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The purpose of this bibliography and resource reference is to make available current information
and resources to Peer Mentor.net members. This selection will be updated annually. Note: The
words mentee / partner / protege are used interchangeably based on the author’s selection. All
references are listed alphabetically by author.

Allen, T.D., Lentz, E., and Day, R. (2006). Career success outcomes associated with mentoring
others: A comparison of mentors and nonmentors. Journal of Career Development, 32,
272-285.

This study examined the relationship between four career success variables (salary, promotions,
subjective career success, and job satisfaction) with experience as an informal mentor among
employees of a health care organization. Regression results indicate that individuals who serve as
a mentor to others report greater salary, greater promotion rates, and stronger subjective career
success than do individuals without any experience as a mentor to others. The results provide
preliminary evidence supporting the notion that career benefits are associated with serving as a
mentor to others.

Allen, T., Poteet, M.L., and Russell, J.E.A. Journal of Organizational Behavior, 21, 3, 271-
282, 2000. This study examines protege characteristics that mentors reported were most
influential when choosing a protege. Two variables were identified related to protege selection:
perception regarding the protege's potential/ability and perceptions regarding the protege's need
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for help. The relationships of these 2 factors with perceived barriers to mentoring others, mentor
advancement aspirations, and mentor gender were investigated. Data from 282 mentors revealed
that mentors were more likely to choose a protege based on perceptions regarding the protege's
ability/potential than based on perceptions regarding the protege's need for help.

Baptiste, Sue. Mentoring and Supervision: “Creating Relationships For Fostering Professional
Development.” Ottawa: CATO Publications, 2001. ISBN: 189543744X (pbk.) The relationship
is clearly the strongest predictor to mentee satisfaction and definitely influences the potential
outcomes.

Bell, C.R. Training and Development. “The mentor.” 54, 2, 52-56, 2000.

The author begins with a story about a vacuum-traumatized parakeet as a metaphor for
employees who have been similarly stunned into silence and submission by downsizing,
reorganization, and other chaotic uncertainties. Mentoring, goes through these stages: leveling
the learning field, fostering acceptance and safety, giving learning gifts, and bolstering self-
direction. The culmination is growth and closure. But that doesn't mean that a mentor should cut
all ties. After all, mentors follow up with partners.

Berry, R.L.M. (2005). A comparison of face-to-face and distance coaching practices: The role
of the working alliance in problem resolutioriJnpublished doctoral dissertation, Georgia State
University, Atlanta, Georgia. Rhonda Berry found that one-hundred and nine coaches completed
an online survey and were asked to think of one face-to-face client and one distance client with
whom they had met at least three times over the past year. The coaches completed the Working
Alliance Inventory, which describes the relationship that develops between the coach and the
client. No significant differences between the face-to-face and distance condition with regards to
working alliance or client change were found. A significant relationship between working
alliance and client change in the distance condition was found but did not appear in the face-to-
face condition. Neither the number of meetings nor the coach's experience were related to
working alliance or client change. This study supports the idea that coaches are able to develop
and sustain strong working relationships with their clients, regardless of how they meet. This
lends empirical support to coaches' anecdotal assertions that they perceive coaching to be
effective in producing client change. The results of this study also lend support to the idea that
the changes that occur in distance coaching are comparable to the changes that occur in face-to-
face coaching.

Boreen, Jean [et al.] Mentoring Beginning Teachers: “Guiding, Reflecting, Coaching.” York,
Me.: Stenhouse Publishers, 2000. This book is a school reference for the development Mentor
Programs. It answers several key questions to the implementation of a successful program: Why
do I want to be part of a mentoring experience? Why do we need mentors? How do I prepare to
be a mentoring guide? How do I prepare to be a mentoring coach? How do I help with classroom
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management challenges? How do I encourage reflection? How do I encourage professional
development? "What if?" questions from mentors. ISBN:
1571103090.

Boreen, Jean and Donna Niday. Mentoring Across Boundaries. Stenhouse Publishers. 2003.
This is written for teachers, both mentor and their partners, to learn how to set the stage for
effective mentoring with examples on how to handle challenging situtations. ISBN: 1-57110-
377-5.

Breaux, A.L. and Wong, H.K. New Teacher Induction: “How To Train, Support, and Retain
New Teachers.” 2003. This is a recommended reading for Boards of Education serious about
implementing Mentor Training for new teachers.

