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Abstract

This study examined whether the
provision of information regarding
formal mentoring programs influences
applicants’ perceptions of organizational
Study 1 examined whether
applicants’ agreeableness and need for

attraction.

achievement moderate the above
relationship. Using a between-subjects
design, we collected data from
undergraduate and graduate students and
obtained 388 valid responses. Results
of hierarchal regression analyses suggest
that the provision of information
regarding formal mentoring programs in
a recruitment context related positively
to applicants’ perceptions of
organizational attraction. Furthermore,
applicants’ agreeableness moderated the
above relationship whereas applicants’
Study 2
examined whether the provision of

need for achievement did not.



formal mentoring program relates to job
seekers’ perceptions of organizational
attraction and the organizational
commitment and job satisfaction after
these job seekers enter the organzation.
Using a Web-questionnaire, we collected
data from individuals who graduated
from a public university within the past
six months and was on the job market.
Results of hierarchal regression analyses
on 98 valid responses (including 68
subjects who already had full-time job)
suggest that job applicants who
considered the provision formal
mentoring programs is important in the
job seeking process; they reported a
higher level of organizational attraction
to companies that offer formal
mentoring programs.  Furthermore,
newcomers reported higher levels of
organizational commitment, but not job
satisfaction when their organizations
provide mentoring. The managerial
implications and limitations of the study
are discussed.

Keywords : Mentoring, agreeableness,
need for achievement, organizational
attraction, organizational commitment,
job satisfaction
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