations are growing over time. Black and Leysen found that informal 
mentoring was important to 75 percent of the 122 new librarians working at the ARL 
libraries they surveyed and state that these mentoring programs are critical for the 
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transition from graduate school to new a career.21 Oud’s recent study of newly employed 
librarians at academic libraries in Canada found significant differences between expec-
tations prior to starting their job, and their actual work experiences.22 Most differences 
were about the organizational culture. To adjust to the culture of a new organization, 
Oud suggests using formal or informal training programs, and the assignment of a 
mentor or buddy as someone who can provide feedback, information, and support 
without judgment. Farmer, Stockham and Trussell commented on the importance of 
a mentoring program to “meet the needs of new employees and effectively impart the 
information and advice in a coordinated, ongoing process.”23 

It is understood that the successful transition from a library school graduate program 
to a practicing academic librarian requires a complex combination of skills.24 Knowing 
that a mentoring program is available for a new librarian may be appealing. As aca-
demic libraries try to attract the best graduates, highlighting mentoring programs to 
the applicants could only be beneficial, particularly when the literature demonstrates 
that this is what they expect.

Mentoring and Retention
Recruitment and retention of qualified academic librarians is a concern in many aca-
demic libraries. Successful recruitment and retention techniques were investigated 
at different stages of librarians’ careers at 69 member libraries of the Association of 
Research Libraries (ARL).25 The survey asked about a list of factors that seemed to have 
the most positive impact on retention of librarians at different stages of their careers. 
Although the most important factors for newer librarians were support for professional 
development (68%), position responsibilities and salary (46%), and benefits (42%), 
mentoring within the library (35%) was also considered to be an important retention 
factor. In contrast, mid-career, late-career, and management-level librarians did not 
see mentoring as advantageous, with response rates of 13 percent, 2 percent, and 2 
percent respectively. Although formal mentoring programs in libraries are widely 
recommended in the literature as a tool for increasing retention, Strothmann and Ohler 
recently found in their large survey of ARL librarians that mentoring was available to 
only 22 percent of their academic librarian respondents.26

A variety of mentoring programs have been created to help academic librarians meet 
the promotion and tenure requirements and ultimately to aid in the retention of those 
librarians. For example, the goals and principles of the mentoring program at Louisiana 
State University were formally designed to assist new librarians in meeting tenure.27 
This experiment was evaluated after one year to assess whether the program was meet-
ing its goals. It then was modified as necessary to increase the probability of continued 
success. A somewhat different approach was taken at Oakland University, where an 
informal mentoring program encouraged relationships among untenured librarians.28 
The untenured librarians meet to offer support and advice, without evaluation. When 
a librarian obtains tenure, he or she is dismissed from the group. Finally, a formal team 
mentoring model was reported at California State University, Long Beach. 29 This interest-
ing combination of mentoring, coaching, and training also includes a broader network 
of support for mentors and mentees, and the responsibility does not fall to one person 
but, rather, a group. In this team approach, mentoring is a mandatory service activity 
in which three senior librarians offer support, guidance, and training to new librarians. 

Mentoring and Leadership
Recently, Nixon has written about mentoring as a successful strategy for succession 
planning and restructuring.30 Due to retirements, primarily in leadership positions, 
she offers a “grow your own leaders” ideology that includes a mentoring program to 
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prepare leaders for future opportunities. For mid-career librarians, mentoring is often 
associated with leadership roles or the advancement to different positions in the orga-
nization.31 It should be noted, however, that not all librarians have a desire to advance 
to roles of managers or administrators; instead, they may be motivated by leadership 
opportunities for project planning and special assignments.32 Regardless, Hicks outlines 
problems that may arise when mentoring is used for developing.33 Some of these risks 
include inappropriate mentors and the problems dividing the role when your mentor 
is also your supervisor.34 Hicks stresses that mentoring must be used critically for it 
to be an effective tool and positively affect librarianship.

Regardless of whether the library mentoring was a formal or an informal program, 
or involved single or multiple mentors, when used critically, the benefits offset the 
problems for the participants and the organization. Benefits of mentoring are docu-
mented in terms of orientation to a new organization,35 as well as developing and 
enhancing careers.36 Specific benefits such as help with organizing and submitting a 
file for tenure and promotion are also significant.37 

Mentoring in Canadian Libraries
The mentoring literature focuses mainly on the American experience,38 with some 
examples from Australia,39 however, there is a lack of literature discussing the men-
toring experiences of librarians in Canadian academic libraries. Law detailed mentor-
ing programs at the University of Alberta in which three models of mentoring were 
developed to test whether there was an ideal model for their library.40 She concluded 
that there was not one perfect model, but several aspects of the three pilot projects had 
successful elements. The successful elements involved one-on-one collegial relation-
ships, a focus on understanding the academic community, and a shared understanding 
about the parameters of the mentoring relationship including time, outcomes, and 
confidentiality. Oud’s research, as mentioned previously, focused on new academic 
librarians at Canadian universities and addressed not only mentoring, but training and 
orientation programs as well. Although Oud’s study provides a valuable perspective on 
new librarians, it did not include a representation of librarians from a variety of career 
stages or those in college libraries, which are also objectives of the present research.

Finally, The Future of Human Resources in Canadian Libraries examined recruitment, 
retention, remuneration, reaccreditation, repatriation, rejuvenation, retirement, and 
restructuring in academic and public libraries across Canada.41 Restructuring and 
change in academic libraries is a constant. Easy access to organizational knowledge is 
fundamental in dynamic environments, such as libraries, that demand continuous ad-
aptation.42 However, the 8Rs study reported that only 10 percent of Canadian academic 
libraries have a succession plan to account for change in recruitment, development, and 
replacement of staff. Mentoring, in the current research, is also viewed as a potential 
and effective tool to support succession planning and restructuring. As such, mentoring 
participants act as facilitators to knowledge that needs to be passed on in times of change.