Burke, Kay. Ed. Mentoring Guidebook. “Starting The Journey” Arlington Heights, Ill. :
Skylight Professional Development, Second Edition, 2002. This book sets a profile for
mentoring programs for schools in the United States. The focus is on “New Teacher Inservice.” It
outlines the following: defining the relationship; observing the novice teacher, designing lesson
and unit plans, and managing the classroom. ISBN: 157517846X

Burdett, John O. Leaders Must Lead. Executive Forum (Orxestra Inc.), Toronto, 2003. Ina
fast paced, high tech and ever changing world where there is no such thing as sustainable
advantage, leaders must lead. This book talks about the impact of effective mentor strategies to
develop more powerful leadership skills from within. There is reflection on the competitive
advantage and the balance with cooperative techniques used by effective leadership.

Carr, Rey. Go The Distance: “Peer Helping Program Development Resource Set.” Peer
Resources, Victoria, British Columbia. Seventh Printing, July 1992. This publication includes
the theory and practice of peer counselling; the peer helping strategy for dropout prevention; peer
helping: the bridge to substance abuse prevention; and peer helping implementation,
maintenance and research issues: implications for the future. ISBN: 1-55058-035-3.

Causey, T.M. Transformational mentoring: An Examination of Mutual Benefits.
Unpublished doctoral dissertation, University of New Orleans, 2000. This study used a pretest-
posttest comparison group design and mixed methods to compare two mentoring models and
their impact on 45 at-risk students and mentors at a south Louisiana charter middle school.
Additionally, the inquiry detailed mentor benefits such as affirmation and gratification, self-
critique/self-discovery, increased awareness and tolerance of and sensitivity to diverse others.

Cohen, R. (2005). Students resolving conflict: Peer mediation in schodléatertown, MA:
School Mediation Associates.
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Recently updated from a previous version to reflect best practices and the latest research, the
purpose of this book serves as a comprehensive introduction to conflict resolution and peer
mediation; a complete technical assistance manual for those involved in the process of
implementing a peer mediation program; and a reference work for those who currently operate
peer mediation programs. The book includes many tools such as reproducible program forms, 12
complete conflict resolution lessons, transcripts of peer mediation sessions, and surveys to
determine implementation readiness. The author provides guidance on topics and issues such as
the value of collaborating when resolving conflict, the benefits of peer mediation, the
relationship between peer mediation and discipline, selecting peer mediators, whether a
coordinator should be part of a peer mediation session, and other valuable areas.

Corbett, K.A. (2006). A day in the life: Results from the global Sherpa Coaching Survey.
Sasha Corporation, PO Box 417240, Cincinnati, Ohio 45241; Tel: (513) 403-0346.)

Four hundred executive and personal coaches as well as 130 HR personnel, mostly from US
locations, completed an online survey prepared by Sherpa Coaching in partnership with a
business newspaper and local university. Some of the results described in this paper include: (1)
value and credibility of coaching is highly rated; (2) a discrepancy exists between what coaches
say they charge and what HR personnel actually pay; (3) coaching is used for people in
transition, leadership development, and individuals with specific problems; (4) while training
and certification is important for coaches new to the field, a large number of coaches and HR
professionals reject the International Coach Federation as the most qualified to train and certify
coaches; (5) one-third of those surveyed deliver in-person coaching, while another one-third
delivery coaching by phone and one-quarter use email, yet, the majority of HR personnel believe
in-person is more likely to effective; (6) "as needed" coaching appears more popular than
regularly scheduled sessions; (7) veteran coaches believe coaching typically requires six months
or more, whereas novice coaches say coaching should require six months or less; (8) businesses
that hire coaches typically rate experience as the most important qualification; (9) hourly rates
and yearly earnings depend on amount of experience and coaching focus; and (10) formal
monitoring of coaching outcomes is rare. The study concludes with some comments about
certification, the role of academic institutions, and a specific suggestion about how to unite the
coaching industry.

Dancer, J.M. (2003). Mentoring in healthcare: theory in search of practice? Clinician in
Management, 1221-31.

Mentoring has been a confused and often misunderstood activity, which has been introduced
somewhat haphazardly to date in the healthcare sector. The general principles are outlined in an
effort to clarify the mentoring process, and the Egan Skilled Helper Model is described as a
suitable framework which can be adopted and adapted for a developmental style of mentoring
applicable to healthcare professionals, both clinical and non-clinical. Examples of existing
schemes are described, together with the issues, including benefits and disadvantages, which
require further consideration. It is acknowledged that the benefits of the mentoring process are
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difficult to quantify, but it is to be hoped that improved understanding of the process, together
with an appreciation of modern knowledge-based management theory, will lead to a greater
concerted effort on the part of senior management to provide an adequately coordinated, skilled
and resourceful mentoring service for all who would benefit.

