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There has been considerable provision for the affiliation between mentoring and employee performance. Still, experimental research has yet to fully explore this rapport’s credible, psychological, positive, and enlightening mechanisms. (Carter & Youssef- Morgan, 2019)

So what Is Mentoring? And does it have value in organisations in the current climate? 	
Mentoring is the relationship in which the mentor facilitates someone else’s development. (Shah, 2017)  Mentoring relates to a working relationship based on the story of a person supported in the professional and personal growth of the protégé (Kram, 1985) (Lapointe & Vandenberghe, 2017)
Maslow’s hierarchy of needs theory has remained relevant in all areas of the business sector today. Roles within an organisation fall into different units, portraying the function of the human resource management department, which rings out the tone according to the organisational culture. (Chinky, 2014)

Workplace mentoring describes a relationship where an experienced associate shares superior knowledge that supports the development of a less informed staff member. (CIPD, 2021)
(CIPD) carried out a case study on Network Rail, where it recognised the importance of understanding the value of the workforce as a whole. The case study reports; it is critical to becoming a more diverse, inclusive, and open organisation, harnessing many skills. 

Recognising business success depends on its human resources (HR) department. (Stone, et al., 2015) little research has been measured to the point where it enables organisations to realise human resource (HR) aims of attracting, retaining, and motivating employees. Limitations include systems of communication that operate in one direction; there is no opening for active and passive touch as we look at the future of research and practice and developing technology to facilitate (HR) processes by bearing in mind existing literature.
Mentoring is ‘hidden’ under the human resource department (HRD) umbrella. According to  (Gibson, 2007), The conceptual foundation of mentoring is perplexed by the absence of clarity surrounding the classification of mentoring in business. In contrast, (Hameed & Waheed, 2011)the conceptual foundation of employee performance is the crucial element of the organisation. This dissertation will investigate and examine the results and effectiveness of mentoring and employee performance and document the relevance of mentoring in organisational growth. The corporate development program is an additional area of interest that will link to the credibility of this research, 
Training and development are built around approaches to the company environment by having the aptitude to transform life’s stresses into value and appraising what a situation may create and what it demands of a person by considering the perception of possibilities and creating opportunities. (Taiwo, et al., 2016)

HATS Group is the organisation that the research will focus on, looking at the company’s growth and employee engagement.
By analysing the connection between an organisation’s capabilities and constant environmental change, employees will explore how to manage change brought on by the external forces within an organisation and daily life. (Taiwo, et al., 2016)
(Lapointe & Vandenberghe, 2017) Earlier analysis has disregarded the complex issues linking individual and organisational outcomes with supervisory mentoring. The Chartered Institute of Personnel Development (2020) examined how companies have changed rapidly to operate well, included is how and where jobs were to be carried out, which leads to the linking with staff well-being.  
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The researcher will explore literature, reading relevant journals,  mentoring articles, and academic papers. The literature is based on organisational factors that may hinder or facilitate mentoring. The researcher will also examine the personal characteristics that attract the necessity for corporate mentors and the results associated with employee performance using mentoring. The researcher will investigate other areas that stimulate further explorations into how effective employee performance and mentoring are as an agenda for future research. 
To support the research, the researcher will formulate a questionnaire to gather the primary data to assess the effectiveness of mentoring in the HATS Group company. The secondary data will cover the perception of the academic literature to compare and contrast the areas of the study. Focus groups will invite all the participants to take part in sharing their personal views on mentoring. There will also be interviews with the participants to analyse their contemporary viewpoints. 
The human resource department (HRD) will receive the questionnaire via email. It will be forwarded to the participants who have agreed to participate in the research request, eliminate concerns about their personal information, and clarify that this is the only involvement the organisation will have in actioning the data. 
The mixed methodology is the preferred method for this research. 
(Poth & Munce, 2020)  there is an imperative need to formulate mixed methods researchers for innovative development of methodological progress to sponsor solving societal difficulties. A way to train researchers is through mentoring, and for some time, it has been measured as the best meaningful learning experience. Poth and Munce say; mentoring concentrates on specific skills built to support the mentee’s professional and personal development and focus.   
Qualitative data will help readers understand by conveying a refreshing topic. Creating interest can be achievable by creating significant distinctions by getting closer to the studied phenomenon. Following (Aspers & Corte, 2019), qualitative research is an echoic process that improves the scientific communities understanding (2019). Quantitive data research methods focus on gathering and analysing controlled and represented data in a numerical format. The central goal is to construct reliable and accurate measurements for statistical analysis. Since Quantitative research data concentrates on measurable data, effectively solving the “how” or “what” of any circumstance. (Goertzen, 2017)
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The dissertation investigates the possibility of developing a framework that focuses on employee performance at the forefront, programmed to create a more sustainable workforce with a person-centered foundation. Mentorship should be part of the well-being strategies. However, mentoring is seen as a ‘would you like to take part?’ email and not a universal approach or method all staff members are requested to comply with, a disciplined approach. Is mentorship a trend or a commodity of value? What is the most influential; a work-based mentor or an external mentor?
1. To critically review the relevant literature on; Mentoring in the workplace, with methods or approaches that complement the environmental and organisational change.
2. What are the coping mechanisms and psychological contract- what does it mean for organisational growth, and how does it help? 
3. To identify and explore where the value should begin in the relationship with the organisation and employee performance?  by validating the mentoring and individuals, including a person-specific contemporary essence, by asking questions to the working sector of the community.
4. To analyse primary research. The secondary analysis will look at academic theories and approaches. 