In summary, successful mentoring initiatives reveal positive outcomes for mentors, 
mentees, and the organization. Research and case studies have demonstrated a role 
for mentoring to solve issues within academic libraries such as recruitment, retention, 
and restructuring. The current research investigates these elements with respect to 
Canadian academic librarians.

Research Questions
The broad question concerning the current state of mentoring in Canadian academic 
libraries is addressed by focusing on the following research questions:

1.	 Who is mentoring in college and university libraries?
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2.	 Do academic librarians expect to be mentored?
3.	 What are the perceived important activities in a mentoring relationship?
4.	 Is mentoring supported by academic administration?

Methodology
Stratified, purposeful sampling was used to highlight mentoring in academic libraries. 
An online survey consisted of 15–30 questions depending on the respondent group 
(new MLIS graduates, practicing librarians, and administrators). The majority of the 
questions were close-ended, with ordered choices designed to capture expectations 
and experiences with library workplace mentoring, and the availability of mentor-
ing opportunities. Open-ended qualitative questions provided an opportunity for 
respondents to detail mentoring knowledge and experience not captured in other 
questions. Limited demographic data were also collected. The abbreviated surveys 
are presented in Appendix A.

Participants
Three distinct groups were targeted. One group consisted of recent MLIS graduates 
who are interested in academic library careers. A second group consisted of individuals 
who are currently employed as professional librarians at college or university libraries. 
Finally, one library director, dean, or head of libraries per institution was contacted 
for the third group.

Recent MLIS graduate students from a large Canadian library and information sci-
ence program made up the first group of participants. It was justified that including 
only recent graduates from one graduate program was adequate due to the nature of 
this particular program. Specifically, the master’s program may be completed in twelve 
months, and there is a co-op component that attracts hundreds of students per year 
from across the country. All practicing librarians, as well as directors, deans, or heads 
of Canadian academic libraries, were invited to participate.

Procedure
An invitation to participate was sent out in December 2010, with a reminder in January 
2011. A second group of MLIS students who graduated in spring 2011 was sent an invita-
tion to participate in May 2011. A $50 gift certificate to a Canadian bookseller was used 
as a participation incentive—one for the student group and one for the librarian group.

Results and Discussion
Twenty-three MLIS graduates, 292 academic librarians (43 college and 245 univer-
sity librarians), and 21 academic library administrators (7 college and 14 university) 
completed the survey. The response rates were 17 percent for college librarians and 
21 percent for university librarians, which are comparable to the response rates of 13 
percent for college administrators and 18 percent for university administrators. Re-
sponse rates for MLIS graduates could not be calculated, because it is unknown how 
many recent graduates were interested in academic librarianship but did not agree to 
participate. Note that sample sizes differ across the groups, due to differences in the 
populations of Canadian university and college academic librarians and administrators.

Survey data were analyzed using SPSS.

Demographic Information
Provincial, personal, and institutional demographics show Canada-wide participation. 
As presented in table 1, a cross-Canada representation was achieved. It can be noted 
that the number of participants in this study mirrors the distribution of universities 
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and colleges throughout Canada. For example, Ontario has the most college (n=15) and 
university (n=97) librarian respondents, reflecting the fact that the province of Ontario 
has the most colleges and universities. There were no respondents from Yukon or 
Nunavut, but there is also only a small number of postsecondary institutions in these 
regions. Specifically, there is only one recognized postsecondary institution in each: 
Yukon College and Nunavut Arctic College.

Respondents’ ages follow an expected trajectory (see figure 1). Recent graduates 
are the youngest respondents (n = 14 in 20–30 years old), whereas the majority of the 
administration groups’ respondents are over 51 years (n = 16). The academic librarians 

TABLE 1
Canadian Representation

Province College 
Librarians

University
Librarians

College  
Administrators

University  
Administrators

British Columbia 11 37 4 1
Alberta 7 41 1 1
Manitoba 2 10 1
Saskatchewan 13 1
Ontario 15 97 1 6
Quebec 1 15 1
New Brunswick 5
Nova Scotia 3 12 2
Newfoundland and 
Labrador

3 3 1

Prince Edward Island 1

Northwest Territories 1
Notes: Empty cells mean 0 respondents. There were no responses from Yukon or Nunavut.

FIGURE 1
Number of Respondents by Age 
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are represented across all age ranges, with 31–40 years being the most represented. 
Almost half (45%) of the librarian respondents across the colleges and universities are 
younger than 40. 

The number of years that the respondents have worked in an academic library varies 
considerably (see table 2). Approximately one third of the college and university librar-
ian respondents have worked in an academic library for five years or less, which may 
indicate that newer librarians were more likely to participate in this type of research 
survey due to the personal relevance of mentoring, or general interest in supporting 
colleagues in research endeavors. In the administration group, most respondents 
have been working in an academic library for more than 11 years. Furthermore, it is 
not surprising that more than half of the university administrators have more than 21 
years of experience. Also interesting to note here is that all of the library administrators 
have an MLIS or equivalent.

Interesting results for the recent graduates include their pre-MLIS degrees and 
library mentoring experiences. Most of the recent graduates entered their MLIS pro-
gram with a BA (66%), while 40 percent also have other graduate degrees, primarily 
in arts and social sciences. More than half stated that they had participated in, or had 
the opportunity to participate in, mentoring activities. These included some type of 
mentoring during co-operative work placement or work study, participation in job 
shadowing, or student mentoring activities.

Because of the anonymity of the study, responses cannot be grouped by, or identi-
fied with, a particular institution; rather, they portray characteristics of the respondent 
groups. The tables below highlight the size of the campus at which respondents work 
by listing the number of librarians employed at the institution (see table 3) and student 
enrollment (see table 4). College librarians and administrators represent small and 
medium-sized institutions. University librarians and administrators represent a wider 
range of institutional sizes. In addition, many of the respondents work at an institution 

TABLE 2
How Many Years Have You Worked in an Academic Library?