Daresh, J.C. Teachers Mentoring Teachers: “A Practical Approach to Helping New and
Experienced Staft.” 2003. This is highly recommended for the development of New Teacher
Induction Programs.

Daresh, J. Leaders Helping Leaders: “A Practical Guide to Administrative Mentoring.”
National Professional Resources, Inc., 2001. As the wisdoms of the boomer age leave the
leadership of the work setting, new aspiring leaders step up to the plate. They have knowledge
yet need strategies to effectively lead without the experience and wisdoms of their predecessors.

Darwin, A. Adult Education Quarterly. “Critical Reflections On Mentoring In Work
Settings.” 50, 3, 197-211, 2000. This article critically reflects on mentoring from contrasting
theoretical perspectives. Functionalist conceptions of mentoring construct it as a rational and
hierarchical process, often involving an older mentor and a younger learner. In contrast, critical
or Radical Humanist conceptions high light contests for meaning but, more important, want to
expose unequal and often exploitive power relations. Many mentoring relationships undoubtedly
involve high levels of nurturance, but as this article demonstrates, taken-for-granted practices
need to be brought to the surface for mentoring to be regarded as a useful learning tool in today's
work settings.

DeBruyn, R.L. Your Personal Mentoring and Planning Guide for the First 60 Days of
Teaching. A three-ring binder, 117 pages. National Professional Resources, Inc., 2001. This is
recommended for the implementation of New Teacher Induction Programs.

Dembkowski, S., and Eldridge, F. (December, 2004). The nine critical success factors in
individual coaching. The International Journal of Mentoring and Coaching, 2, (not
paginated).

The authors believe a positive result in the eyes of a client is essential for the future development
of the coaching profession and the establishment of quality criteria and standards. They explore
findings from an empirical study in Germany, Switzerland and Austria that set out to identify
success factors in individual executive coaching. The success factors include: qualifications of
the coach (experience, education, expertise), trust in the relationship, clarity of roles, selectivity
of who to coach, autonomy of the coachee, creation of rapport, availability of a 'tool box' of
methods, and the (lowest factor) testing, observation, and feedback from management. The
authors build on the results of this study with their own insights from their international
executive coaching practice.
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Dennison, S. Journal of Primary Prevention. “A win-win peer mentoring and tutoring
program: A collaborative model.” 20(3), 161-174, 2000. Presents a peer mentoring and tutoring
project, the Big Buddies' Program of Forsyth County, North Carolina. Goals of the program
included preventing school dropout, increasing youths' interest in volunteerism, and expanding
real-world learning experiences for undergraduate students in social work.

Diaz-Maggioli, G. Teacher-Centered Professional Development. Association for
Supervision and Curriculum Development, 2004. This 185 page book includes a focus on peer
coaching and peer mentoring.

Drucker, Peter F. et al. The Five Most Important Questions You Will Ever Ask About Your
Organization. Jossy Boss Inc. San Francisco, California, 2008. This is a great tool for self-
assessment and transformation. It provides an inspiring set of questions for organizations and the
people who lead them. Drucker highlights five key questions: 1. What is our mission? 2. Who is
our customer? 3. What does the customer value? What are our values? and 5. What is our plan?
Peter Drucker is one of the most prolific leaders of our time and for him to select out theses
questions as most significant, then leaders ought to pay attention. ISBN: 975-0-470-22756-5.

Evans, T.W. The Teachers College Record. “The new mentors.” 102, 1, 244-263, 2000. This
article, through in-depth vertical analyses of four case studies, attempts to probe the question of
what mentors do to enhance education and the school and career readiness of mentees.

Feldman, Daniel A. The Manager’s Pocket Guide to Workplace Coaching. H.R.D. Press.
Amherst, Massachusetts, 2001. This 146 page booklet includes: the approach of a coach, the

coaching process, coaching conversation skills, team coaching and peer coaching, and distance
coaching. ISBN: 0-87425-634-8.

Fitzgerald, S. (December, 2004). Principals coaching principals. Principal, 84 2.

A school principal details what he learned about engaging in shared observations. A collaborative
peer coaching model is presented that relies on creating conversations, providing information,
support, resources, modeling and feedback, and a protocol for shared observations. Some of the
benefits of this approach included improved trust, improved skill in observation for the
participants, developing a common language, improved self-reflection and improved peer
coaching skills.