5. The foundation of mentoring, how it’s done, and what is the overall effect on employee performance. The variables that will shape the research are motivation, skills, and the developmental program.
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According to (Gołaszewska-Kaczan, 2015), environmental changes, which include knowledge improvement, technological progress, social and cultural growth, or competitiveness, have forced organisations to pursue a workforce that has the capabilities to address these challenges. Aside from owning particular competencies, willingness to learn, experience, and motivation, employees’ expectations are to be committed fully and display dedication to their company’s goals. Staff members sacrifice holidays, work overtime, and prioritize work over family life and personal time to earn approval from their employers. (2015, p. 58)
(Baker, et al., 2021) Mentoring is described as an all-inclusive scheme focusing on one individual. The authors state mentoring is less about giving advice and encouragement and less about speaking and listening. Mentors do not provide advice, and mentorship is an intuitive process.
Is this the missing link? (Turban, et al., 2016) Extroversion and proactive personality to career success. In theory, scholars like Turner (1960) debated that a successful career resulted from individual characteristics conceptualised as a contest-mobility model or sponsorship and support from other people in the work setting, features of a sponsored-mobility model. Recently, scholars considered both models, sponsored-mobility and contest-mobility, beneficial in understanding successful careers.” (Ng, Eby, Sorensen, & Feldman, 2005, p. 393).
The outcome of supervisory mentoring immediately indicates organisational concerns for employee growth (London and Smither, 1999, Wanberg et al., 2003). Subsequently,  social exchange theory (Blau, 1964), employees ought to give back to the organisation the associated benefits linked with supervisory mentoring, such as increased commitment. (Lapointe & Vandenberghe, 2017)

(Morena, et al., 2018) Current workplace trends in the construction industry are placing a more considerable responsibility on employees to manage their vocations, which increases the need for non-stop learning and more significant reliance on training on the job. The role of mentoring fosters the improvement of employees and is considered a component of a vast number of development theories, and is known to be an effective means to facilitate learning in organisational society. There is the unlikelihood that mentoring will decline in importance.
(Letourneau, 2015) There are a lot of calls for action to promote research using ‘counselors-in-training.’ And generating research practitioners has been available for several decades (Balkin, 2013; Granello and Granello, 1998; Heppner and Anderson, 1985), and still, the research practice gap continues. This editorial will seek to find a way that qualitative research can help to close the gap and offer recommendations to incorporate qualitative activities into the Council for Accreditation of Counselling and Related Educational Programs (CACREP) main areas of the curriculum.
(Garg & Singh, 2020) Though widely discussed, reverse mentoring is conventional in practice; however, scholarly articles are scarce.
Technological advances change the workplace setting, resulting in changes to the workforce. Millennials born after 1982 and entering the global workforce of which there will be seventy-five percent by 2025, systems and work cultures in the organisation are experiencing significant modifications. Many millennials are computer-literate and strive for prompt recognition and robust networking with managers for appropriate career assistance. Thus traditional mentorship methods (top-down approach) might not contribute to realising technical operative competitiveness. In a time of technological interference, the belief is that knowledge does not move in one direction. All stakeholders’ concern is aided when individuals’ expertise is shared. Reverse mentoring (RM) can arise as an answer to the dynamic work change. 
 
(Montgomery, 2017)  Therefore impactive mentoring concentrates intensely on personal growth and searches to support the individual and the person’s values-based advancement in a specified domain (Montgomery)(2015b). The individual-centered viewpoint of mentoring is distinctive from (top-down approaches), which reflects a guiding perspective linked to precise and time-bound goals. The influential factors related to successful careers (Lewis & Olshansky, 2016) meet the wishes of an individual’s long career and comprehensive needs.
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Limiting factors for this research will be the interest and uptake of the mentoring facility in the organisation. Therefore the use of the forums may assist in this. Another aspect is gaining the trust of participants to gain a realistic perspective. Time is also a limiting factor in gathering all the data to analyse and submit the proposal, as the literature covers various theories but lacks beneficial literature on contemporary methods to match the culture of the workforce in today’s society. The researcher is keen to find literature that reflects the contrast of having mentors who do not work for the organisation and are not affiliated with the company.
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The researcher has secured permission for the research to go ahead, for the purpose of the dissertation, from the organisation’s CEO. Confidentiality is a significant factor; all participants will have an ethical statement attached to the questionnaire to uphold a robust confidential contract with any information they share for the benefit of the research.
It is essential to the notion of privacy. Confidentiality provisions are enclosed in terms of privacy and data protection. Although the process of research relies on individual-level facts being shared. (Williams & Pigoet, 2016)
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[bookmark: _GoBack]The dissertation proposal is to be submitted by 17th March 2023. Once this is authorised, data collection will begin immediately. After the dissertation proposal submission, there will be ten weeks, including feedback and dissertation submission, to complete by week 16.


I have chosen to examine and explore the relationship between mentoring and employee performance. Although there are many articles and journals on mentoring and its effectiveness within the organisation, I have yet to locate any research on a person-centered framework that builds approaches around a person’s abilities to place them in departments that best reflect their contemporary expertise. I will review the benefits of contrasting theoretical lenses used to investigate the relationship between employee performance and mentoring, focusing on the HATS Group, which has outsourced its mentor, an added value feature to the research, having identified the limitations of former studies in this area. Working on producing a methodology to bypass similar mishaps, and I envisage the research will depict a robust relationship between the two factors to strengthen further scholarship.
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