Years as Academic 
Librarian

College 
Librarians

University
Librarians

College  
Administrators

University  
Administrators

0–5 16 80 1 0
6–10 11 52 0 2
11–20 10 53 3 4
>21 5 53 3 8

TABLE 3
How Many Professional Librarians are Employed at Your Institution?

Number of  
Professional 
Librarians

College  
Librarians

(n=39)

University
Librarians 

(n=193)

College  
Administrators

(n=7)

University  
Administrators

(n=14)
1–5 (small) 39% 3% 57% 7%
6–20 (medium) 61% 29% 43% 35%
21–50 (large) 42% 42%
>50 (very large) 26% 14%
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with more than one library on campus (60% of the college librarians; 86% of college 
administrators; 77% of the university librarians; 71% of university administrators).

Mentoring Practices and Expectations
Mentoring practices and expectations vary among the groups. For example, 25 percent 
of college librarians, 34 percent of university librarians, 14 percent of college admin-
istrators, and 36 percent of university administrators indicated that they had received 
some type of mentoring when they began their career. Mentoring of some kind is oc-
curring in the libraries of 42 percent of the college librarian respondents and 29 percent 
of college administrators. In contrast, the libraries of 56 percent of university librarian 
respondents and 31 percent of university administrators had some type of mentoring 
program. This is broken down further in figure 2. Formal mentoring represents only 14 
percent and 15 percent of the programs reported by the college and university librarians. 
These figures are somewhat lower than the 22 percent reported for ARL librarians.43 

The characteristics of mentors were investigated to determine who is participating 
in mentoring programs within these libraries. Significant relationships exist between 
the following pairs of variables: having a mentoring program and student population, 
being a mentor and number of years as a librarian, and being a mentor and having 
been mentored in the past.

TABLE 4
How Many Students are Enrolled at Your Institution?

Number of
Students

College
Librarians

(n=41)

University
Librarians 

(n=202)

College
Administrators

(n=7)

University 
Administrators

(n=14)
Less than 5,000 26% 11% 57% 21%
5,000 to 10,000 39% 12% 43% 15%
10,000 to 20,000 19% 19% 21%
More than 20,000 16% 57% 43%

FIGURE 2
Does Your Library Have a Mentoring Program? 
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Table 5 shows a significant relationship between mentoring and student population, 
χ2(3) = 12.58, p < .007. The larger the institution, as measured by student population, 
the more likely it is that the library will have a mentoring program. Understandably, 
more opportunities for formal and informal mentoring may be available in larger 
institutions because these institutions have a greater number of librarians who are 
potentially available to participate. Furthermore, because it is likely that a large insti-
tution has more opportunities with new librarians in the system, mentoring may be 
viewed as more important.

Table 6 shows a significant relationship between librarians who mentor and the 
number of years that they have been academic librarians, χ2(3) = 23.51, p < .001. The 
longer a respondent has been a librarian, the more likely it is that he or she has been 
a mentor. More specifically, after ten years as an academic librarian, the likelihood 
of mentoring doubles. Those with fewer than 10 years were less likely (20%) to have 
mentored. While it makes sense that more experienced librarians are mentors, the low 
proportion of mentors among librarians with six to ten years of service is surprising.

Table 7 shows a significant relationship between having been mentored as a new 
librarian and mentoring others, χ2(1) = 5.96, p < .02. This suggests that librarians who 
were mentored are more likely to be a mentor. Hence, the sustainability of a mentoring 
program derives from the support it receives: if it is supported and there is participa-
tion, it will continue. This is similar to Olivas and Ma’s findings that minority librarians 
who had been mentored were the ones who now planned to mentor new librarians 
because of the benefits they had experienced as a mentee.44

Surprisingly, respondents who are currently librarians had very low mentoring 
expectations when they were new librarians. Of the respondents who did not have 
a mentor, only 28 percent of college and 16 percent of university librarians expected 

TABLE 5
Relationship Between Mentoring and Student Population

Number of Students
We Have a Mentoring Program

% YesYes No
<5,000 12 27 31%
5–10,000 22 23 49%
10–20,000 32 20 62%
>20,000 86 56 61%

TABLE 6
Librarians: Is Number of Years as Librarian Related To Mentoring?

Number of Years as 
Academic Librarian

I Am a Mentor
% YesYes No

0 to 5 13 82 14%
6 to 10 12 52 19%
11 to 20 27 37 42%
>21 23 34 40%
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to have a mentoring relationship when they began their library careers. None of the 
college or university administrators reported having this expectation. This is in stark 
contrast to 83 percent of the recent MLIS graduates who agreed with this statement: 
“Thinking about my future (or new) employment in an academic library, I expect mentoring to 
be available.” Clearly, expectations have changed, and new graduates expect formal or 
informal mentoring to be offered when they begin their career in an academic library. 
Hicks and Black agree, stating that mentoring programs are critical for successful 
transition from graduate school to new careers.45 

As previously reported, more than half of the recent graduates experienced some 
form of mentoring during their MLIS graduate careers. Their experiences as men-
tees may bias their expectations that this type of relationship will also be available 
when they begin work in academic libraries. Hence, consideration must be given to 
the expectations of new librarians, as they are indicators of long-term retention and 
organizational success.46

When asked “Who do you think would be appropriate mentors in an academic library?” 
and given a choice of potential candidates (see table 8), all groups except university 
administration view library colleagues as the best potential mentors. University ad-
ministrators seem to be noncommittal about recommending mentors. Generally, this 
reinforces the lack of support that mentoring programs receive by university admin-
istrators, further discussed in the mentoring support section below. It also supports 

TABLE 7
Librarians: Is There a Relationship Between Being Mentored and  

Being a Mentor?
I Was Mentored as a New 
Librarian

I Am a Mentor
% YesYes No

Yes 34 60 36%
No 42 145 22%

TABLE 8
Who Do You Think Would be Appropriate Mentors in an Academic Library? 