Gladwell, Malcolm. Blink. Little, Brown and Company, New York, 2005. This book is about
the power of thinking without thinking. Many decisions are made in a blink with bounded

rationality. How is it that some leaders make effective decisions while others don’t? ISBN:
0-316-17232-4

Gordon, S. and Maxey, S. How To Help Beginning Teachers Succeed. Association for
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Supervision and Curriculum Development, 2nd Edition, 2000. This is recommended for the
implementation of New Teacher Induction Programs. There are a number of suggestions, some
profound and others not-so-obvious, that can help teachers before they get into the classroom.
Anticipation and preparation are nine-tenths the reality of successful classroom management.

Grant, A.M. Towards A Psychology Of Coaching. University of Sydney: Coaching
Psychology Unit. 2003. The use of an executive or life coach in order to enhance one's work
performance or life experience is increasing in popularity. However, there is little empirical
research attesting to the effectiveness of executive or life coaching, and there have been few
attempts to outline a psychology of coaching. This paper reviews the empirical and theoretical
psychological literature on executive and life coaching and, drawing on previous clinical and
counseling psychology details a solution-focused, cognitive-behavioral framework for a
psychology of coaching. The review finds that there is some measure of empirical support for the
effectiveness of coaching, but coaching research is still in its infancy. A number of directions for
future research are outlined which may further the establishment of the emerging discipline of
coaching psychology.

Gullo Bogner, R. and Wagner, M. (Fall/Winter, 2005-06). Western New York State peer helping/
empowerment program survey results. Perspectives in Peer Programs, 203-11.

A 41-item telephone interview (provided in the appendix of this article) was used to survey
personnel from 137 schools in 44 school districts in the eight counties of Western New York to
learn about types of student peer programs being used, which school personnel were facilitating
peer programs, the benefits of peer programs to the peer helper and student body, and the type of
training used to train the peer helpers. Results showed that the majority of schools at the
elementary, middle and high school levels had one or more peer helping/empowerment
programs. Ninety-four percent of high schools had at least one peer program. Peer mediation and
peer tutoring were the most prevalent type of program, however, peer mediators typically
received one-day of training, and peer tutors rarely received training. Other peer programs
included peer leadership (35% of schools), peer counseling/listening (21% of schools), peer
mentoring (21% of schools), and peer education (19% of schools). In the majority of schools,
counselors were identified as program leaders, but in one-third of the schools leadership of the
peer programs could not be determined. Using external consultants as leaders was rare. Very few
programs had any evaluation data nor conducted needs assessments, but administrative support
was described as essential for program longevity. The authors make a number of
recommendations most of which focus on increasing knowledge about standards and principles
of peer work.

Hansman, C. (Ed.). (2002). Critical perspectives on mentoring: Trends and issuéslumbus,
OH: Educational Clearinghouse on Adult, Career and Vocational Education.

This five chapter monograph focuses on defining mentoring and describing its various
incarnations and its relationship to adult learning and development, education and workplaces,
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telementoring, and issues of power and diversity. Topics include matching and choice, the
challenges of same gender and cross-race relationships, and the costs and benefits of mentoring
relationships.

Hargrove, Robert. Masterful Coaching Field Book. Jossey-Bass Pfeiffer. 2000. It builds the
business case for a “coaching mindset” and develops a method called the “Five Step Coaching
Model.” ISBN: 0-7879-4755-5.

Hattiangadi, A.U. Issuebackgrounder: Contemporary Issues in Employment and
Workplace Policy “Upgrading workplace skills: Businesses' $300 billion annual investment.”
(Published by the Employment Policy Foundation). Retrieved from www.epf.org March 1,
2003. The private sector makes a substantial contribution to upgrading the skills of the US
workforce. Using data on private sector GDP, direct training costs, and average annual hours
spent in work and training, the Employment Policy Foundation estimates annual total training
costs to firms of between $2,625 and $3,442 per worker-between $78,750 and $103,260 over a
30-year career. In aggregate terms, this means annual training expenditures by firms of $284.7
billion to $373.3 billion-more than the total annual spending of colleges and universities
combined. This article lays a strong foundation for the use of mentoring and coaching as low cost
interventions and can act as a basis for determining return on investment (ROI).

