MentorLead @

Formal vs Informal Mentoring Guide

Healthcare organizations face unique challenges in workforce development, leadership continuity, and staff engagement. Mentoring

is a proven strategy to address these issues—but not all mentoring is created equal. This guide breaks down the differences between

informal and formal mentoring and helps you decide which model suits your organization best.

Why Mentoring Matters in Healthcare

Formal mentoring programs don't just support individual staff—they drive real, strategic outcomes for leadership teams:

For Staff:
A more connected, supported environment reduces burnout,
stress, and isolation—making it easier to thrive.

For Leaders:
Stronger team cohesion and morale means fewer vacancies to
fill, better retention, and less disruption to care delivery.

For Staff:
Access to experienced mentors helps accelerate clinical skill
development and confidence.

For Leaders:
Fewer skill gaps reduce risk, improve quality metrics, and lower
training costs.

The average cost of turnover for a staff RN is

$61,110

For Staff:
Feeling seen and supported increases engagement and
motivation.

For Leaders:
Higher engagement leads to stronger retention and improved
patient satisfaction scores.

For Staff:
Guided career growth boosts confidence and readiness for
leadership.

For Leaders:
Builds a robust internal talent pipeline and reduces reliance on
external hires.

The average number of days to replace a staff RN is

81 Days

Where Your Mentoring Program Might Be Now

Many healthcare organizations start with informal mentoring. It's a natural first step—but it can only take you so far.

Informal Mentoring Looks Like:

"Coffee chats" or casual check-ins

Relationships based on personal initiative

No set goals or tracking

Which Often Leads To:

n Uneven engagement across teams

Development limited to those who naturally seek relationships

Unclear development paths

Now, Imagine This Instead...

Formal Mentoring Unlocks:

Access

Alignment

u Accountability

Equitable growth opportunities across departments, roles, and backgrounds—no one is left behind.

Mentoring that supports strategic priorities like retention, leadership pipelines, and MAGNET readiness.

Clear goals, measurable progress, and structured follow-up to ensure meaningful results.

Your Mentoring Evolution: A Shapshot

From This:

e Unstructured, ad-hoc conversations

e Undefined goals

e Limited to self-starters

e Anecdotal success

e No framework or guidance

e Ad-hoc matches based on convenience
e Informal, sporadic feedback

e No formal evaluation process

e Short-term, untracked engagements

To This:

e Programmed & purposeful connections

e Targeted growth aligned with org goals

e Inclusive access across the workforce

e (lear metrics and impact reports

e Defined structure with objectives, and support

e Strategic matching by skills, experience, and goals
e Regular progress reviews and structured feedback
e Data-driven evaluation with measurable KPIs

e Scalable programs that support long-term succession

Is your organization ready for formal mentoring?

F Do you have clear talent development goals?

nﬁ Are your current mentoring outcomes being tracked and evaluated?

n— Would a structured mentoring program help close leadership or retention gaps?

Action Steps: Here's what to do next!

Reflect on your top 2-3 talent or leadership challenges right now.

Consider where mentoring is already happening informally—and where it's falling short.

Think about the strategic initiatives (MAGNET, DEI, retention) that mentoring could accelerate.

n Click the button below to schedule a FREE Discovery Call with Ann and learn how to turn
mentoring into your most strategic workforce advantage.

“Our turnover rate decreased by 50% as a result of our mentoring program and our partnership with MentorLead.”

Kevin Tsui | Director of Strategic Initiatives, Patient Care Services, Stanford Healthcare