(Choose All That Apply)

Potential 
Mentors

Recent MLIS 
Grads
(n=23)

College  
Librarians

(n=43)

University  
Librarians

(n=245)

College  
Administrators

(n=7)

University  
Administrators

(n=14)
Library  
Colleague 96% 80% 84% 100% 43%

Supervisor 92% 57% 53% 86% 50%

Library  
Director/
Head

50% 57% 53% 86% 50%

Faculty 
Members 42% 25% 39% 43% 21%

University 
Librarian /
Dean

33% 30% 39% 57% 57%
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the notion that academic librarians view mentoring as something that should not 
include your supervisor. When supervisors act as mentors, there is an inescapable 
tension between the roles of mentor and evaluator.47 It is interesting then that recent 
graduates and college administrators would view supervisors as appropriate mentors. 
College administrators think that, along with supervisors, they themselves would be 
appropriate mentors. This may be because all of the college administrators are from 
smaller institutions (less than 10,000), with smaller staff sizes (less than 20), which 
limits the possible pool of mentors. Adding themselves to the mentoring relationship 
then increases the potential mentors at their institution.

Mentoring Activities
Mentoring activities can be described on two levels: those activities that benefit the 
individual and their professional development, and those that benefit the organiza-
tional goals of the library.48 Although the important mentoring activities detailed in this 
research focus mainly on the individual and his or her professional development, the 
outcome, as outlined in the literature review, would directly benefit the organization. 

All of the groups were surveyed to characterize their perceptions of what activi-
ties are important components of a mentoring relationship. Respondents were given 
a 5-point scale to rate the importance of each activity (1=not important; 2=somewhat 
important; 3=neutral; 4=important; 5=very important). If 70 percent or more of the 
respondents rated the activity as important or very important, then, for the purpose 
of this study, the activity was deemed to be a significant expectation in a mentoring 
relationship. Although this criterion is somewhat arbitrary, it serves the purpose of 
highlighting activities that the respondents supported.

The mentoring activities were divided into themes and adapted from library and 
nonlibrary literature.49 The five themes are career guidance, evaluation, academic ex-
pertise, psychosocial support, and role model. Open-ended responses (“I would also 
expect a mentor to…”) aided in framing the mentoring activities, also providing an 
opportunity for respondents to add mentoring activities that had not been included 
by the researchers. Table 9 displays the percentage of respondents who indicated that 
an activity was either important or very important, grouped by mentoring themes. 

Activity 1: Evaluation
“I do not view a mentor as an evaluator, but as a colleague who shares experiences and insights.” 
(Administrator Group)

Formal evaluation, judgment, or documentation of the mentoring relationship is 
not strongly considered to be important by any of the respondent groups. Although, 
somewhat surprisingly, 69 percent of recent graduates and 61 percent of college 
librarians view performance evaluation as important or very important, only about 
one-third or less of university librarians and administrators believe that evaluation 
should play a role in a mentoring relationship. Thus, the groups are somewhat split 
on this role of a mentor. Reporting to supervisors receives quite weak support, with 
less than 50 percent of each group indicating that it was important or very important. 
In fact, university administrators were strongly against this potential component of 
a mentoring relationship, being the lowest to support it at 7 percent. Without record 
keeping or reporting mechanisms, mentees may feel they have the ability to share 
and learn without judgment. Oud found that new librarians were looking for support 
without judgment.50 In contrast, the present results for recent graduates might indicate 
that they believe that a mentor should be in a position to evaluate their performance. 
These findings are similar to those in table 8, where 92 percent of the recent graduates 
reported that their supervisors would be appropriate mentors. 



Analyses of Mentoring Expectations, Activities, and Support  775

TABLE 9
Mentoring Activities

Mentoring 
Activity

Recent 
MLIS Grads 

(n=21)

College 
Librarians 

(n=43)

University 
Librarians 

(n=245)

College 
Administrators 

(n=7)

University 
Administrators 

(n=14)

Evaluation 

Evaluate  
performance

69% 61% 35% 43% 21%

Report to supervisor 
about relationship

43% 45% 15% 28% 7%

Academic Expertise 

Advise on prepara-
tion of promotion 
and tenure materials

83% 72% 80% 57% 72%

Act as a research 
resource

61% 65% 50% 58% 50%

Assist with grant 
writing

43% 42% 35% 14% 36%

Career Guidance 

Assist with  
networking

87% 90% 77% 86% 72%

Help with setting 
professional goals

83% 88% 78% 86% 57%

Career counseling 82% 79% 81% 47% 57%
Offer challenges 69% 75% 65% 86% 79%
Open doors for  
opportunities

56% 81% 65% 43% 64%

Psychosocial Support 

Provide candid 
feedback

100% 100% 98% 100% 86%

Show interest and 
listen to my profes-
sional concerns

92% 93% 96% 100% 93%

Help with orientation 
to library culture

96% 93% 91% 72% 79%

Provide  
encouragement

96% 95% 90% 86% 64%

Share library gossip 13% 5% 10% 0% 0%
Role Model

Act as professional 
role model

96% 100% 94% 86% 93%

Confidential  
communication

87% 98% 93% 86% 93%

Share own profes-
sional experiences

92% 93% 95% 86% 86%
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Activity 2: Academic Expertise
“Academic librarianship is not straightforward and a lot is expected of you. Any time devoted 
to the explanation of publishing expectations, special projects, promotion and tenure, is very 
welcome. It’s a complicated world and often new academic librarians are left to figure it out 
alone.” (Administrator Group)

Academic expertise consists of the set of proficiencies that a mentor gains throughout 
his or her academic library career, including knowledge from other educational and 
employment experiences. Except for advice on promotion and tenure materials, where 
all but college administrators view it as important or very important, the other activi-
ties were not viewed as important. The other activities with low rates of importance 
are these: 1) act as a research resource and 2) assist with grant writing.

As outlined in the literature review, mentoring programs were developed for librar-
ians to meet the research-related requirements to achieve tenure and promotion.51 It 
is reassuring to see then that almost all of the respondents agree that mentoring can 
play a role in the promotion and tenure process. 