Ibarra, H. Harvard Business Review. “Making partner: The mentor's Guide To The
Psychological Journey. March, 2000. For years, partners at professional service firms considered
the leap from professional to partner a function of "natural selection"—a test of survival of the
fittest. But that model is on the verge of extinction: in today's firms, securing and retaining talent
is becoming paramount as young MBAs, once willing to log years of hard labor in hopes of
being made partner, are leaving in hordes for hot new Internet companies. One way to secure the
fittest of employees, Ibarra says, is to have partners take a more active mentoring role in helping
junior professionals create a partner persona. The second step partners can take is to encourage
professionals to develop a repertoire of role models; by working with many senior professionals,
junior colleagues are more apt to find just the right mix of mentors. And third, senior people can
take extra care to support young professionals at the most difficult moments in the process.

Johnson, Brad W. and Charles R. Ridley. The Elements of Mentoring. Palgrave MacMillan,
New York, 2004. This body of work summarizes what excellent mentors do, what makes an
excellent mentor, how to set up a successful mentor-protegé relationship, how to work through
problems that develop between mentors and protegés, what it means to mentor with integrity,
and how to end the relationship when it has run its course. ISBN: 1-4039-6401-7

Johnson, K. Being an Effective Mentor: “How to Help Beginning Teachers Succeed.” 2002.
This is recommended for the implementation of New Teacher Induction Programs.
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Kouzes, James M. & Barry Z. Posner. Leadership Challenge. John Wiley & Sons, Inc. 2007.
This is a teaching and learning text with pracitcal examples on “how to lead.” They articulate
“Five Exemplary Practices of Leadership” and thereby provide both promising and experienced

leaders with a framework upon which to build outstanding leadership practices. ISBN:
13:978-0-7879-8492-2.

Lanser, E.G. Healthcare Executive. “Reaping the benefits of mentorship.” 15, 3, 18-23,
May/June, 2000. Guidelines on how to get the most from your mentoring relationship are
presented, including: 1. Commit your time and your energy completely 2. Develop clear
expectations and set goals with benchmarks. 3. Create and adhere to a schedule of meetings that
are treated as priorities.

Lacey, Kathy. Making Mentoring Happen. “A simple and effective guide to implementing a
successful mentoring program.” Business and Professional Publishing Pty Limited., Reprinted
2004. ISBN: 1-875680-68-3. This work includes three basic areas: proven strategies for
professional development, easy to follow training activities, and practical advice for effective
mentoring relationships.

Leach, M.F. Journal of Organizational Engineering. “Engineering Coaching and Mentoring
Programs.” 1, 3, 2000. The author shows how organizational engineering (OE) principles can be
applied to designing effective coaching and mentoring programs. Interesting distinctions are
made between coaching and mentoring with mentoring being more of a thought-provoking
activity and coaching being more of an action-provoking activity. The author provides a fresh
perspective on ideas about selecting and matching which shows that some traditional approaches
can be both right and wrong at the same time.

Lipton, L., Wellman, B., and Humbard, C. Mentoring Matters: “A Practical Guide to Learning-
Focused Relationships.” Association for Supervision and Curriculum Development, 2002. The
mentor relationship is important yet needs to be efficient. This article assists in how to “focus”
the relationship to move forward.

Lovely, S. Staffing The Principalship: Finding, Coaching, and Mentoring School
Leaders. Association for Supervision and Curriculum Development, 2004. Increased energy
needs to be spent on supporting aspiring leaders as part of the selection process.

McGovern, J., Lindemann, M., Vergara, M.A., Murphy, S, Barker, M.A. and Warrenfeltz, R.
Maximizing the Impact of Executive Coaching: Behavioral Change, Organizational
Outcomes, and Return on Investment. 2001. A study conducted by one of the global leaders
in coaching, the Manchester Group, of their delivery of coaching by their certified coaches. The
study demonstrated a return on investment as a result of coaching that was 6 times higher than
what was initially predicted and was assessed as a $25 million dollar benefit. The formula for
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ROl is included as well as details about the procedures used and outcomes obtained.

Nawrocki-Chabin, Rita, Sneed, Marguerite, Pomaranski, Cathy, and Vance, Joe (Speakers).
Mentoring: Celebrating and Nurturing the Novice Teacher. Association for Supervision
and Curriculum Development, 2000. This is recommended for the implementation of New
Teacher Induction Programs.

Niday, D. and Boreen, J. Mentoring: Guiding Coaching, and Sustaining Beginning
Teachers. Stenhouse Publishing, 2003. Two-25 minute vhs videotapes plus a viewing guide.
This is recommended for the implementation of New Teacher Induction Programs.

Nielsen, J.S. (2004). The myth of leadership: Creating leaderless organizatioRsvies-Black
Publishing.

The author, an international consultant, argues that most workplaces become dysfunctional under
conventional, rank-based leadership. Individual workers have few opportunities to contribute to
and share in the elements of organizational success. He introduces an alternative model that
focuses on a peer-based organization for developing an organization into a true society of peers,
more in harmony with organizational dynamics and the ever-increasing complexity of the
business environment. Mr. Neilsen sees work as a continuation of, not an interruption of, our
"own heroic quest for a meaningful life." He proposes the use of rotating peer leadership
councils and cross-functional task forces to manage the organization's work. He believes these
new entities are better suited to making decisions based on the organization's competencies and
customer needs, rather than on static functional groups or other artificial divisions.

Northwest Regional Educational Laboratory. (May, 2005). Sustainability planning and resource
development for youth mentoring programBortland, OR: Northwest Regional Educational
Laboratory.

This resource features a comprehensive look at how youth mentoring programs can plan for their
future. Specific chapters cover effective planning strategies, corporate giving, approaching
foundations, government grants, individual giving, local events, the ethics of fundraising, and
board involvement, among others. All the advice and strategies have been written with youth
mentoring programs specifically in mind by some of the field's leading experts, including Dr.
Susan Weinberger of the Mentor Consulting Group, Craig Bowman of the National Youth
Advocacy Coalition, and former NMC Director Mark Fulop. If today's mentoring programs are
to keep their vital services going into the future, they need to prepare and take action.

Peddy, Shirley. The Art of Mentoring. Bullion Books, Houston Texas, 2001. ISBN:
0-9651376-6-X This author uses story telling as a technique to describe the elements of
mentoring and the re-humanizing of society from within individuals and companies. It has been
noted by several authors that the development of practical metaphors helps the mentee relate.
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Portner, H. Being Mentored: “A Guide for Proteges.” Thousand Oaks, California: Corwin
Press, 2002. The better prepared the protege is for the relationship, the more productive will be
the time spent with the mentor. This is about goal setting.

Portner, Hal. Mentoring New Teachers. Thousand Oaks, California: Corwin Press, 2003.
Subject: ISBN: 0761946322 (pbk.) This is recommended for the implementation of New
Teacher Induction Programs.

Rath, Tom and Barry Conchie. Strengths Based Leadership. “Great Leaders, Teams, & Why
People Follow.” Gallup Press, New York, N.Y., 2008. In this book, the authors identify keys to
effective leadership. If you know your strengths and identify others strengths, you will be better
prepared to lead. Getting people with the right strengths on your team and understanding their
four basic needs will strengthen your leadership. When you help the leadership from within, they
will look to you for continued leadership. This is the very premise of effective and affective
mentoring.

Rudney, G. and Guillaume, A. Maximum Mentoring: “An Action Guide for Teacher Trainers
and Cooperating Teachers.” 2003. This book examines the mentoring action between teachers
and considers effective strategies for support.

Salerno, S. (2005). SHAM: How the self-help movement made America helpl@ésw York:
Crown Publishers.

The author critically attacks self-help books and other self-improvement activities including life
coaching experts, people who publish books about learning from mistakes, AA and other
recovery groups, Dr. Laura, Dr. Phil, Tony Robbins, Marianne Williamson, and many other
people, programs and movements. He believes that most of these activities are scams that have
no scientific basis, and play on people's vulnerability with the only result being financial wealth
for their creators. In addition to criticizing the leaders of these activities for idiosyncrasies,
hypocrisy, and inflated resumes, he also believes that most of the ills of society have come about
as a result of American obsession with self-help. This book is entertaining and enlightening and
can help the reader think more critically about self-help claims, but his argument that self-help
has unleashed a social force that has ruined the stability of modern society and his lack of serious
challenge of the ideas professed (as compared to their professors, their foibles, and their
incomes) reduces the credibility of the arguments presented.

Smith, L.S., McAllister, L.E., and Crawford, C.S. (2001). Mentoring benefits and issues for
public health nurses. Public Health Nursing, 182, 101-107.

New public health nurses (PHNs) move from novice to expert status with enormous expectations
from their organization, their peers, and themselves. These expectations lead to stress that may
be beyond the level of endurance. Mentoring is an important answer to this problem. Mentoring
is the greatest gift PHNs can give to each other, especially for PHNs who self-identified
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themselves as minority cultural group members. This article describes definitions, roles, benefits,
and responsibilities of mentors and mentees and includes mentoring concerns, current and
proposed mentoring programs, and mentoring issues for gender and race. Organizational
mentoring programs can be created that will facilitate the development of mentoring
relationships in nurse training programs.