The results are somewhat perplexing in regard to research and grant writing. These 
tasks are necessary elements for many academic librarians, and they may not be pre-
pared. Although librarian education is oriented toward professional rather than research 
practice, many library workers in Canadian colleges and universities work in a union-
ized environment of faculty associations with academic or research responsibilities. 
Traditionally, librarians have not been responsible for conducting original research, but 
currently 75 percent of Canadian university librarians are part of a faculty association 
in which some type of academic activity may be required.52 Notably, responses for the 
current study indicate that 88 percent of college and 89 percent of university librarians 
work under a collective agreement, with 63 percent and 97 percent, respectively, as part 
of a faculty association. Although college collective agreements may not have a tenure 
requirement, it is becoming standard for university libraries. It is surprising then that 
mentoring activities about academic expertise did not receive extremely high levels of 
support for the university librarian and administration groups in particular. As for new 
graduates, they too should understand the important role of academic responsibilities 
for successful recruitment and assimilation into an academic library.

There are many possibilities to account for a perceived lack of importance for research 
and grant writing. It might be due to the naiveté of a new librarian not knowing that he 
or she needs help with research or grant writing. Alternatively, there could be others 
who know they need guidance but do not consider their library colleagues capable of 
providing that guidance. Regarding funding opportunities, librarians may not consider 
applying for funding due to the time involved in the application procedure, the low 
success rates, or a lack of need of research funds for their type of research. However, 
as a new culture emerges for research librarians, there may be a shift beginning with 
recent graduates. It is possible that reverse mentoring may surface, in which newer 
librarians mentor experienced librarians about academic responsibilities that were not 
previously part of their job or their training.

Activity 3: Career Guidance
“I would want my mentor to share professional experiences… and to help me reflect critically 
on my own goals, career choices, and practices.” (Librarian Group)

Career Guidance includes the opportunities and support that the mentor provides 
for the mentee, through conversation, advice, and suggestions about their career. As 
seen in table 9, all respondents agree that assistance with networking is an important 
or very important activity. In fact, Culpepper refers to mentoring as the “ultimate in 
career training for many academic librarians.”53 Career counseling, although important 
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or very important for new graduates and librarians, is not seen as appropriate for ad-
ministrators. Arnold found that mentors had a significant impact on career decisions of 
newer librarians.54 For administrators, advising on careers may be viewed as a conflict 
when the outcome of career counseling may not benefit the organization.

Activity 4: Psychosocial Support
“A mentor should be someone I can trust to be non-judgmental and supportive.” (Recent 
MLIS Graduate Group)

Psychosocial support focuses on motivation and approval, which is constructive and 
nonjudgmental. The respondents viewed most of the psychosocial support elements 
as important or very important mentoring activities (see table 9). The activities viewed 
as important by all the respondent groups were: providing candid feedback, showing 
interest and listening to my professional concerns, and orienting to the library culture. 
Providing encouragement was not an important activity for the university administrator 
group. Perhaps the activity of providing encouragement was viewed as too personal 
for the university administrator group to support. In contrast, the same group viewed 
the activity show interest and listen to my professional concerns to be important. These 
activities being somewhat similar except for the “professional” provision, it is assumed 
that providing encouragement may be considered too familiar for administrators in 
their supervisory positions.

The overwhelming response to psychosocial activities is also reflected in Oud’s 
survey of new librarians who respond positively to support that helped them adjust 
to their workplace.55 Eby and Lockwood also report psychosocial support as one of the 
most commonly stated benefits of a formal corporate mentoring program.56 

Sharing library gossip is not seen as an important part of a mentoring relationship 
by any of the respondents. The researchers included this activity as an internal validity 
measure to ensure that the survey was answered in a critical manner. 

Activity 5: Role Model
“A mentor should provide real wisdom and insight regarding organizational or professional 
culture.” (Librarian Group)

As seen in table 9, all participants view role modeling as an important or very 
important part of successful mentoring. The role model theme allows the mentee to 
observe the mentor and learn from his or her actions, including observation of personal 
values at work and strategies used to address problems. Role modeling is an effec-
tive mentoring activity in many professions and is appropriate for new librarians, as 
well as for those looking for leadership or management training.57 For example, role 
ambiguity is a major concern for new librarians, and having a professional role model 
could help clarify these roles.58 

These five mentoring themes demonstrate that librarians have a preference for the 
activities that make up a mentoring program. Career guidance, psychosocial sup-
port, and role model themes include activities that are important or very important to 
librarians, while evaluation and academic expertise do not. Interestingly, researchers 
have found that the biggest differences between formal and informal mentoring are 
that the mentees report more career-related and psychosocial mentoring in informal 
than formal experiences.59 Similarly, Young and Perrewé examined mentoring rela-
tionships for positive outcomes and found that most relevant mentoring expectations 
also involved career-related and social support behaviors.60

Mentoring Support
Mentoring is one of the most powerful methods by which an organization’s future can be shaped61
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Mentoring expectations and preferred activities may be moot unless library admin-
istrators are willing to provide some type of support or acknowledgment of mentoring 
programs. It is unclear why less than 30 percent of both college and university adminis-
trator respondents have formal or informal mentoring programs at their institutions (see 
figure 2) when all of the college administrators and half of the university administrators 
agreed that mentoring would play a role in succession planning. Yet, predominantly, 
these programs do not exist. For the administrators who acknowledged a mentoring 
program (33%), the budget of the program was undefined, none, or a “time-only” cost. 
These results are consistent with Stevens and Streatfeild, who found that, in a group of 
new librarians, mentoring opportunities were important for retention, but mentoring 
support was negligible.62 Black and Leysen also reported that almost all administra-
tors felt that mentoring librarians, in this case entry-level librarians, to be a beneficial 
experience, but also thought the programs were onerous.63 

To develop an effective mentoring program, it is important to understand the poten-
tial drawbacks or risks perceived by administrators so these issues may be addressed. 
As seen in table 10, library administrators provide many reasons for the absence of 
a mentoring program that can be grouped by lack of opportunity, understanding, or 
resources. 

In general, the issues administrators have with mentoring are similar to issues that 
mentors and mentees have expressed in qualitative investigations of formal mentoring 
programs and anecdotal experiences.64 The most common issues reported were men-
tor/mentee mismatch, mentor neglect, and communication problems in the mentoring 
relationship. Hence the reasons, drawbacks, and risks should be seriously considered 
for all participants and the organization when developing a mentoring program. For 
example, a lack of mentoring opportunities because of remote locations may succeed 
with virtual mentoring.65 The lack of resources and understanding must be balanced 
with research findings that highlight benefits of succession planning and restructuring 
that may result due to effective mentoring.

TABLE 10
Administrators: Absence of Mentoring Programs  

(Reasons, Drawbacks and Risks)
Lack of Opportunity

Lack of turnover to necessitate mentoring.
Residing in a remote location translates into a lack of mentoring opportunities.

Lack of Resources
Lack of time as other priorities take precedent.
Mentoring is resource-intensive. 

Lack of Understanding
When librarians asked about current “needs” at feedback session, mentoring not 

mentioned.
Cannot agree on mentoring program details within the library system.
If it is an informal mentoring program, it may not be taken seriously.
It is problematic matching mentors with mentees.
Mentors may misguide mentees in unsuccessful directions.
It may be viewed as preferential treatment for those chosen to be mentors, who may 

then be favoured for advancement.
Mentoring requires a well-defined program with goals and outcomes. 
A formal mentoring program could run into Collective Agreement challenges.
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Limitations
Four limitations of the present research are noteworthy. First, informal mentoring 
relies on individuals, not administration for the mentoring relationship and, as such, 
administrators’ knowledge of this mentoring may be limited. Second, as mentioned 
previously, to maintain anonymity with survey responses, the researchers did not re-
quest the names of the institutions where the respondents work. Hence, findings are not 
mapped onto institutions, but individuals. Third, the MLIS recent graduates are from 
one institution’s graduate program. Expanding the survey to other Canadian MLIS-
granting institutions may have changed mentoring expectations for this population 
sample. Finally, due to language limitations, all participants are from English academic 
libraries in Canada. Regardless of these limitations, this research highlights important 
characteristics of mentoring activities and expectations in Canadian academic libraries.

Conclusions
This research is the first to offer a Canadian perspective on mentoring in academic 
libraries that demonstrates the value of encouraging a mentoring culture to address 
recruitment, retention, and restructuring issues. Patterns that emerge include expected 
and preferred mentoring activities that can be used to motivate mentoring programs.

The current research is the first to include college and university librarians and 
administrators. Although there were minimal differential patterns between these two 
groups, it is important to acknowledge both academic settings. The obvious differences 
may be due to the small size of the colleges at which these librarians and administra-
tors work. 

Also unique to this study are the groups that are surveyed about mentoring expec-
tations, activities, and support. The findings show that new graduates expect to be 
mentored, practicing librarians are available but not mentoring, and administration is 
at best hesitant about whether there should be mentoring programs at all. New MLIS 
graduates are driving the future of librarianship, and they expect mentoring to be avail-
able to them. Because academic library organizations want to recruit the most qualified 
candidates, offering a program that the candidates expect to be available is reasonable. 

Along with the mentoring expectations of recent graduates, additional results char-
acterize mentors in academic libraries. That is, librarians who were mentored as new 
librarians and librarians with more than ten years of experience in academic libraries 
have mentored others. Interestingly, the current demographics from this study portray 
many potential mentors. If administrators support the development of mentoring pro-
grams, the pattern of mentoring could be sustainable. Unfortunately, current programs 
are not supported, even though costs are negligible and all college administrators and 
half of the university administrators agree that some form of mentoring would aid in 
succession planning and restructuring in their libraries.

Previous research demonstrates that mentoring can play an important role through 
the career cycle of an academic librarian, and this work is no exception. Mentoring is 
often related to librarians at different career stages and needs to be recognized and 
examined within this context to be effective.66 Mentoring plays a role in recruiting and 
supporting new librarians, retaining current librarians with leadership and manage-
ment, and encouraging the transfer of essential knowledge and skills for succession 
planning necessary for future library restructuring. 

Implications for LIS Education
From the beginning of their graduate education, it is important that MLIS candidates 
learn about research expectations and what is required to succeed within an academic 
library setting. As Hicks states, “mentors can be invaluable in the life of a new profes-
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sional. MLIS programs teach new librarians the ins and outs of reference work, cata-
loguing, systems and even management basics. But they cannot prepare every student 
for every organizational culture that is out there.”67 The LIS education component 
would include addressing the research responsibilities that may be required when 
working under a collective agreement. As new librarians apply for jobs, they need to 
comprehend the scope of these responsibilities. During job interviews, they need to 
inquire about types of mentoring that would be available to support their transition 
to a new environment. 

Implications for Practice in Academic Libraries
As suggested in the 8Rs study, a successful mentoring program may attract new 
librarians, retain current librarians, and aid in the succession planning facing many 
institutions as librarians retire and library budgets shrink.68 This investigation into 
mentoring in academic libraries has brought a common understanding of important 
mentoring activities for Canadian academic libraries. While no claim is being made that 
these mentoring activities are definitive, this research demonstrates that recent MLIS 
graduates, practicing librarians, and administrators in college and university libraries 
find it valuable to engage in, or support, mentoring programs developed around career 
guidance, psychosocial support, and role model activities. It is important to reevalu-
ate how mentoring is framed and to include mentoring activities that are important 
to academic librarians from the start of their careers, through promotion and tenure 
processes, to support in a formal leadership role if desired. 
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Appendix A. Surveys for 1) Recent MLIS Graduates,
2) College and University Librarians, and 3) College and 
University Library Administrators