Stoddard, D.A. and Tamasy, R.J. The Heart of Mentoring: “Ten proven principles for
developing people to their fullest potential.” Colorado Springs, CO: Navpress, 2003.

While other books examine the technical details of mentoring, this revealing work provides a
core foundation for any true mentoring relationship. Providing examples of what goes right and
what goes wrong in mentoring relationships, the authors emphasize that mentoring makes a
difference when it focuses on the needs of the person being mentored and a process of mutual
growth. By identifying 10 principles the authors help readers organize the keys to effective
mentoring relationships. The ten principles include: living is about giving, perseverance is
paramount, open the door, promote alignment between passion and work, share the load don't
create it, practice personal values, expose your character, affirm spirituality, providing a legacy,
and take the risk.

Swenson, G., and Burke, H. (2005). Formative research on youth peer education program
productivity and sustainability. Youth research working paper noR8search Triangle Park,
NC: Family Health International.

Youth peer education (YPE) is a widely used approach to reproductive health promotion and
HIV prevention. However, a lack of assessment tools to measure core YPE components in a way
that would allow generalizations to be made from one program to another has been lacking. This
paper reports on the first part of a research project from Zambia and the Dominican Republic that
(1) describes the program dynamics, activities, costs, and outputs in two countries in order to
identify the core elements of successful YPE programs, and (2) based on these core elements,
identifies frameworks and tools (such as checklists) to assess YPE effectiveness and
sustainability. The current study revealed six primary core components of YPE that contribute to
a program's success and sustainability and closely matches the peer program standards developed
by Peer Resources: (1) youth involvement is critical for peer educator retention, motivation, and
productivity; (2) community participation and support is critical to program sustainability and
productivity; (3) YPE programs need sound technical frameworks, especially in regard to
adequate training and supervision, that meet the special demands of youth and adolescent
volunteers; (4) successful youth-adult partnerships are critical in developing positive youth
dynamics; (5) trained youth peer educators contribute to civil society by virtue of their
citizenship and their long-term leadership, but this potential resource is often under-realized once
they age-out of YPE programs; and (6) there are considerable variations between YPE programs
in terms of the number of activities carried out, type of participants, nature of the contacts,
locales, topics covered, and costs. Part II of this research project is scheduled to be released in
Summer, 2006.
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Townsend, Wayne. Activate Your Memory Power. This is a 30 minute video with a booklet. It
is written to help individuals with memory strategies for memory retention. Counseling and
Special Education Departments use it with small groups to assist with exam preparation.
Brownlee Publishing. 1991.

Townsend, Wayne. Hand To Hand Contact “Lessons In Life.” Peer Mentor.net “Empowering
Individuals.” This is a communication skills exercise using the “Directed Active Training
Approach” from Peer Mentor.net. July 2004. ISBN: 0-9733700-8-4.

Townsend, Wayne. Mentor Training. Designed for Elementary Teachers’ Federation of
Ontario Waterloo Region. Peer Mentor.net “Empowering Individuals.” This publication

structured a Teacher Mentor Program funded by the Elementary Teachers’ Federation and
serviced 20 -25 teachers for each of the next three years. March 2004.

Townsend, Wayne. Mentor Leadership Training. Peer Mentor.net. “People Helping People.”
One, Two & Five Day Training Programs available through Peer Mentor.net. See:
www.peermentor.net. A published binder of training materials is available on-line separately
from the courses.

Townsend, Wayne J. Needs Assessment—Designing Guidance Services. Peer Mentor.net.
Kitchener, Ontario, May 2004. ISBN: 0-9733700-6-8. This booklet is designed for Guidance
services in providing small group support around special topics (ie. suicide, drug abuse, violence,
bullying, etc.)

Townsend, Wayne J. New Teacher Induction Program. “Mentoring For Teachers.” Peer
Mentor.net. Kitchener, Ontario, July 2006. ISBN: 0-9781885-2-7. This is recommended for the
implementation of New Teacher Induction Programs.

Townsend, Wayne J. Parent Connection, The. “Building Self-Esteem.” Peer Mentor.net.
Kitchener, Ontario, January 2008. ISBN: 0-9733700. This booklet outlines a parent training
program that teachers, principals, parent adviser councils can use to support parents within their
communities.