1) Recent MLIS Graduates
1.	 I am a recent MLIS graduate. Yes / No 
2.	 I am interested in working in an academic library. Yes / No
3.	 I have taken the following classes for my MLIS degree (please select all 

that apply):
TT Academic Libraries
TT Instructional Strategies for Information Professionals
TT Advanced Information Sources and Services
TT Collection Development
TT Legal Information Sources and Services
TT Managing Vendor Relations
TT Introduction to Collection Development Practices in Academic Libraries
TT GIS in Academic Libraries
TT Government Information 

4.	 As a graduate student in the MLIS program, I participated in the following 
activities in an academic library (please select all that apply):

TT Job shadowing
TT Library association student mentoring
TT Co-operative placement
TT Other, please specify: ______________________ 

5.	 I am currently employed in an academic library as a professional librarian. 
Yes / No

6.	 I am currently employed as a …
TT full-time professional librarian
TT part-time professional librarian
TT contract / term professional librarian
TT Other, please specify: ______________________ 

7.	 Thinking about my future employment in an academic library, I am ex-
pecting the following type of mentoring program to be available:

TT Formal mentoring—organized by administration, I would be expected 
to participate

TT Informal mentoring—I would independently seek someone out with 
more experience

TT I do not expect any type of mentoring program to be available
TT Other, please specify: ______________________ 

8.	 I think that the following people would be good mentors in my role as an 
academic librarian:

TT my supervisor
TT a library director
TT the university librarian / dean
TT faculty members within the institution
TT a library colleague from the same department
TT Other, please specify: ______________________
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9.	 I would expect a mentor to do the following (please rate the importance of 
each of these items): Very Important; Important; Neutral; Somewhat Important; 
Not at all Important; N/A
•	 provide career counseling
•	 keep our communications confidential
•	 act as a professional role model
•	 show interest and listen to me and listen to my professional concerns
•	 share library gossip
•	 open doors for opportunities
•	 provide encouragement
•	 offer challenges
•	 share their own professional experiences with me
•	 assist with grant writing
•	 provide knowledge of a discipline or subject area
•	 help with orientation to library culture
•	 advise on preparation of promotion and tenure materials
•	 evaluate my performance
•	 help with setting my professional goals
•	 provide candid feedback
•	 assist with networking
•	 report to supervisor on progress of our mentor / mentee relationship
•	 act as a research resource
 
I would also expect a mentor to (please describe):

10.	 I would expect these results from a mentoring relationship: Very Important; 
Important; Neutral; Somewhat Important; Not at all Important; N/A
•	 collaboration on a peer-reviewed publication
•	 collaboration on a conference presentation or poster
•	 more service opportunities (community, professional, university or college)
•	 exposure to new teaching methods / techniques
•	 support for job changes / promotions
•	 reduction of professional isolation
 
I would also expect the following from a mentoring relationship (please 
describe):

Demographics 
1.	 Gender

TT Male
TT Female

2.	 Age group
TT 20–25
TT 26–30
TT 31–40
TT 41–50
TT 51–60
TT 61 and over

3.	 Additional degrees completed (please specify degree):
TT Undergraduate (e.g. BA, BSc) ____________________________
TT Master’s (e.g. MA, MBA) ________________________________
TT Doctorate (include discipline) _ __________________________
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2) College and University Academic Librarians 
1.	 What best describes the institution at which you work?

TT College library
TT University library
TT Other, please specify: ______________________ 

2.	 How many students are enrolled at your institution?
TT Less than 5,000
TT 5,000 to 10,000
TT 10,000 to 20,000
TT Over 20,000 

3.	 How many professional librarians are employed by your institution (includ-
ing yourself, if appropriate)?

4.	 Does your institution have more than one library? Yes / No
5.	 If yes, how many libraries?
6.	 Does your institution have more than one campus? Yes / No
7.	 If yes, how many campuses?
8.	 Are the librarians at your institution covered by a collective agreement? Yes / No 

9.	 If yes, what best describes the collective agreement:
TT Faculty association
TT Professional-Managerial
TT Other, please specify: ______________________ 

10.	 What best describes your current employment status?
TT full-time professional librarian
TT part-time professional librarian
TT contract / term professional librarian
TT other (please describe): ______________________ 

11.	 Are you a mentor within your library or institution? Yes / No 

12.	 What best describes the type of mentoring in which you participate?
TT Formal mentoring—organized by administration / organization; as-

signed a mentee; expected to participate
TT Informal mentoring—someone with less experience has sought you out 

or you have sought them
TT Other, please specify: ______________________ 
TT Please use the space below to include additional comments about being 

a mentor.
13.	 Are you a mentor to a librarian outside of your library or institution? Yes / No
14.	 What best describes the type of mentoring outside your library or institution 

in which you participate?
TT Formal mentoring—organized by administration / organization; as-

signed a mentee; expected to participate
TT Informal mentoring—someone with less experience has sought you out 

or you have sought them
TT Other, please specify: ______________________

 
Please use the space below to include additional comments about being a 
mentor. 
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15.	 Who do you think would be appropriate mentors in an academic library 
(choose all that apply): 

TT supervisors
TT library directors
TT university librarian / dean
TT faculty members within the institution
TT library colleagues from the same department
TT other staff (please describe): ______________________ 

16.	 How important are the following items in a mentoring relationship (please 
rate the importance of each of these items)? Very Important; Important; 
Neutral; Somewhat Important; Not at all Important; N/A
•	 provide career counseling
•	 keep communications confidential
•	 act as a professional role model
•	 show interest and listen to professional concerns
•	 share library gossip
•	 open doors for opportunities
•	 provide encouragement
•	 offer challenges
•	 share professional experiences
•	 assist with grant writing
•	 provide knowledge of a discipline or subject area
•	 help with orientation to library culture
•	 advise on preparation of promotion and tenure materials
•	 evaluate performance
•	 help with setting professional goals
•	 provide candid feedback
•	 assist with networking
•	 report to supervisor on progress of mentor / mentee relationship
•	 act as a research resource
 
I would also expect a mentor to: (please describe):

17.	 When you began your career as a librarian, did you have a mentor? Yes / 
No

18.	 If you did not have a mentor, did you expect to have one? Yes / No 

19.	 As a mentee, how important are the following items in a mentoring rela-
tionship? Very Important; Important; Neutral; Somewhat Important; Not at 
all Important; N/A
•	 collaboration on a peer-reviewed publication
•	 collaboration on a conference presentation or poster
•	 more service opportunities (community, professional, university or col-

lege)
•	 exposure to new teaching methods / techniques
•	 support for job changes / promotions
•	 reduction of professional isolation 

20.	 Please describe additional expectations that you would have as a mentee in 
a mentoring relationship: 
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3) College and University Library Administrators
1.	 What best describes the institution at which you work?