Townsend, Wayne. Peer Help Training. Peer Mentor.net “Empowering Individuals.” Second
Edition. July 2004. ISBN: 0-9733700-0-9. It includes over 300 pages of materials in binder
format on how to run a peer help training program as a credit course in a secondary school.
Topics are: Getting Acquainted; Self-Awareness; Helping Relationships; Communication Skills;
Team Building; Learning Styles and Learning Differences; Helping and Problem Solving;
Feelings, Feedback and Relationships; Resources, Forms and Structures; and Fun Stuff and
Additional Activities.
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Townsend, Wayne J. Rhythms of Life. “A High Energy Percussion Presentation.” DVD
Promotion Video. Peer Mentor.net. Kitchener, Ontario, June 2006. ISBN: 0-9781885-1-9.
This 2-3 hour presentation is available exclusively through Peer Mentor.net. It is intended to
support youth in strengthening self-esteem and character development.

Townsend, Wayne J. Student Leadership. “Mentoring Program For Student Leadership.” Peer
Mentor.net. Kitchener, Ontario, June 2006. ISBN: 0-9781885-0-0. This full day presentation
for youth leadership is exclusively available through Peer Mentor.net. It is intended to assist
youth in the development of leadership skills and apply them to age appropriate settings.

Townsend, Wayne J. Teacher Training For Transition. Peer Mentor.net. Kitchener, Ontario,
March 1993. ISBN: 0-9733700-9-2. This two hour to full day training is designed for new and
aspiring teachers to further develop their teaching strategies, classroom management, and to
support their students with empowerment and self-esteem building strategies.

Townsend, Wayne. What’s My Style. Peer Mentor.net, revised 2004. ISBN: 0-9733700-5-X
This is a learning style inventory designed to demonstrate auditory, visual and kinesthetic
learning style preferences. Target audience is age 10 to adult. It is available in print form and CD
digital format, prepared for Mac OSX pdf formatted for all digital display.

Udelhofen, S. The Mentoring Year: “A Step-by-Step Program for Professional Development.”
224 pages. National Professional Resources, Inc., 2003. Mentoring is recommended as one of
the strongest tools for professional development. The research has born out its cost effectiveness.

Villani, Susan. Mentoring Programs for New Teachers: “Models of Induction and Support.”
2002. Thousand Oaks, California: Corwin Press, 2002. ISBN: 0761978690 (pbk.) This is a
recommended reading for the implementation of New Teacher Induction Programs. It suggests
that there are more than one way to set up mentor programs for new teachers.

Weiss, B., Caron, A., Ball, S., Tapp, J., Johnson, M., and Weisz, J.R. (December, 2005).
Iatrogenic effects of group treatment for antisocial youths. Journal of Consulting and Clinical
Psychology, 736, 1036-1044.

Critics of group treatment of antisocial adolescents have argued that such treatment may increase
rather than decrease conduct problems. One reason for this outcome is "deviancy training,"
wherein during group sessions deviant peers reinforce each other's antisocial actions and words.
A treatment that in itself creates problems is described as iatrogenic. While such "deviancy
training" treatment sessions may worsen adolescent behavior, it is less significant than the more
extensive peer influences outside treatment. Deliberate peer programs in schools and
communities have more power for helping teens to reduce their deviant thinking and behavior.
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Winterstein, Christine and Panko, Anne (Speakers). Mentoring The New Staff Member: “The
foundation for long-term professional learning.” Association for Supervision and Curriculum
Development, 2000. This is a recommended reading for the implementation of New Teacher
Induction Programs.

Young, L. “Case study: Mentoring program is one diversity step in a series at Rogers.”
Canadian HR Reporter, 13, 6, 8. March 27, 2000. A mentoring program which began as a
team- based peer mentoring approach has emerged at Rogers Group (Canada) as a way to attract
and retain the best employees and provide a commitment to diversity (accommodating
individuals with special needs). Mentors were drawn from top executive levels and participated
in what-it- means-to-be-a-mentor workshops where they focused on their own objectives and
reasons for volunteering. Employee feedback showed high valuation of the program and a
request to add-in some one-on-one time in addition to the team work. In addition participants
thought it would be beneficial to build in more relationship building activities at the beginning of
the match-up.

Zemke, R. Training. “How to hang on to IT talent.” 37-5, 42-46. May, 2000.

Holding on to talented employees is less a function of dollars than it is of respectful treatment.
The article cites a study from Computerworldnagazine that surveyed the 100 best places to
work in IT and found that three-quarters of the best places offered (among other communication
oriented ideas) formal mentoring programs.
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