TT College library
TT University library 
TT Other, please specify: ______________________ 

2.	 How many students are enrolled at your institution?
TT Less than 5,000
TT 5,000 to 10,000
TT 10,000 to 20,000
TT over 20,000 

3.	 What is your title?
TT University Librarian
TT Dean of Libraries
TT Director of Libraries
TT Associate University Librarian
TT Chief Librarian
TT Other, please specify: ______________________ 

4.	 How many professional librarians are employed by your institution (includ-
ing yourself, if appropriate)?

5.	 Does your institution have more than one library? Yes / No
6.	 If yes, how many libraries?
7.	 Does your institution have more than one campus? Yes / No
8.	 If yes, how many campuses?
9.	 Are the librarians at your institution covered by a collective agreement? Yes / No
10.	 If yes, what best describes the collective agreement:

TT Faculty association
TT Professional-Managerial 
TT Other, please specify: ______________________ 

11.	 Does your library or institution have a mentoring program? Yes / No
12.	 What best describes your mentoring program?

TT Formal mentoring—organized by administration, I am expected to 
participate

TT Informal mentoring—independently seek mentoring or mentee oppor-
tunities

TT Other (please describe): ______________________ 

13.	 Do you consider the mentoring program to be a success? Yes / No
14.	 What is the annual cost of your mentoring program?
15.	 Please provide details on why or why not your mentoring program is a success.
16.	 To the best of your knowledge, do the librarians within your institution 

actively participate in mentoring opportunities (within or outside of your 
library or institution)? as Mentors / as Mentees / unsure

17.	 From your perspective, are there any drawbacks or risks involved with hav-
ing a mentoring program at your library or institution?

18.	 Would mentoring be advantageous in succession planning at your library 
or institution? Yes / No / Unsure, please specify: ______________________ 
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19.	 What are some of the reasons why you do not have a mentoring program 
(choose all that apply)?

TT Lack of interest
TT Cost prohibitive
TT Too few people for effective mentoring program
TT Other, please specify: ______________________ 

20.	 Are you a mentor within your library or institution? Yes / No 

21.	 What best describes the type of mentoring in which you participate?
TT Formal mentoring—organized by administration / organization; as-

signed a mentee; expected to participate
TT Informal mentoring—someone with less experience has sought you out 

or you have sought them
TT Other, please specify: ______________________ 

Please use the space below to include additional comments about being a 
mentor. 

22.	 Are you a mentor to a librarian outside of your library or institution? Yes / 
No

23.	 What best describes the type of mentoring outside of your library or insti-
tution in which you participate?

TT Formal mentoring—organized by administration / organization; as-
signed a mentee; expected to participate

TT Informal mentoring—someone with less experience has sought you out 
or you have sought them

TT Other, please specify: ______________________ 

Please use the space below to include additional comments about being a 
mentor. 

24.	 Who do you think would be appropriate mentors in an academic library 
(choose all that apply):

TT supervisors
TT library directors
TT university librarian / dean
TT faculty members within the institution
TT library colleagues from the same department
TT other staff (please describe): ______________________ 

25.	 How important are the following items in a mentoring relationship? Very 
Important; Important; Neutral; Somewhat Important; Not at all Important; N/A
•	 provide career counseling
•	 keep communications confidential
•	 act as a professional role model
•	 show interest and listen to professional concerns
•	 share library gossip
•	 open doors for opportunities
•	 provide encouragement
•	 offer challenges
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•	 share professional experiences
•	 assist with grant writing
•	 provide knowledge of a discipline or subject area
•	 help with orientation to library culture
•	 advise on preparation of promotion and tenure materials
•	 evaluate performance
•	 help with setting professional goals
•	 provide candid feedback
•	 assist with networking
•	 report to supervisor on progress of mentor / mentee relationship
•	 act as a research resource
I would also expect a mentor to: (please describe): 

26.	 When you began your career as a librarian, did you have a mentor? Yes / No
27.	 If you did not have a mentor, did you expect to have one? Yes / No 

28.	 As a mentee, how important are the following items in a mentoring rela-
tionship? Very Important; Important; Neutral; Somewhat Important; Not at 
all Important; N/A
•	 collaboration on a peer-reviewed publication
•	 collaboration on a conference presentation or poster
•	 more service opportunities (community, professional, university or col-

lege)
•	 exposure to new teaching methods / techniques
•	 support for job changes / promotions
•	 reduction of professional isolation
 
Please describe additional expectations that you would have as a mentee 
in a mentoring relationship: 

Librarian and Administrator RESPONDENTS—Demographics 
1.	 In which province / territory do you currently work?

TT Alberta
TT British Columbia
TT Manitoba
TT New Brunswick
TT Newfoundland and Labrador
TT Northwest Territories
TT Nova Scotia
TT Nunavut
TT Ontario
TT Prince Edward Island
TT Quebec
TT Saskatchewan
TT Yukon

2.	 Gender 
TT Male
TT Female

3.	 Age group
TT 20-25
TT 26-30
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TT 31-40
TT 41-50
TT 51-60
TT 61 and over 

4.	 What degrees do you have?
TT Undergraduate (e.g. BA, BSc) ________________________
TT Master’s (e.g. MA, MBA, MLIS) ______________________
TT Doctorate (specify discipline) _________________________ 

5.	 How many years have you worked in an academic library?
TT 0 to 5 years
TT 6 to 10 years
TT 11 to 20 years
TT more than 21 years
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