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f Abstract E

) aThlsfstudy was‘a repllcatlon of Noe' s (1988) study of the
"fdevelopment of a systematlc mentorlng 1nstrument fThéféthY‘

ﬁ?ilnvestlgated both career and psychosoc1a1 beneflts of

'?fpr”teges 1nvolved 1n a college mentorlng program.’aAnn';“

diiélnstrument to assess the degree to. Wthh a student mentordV

prov1ded academlc/career and psychos001al outcomes to a‘ﬁ~

:hgstudent protege was developed.; Subjects were college

ﬂstudents part1c1pat1ng 1n a mentorlng program at a

xacademlc/career and psych08001al functlons 1nvolved 1n a

“m_gmentorlng relatlonshlp as’ descrlbed by both Kram (1983

‘:f;t51985) and Noe (1988) Results conflrmed the rellablllty of ~"

:?the 1tems' content Furthermore, correlatlons were found

:{ffbetween factors suggestlng a relatlonShlp between

"n45psych05001al and career beneflts, effectlveness of the

‘<3,jmentor1ngfrelatlonshlp[ftlme a protege spends w1th the‘“'

mmfmentor and the usefulness of the mentorlng relatlonshlp to

141

thallfornla State Un1vers1ty campus The study supported thef'f""
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bLiteratﬁré Reyiew
.The use of a méntor,as a teachér, trainer, or guide to

a‘ybunger, less experienced apprenticé has'been.demonstrated
}throughbut history.-‘Homer?s'bdysseus spéakS~of Mentor as a
guardian, teacher, and fathér—like figure to Telemachus,
odysseus's SOn; "The relationship between the older more
experienced Mentbr énd the.younger“Telemachus, was
,charactérized by fathefly guidance, trust, and love (Cutler,
1988; Gerstein, 1985 ; Merriam, 1983). Thus, the word
"mentofing" has been associated with mahy types of |
relationshipé: father and son, coach éhd player, trainer
and new récruit,'or just a friendship bétweeﬁ colleagues.
But neiﬁher mentor nor mentoring have a preéise, single
meaning or bné thét all researchers would agfee upén
(Merriam, 1983). Accordiﬁg to Kram (1985); mentoring
~incorporates a broad range of develbpmental reiationships
between juhioré, seniors, managers, and peers. Perhaps more
impoftantly, her study interpreted mentoring as facilitating
career advancement and psychdsocial development. Hunt and
Michael (1983) described mehtorship as an important training
and development ﬁool fof upward professional progreésion
within organizations.. Krupp’(1985) defined‘mentoring as a
"process by which a trusted and éxperienced supervisor‘of
advisor takes a personal and direct interest in the
devélopment and éducation of a younger dr'less'experienced

individual." A review of these proposed definitions
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squests;that thévméahing of meﬁtoringvappearsLto‘be defined
by the scope bf théifeseafchvor‘the settingiin‘which> 
' mentoring‘OCCﬁrs. | ” |
A Commoh theme §f,past research’is'that it presents

>méntoring as‘a dé&elopmeﬁtéi process which invélves a
relationship betWeéh a @ehtor and‘prdtege. rHoweVer, the
théme'varies depending‘oh the inteht of the ‘author. For
example, SOmezstudies have examinedﬁtheiphaéesv6f the”
mentorihg relatidnéhip;(Kram, 19é3,gi985; Wobdlands Grdup;'?
1980)f peer mentoring relatiqnships (Kram and Isabella, . |
1985);,mentorin§ as a Career'advahceméht ﬁéol of;procéss
(Farren, Gray, and Réye, 1984;‘GerStein;v1985; Hansen, 1977;
Hunt and Michael, 1983; Willbur, 1987;‘Zey,v1984, 1985,
1988) ; gender and croés gendér méntoringvrelationships and
functions (Bush, 1985} Gite, 1988; Farren et al., 1984; Fitt
- and Newton, 1981;>Noé, 1988; Roche, 1979; Zaleznik, 1977);
and finally both career and psychosocial aspects éf
mentoring.

Phases of Mentorihq

- Representative of the mentofing sﬁudiés, Kram (1983)
examined both the developmental dharacterisfics of mentoring
and the phase ofvﬁhe mentoring relationships within the
workplace. Her study consisted of interviewing and
collectihg biographical'data‘oh 18 mentofing relationshipsv
' between older and youﬁgef managers in a corporate setting.

The developmental characteristics included career functions



end'psychosecial»fuhctibns of mentoring.

Career Functions

Careervfunction‘a;e aspects'ef the mentoring process
that enhance the pfbtege as he/sﬁe prepares for career
advehcement.r Menﬁor'functions:inéluded‘teaching the ropes
of the organization, nominating the protege for both
promotions and desirable prejects, increasing protege
visibility to upper msnagement, sharing ideas, providing
vfeedback, sharing'strategies for both work projects and
career objectives, informing the protege‘of risks,
organizational dangers, and assignments that might damage
the'protege's reputation.

Psychosocial Functions

Psychosocial functions would include: promoting the
protege's confidence, sense-of competence,‘identity and
effectiveness within the organization; counseling (providing
an open and safe environment in which to express fears,
anxiety, ideas; and problems) ; offering positive regard, and
finally providing informal interaction within the
organization (friehdship), Kram (1985) also suggested that
as more functions are provided by the mentor, the more
beneficial the mentorihg‘relationship is to the protege. In
addition, four phases‘of mentoring emerged from the data.

The four phases of mentoring relations, as revealed by

Kram (1985), were 1) initiation phase: first 6 to 12

months, the senior manager is admired, respected and a






7fgimentor1ng relatlonshlps ex1st and that they have both career

"‘”and psych05001al functlons. Peer mentorlng relatlonshlps

'ﬁJi;also had pos1t1ve effects for both the peer and the"?

f¢organlzatlon.v Nonetheless, peer and conventlonal mentorlng

grelatlonshlps dlfferedfgo‘hfln age and hlerarchlcal status

' ﬂ;of the mentor and protege : Furthermore, peer mentorlng

'5:jencouraged a two—way exchange of both career and

’g,psychosoc1a1 functlons, whlle conventlonal mentorlng was -

watradltlonally a one way eXChange

?:fConceptual Framework for Mentorlnq

| A study by Hunt and Mlchael (1983) rev1ewed past
tfffresearch in an effort to develop a conceptual framework for ce T
'f.mentorlng -Thelr reVlew'of mentorlng cons1sted of models, :

outcomes, context of the relationship, mentoring

vcharacterlstlcs of both mentor and protege, and stages of

'Vflthe mentorlnq relatlonshlp.a Mentorshlp models were

’ gdescrlbed as dyadlc relatlonshlps w1th a power dependency

t status such as. teacher/student master/apprentlce,s‘

B sponsor/token, and mentor/protege relatlonshlps.‘ Mentors"
”Jwere v1ewed as teachers coaches, guldes, bosses, or -
""Godfathers " In addltlon, they rev1ewed‘the gender dyad of"l

'lmentors and proteges., Outcomes 1ncluded both p051tlve and

»~negat1ve effects w1th1n the organlzatlon and between mentor

vand protege. vContext of the relatlonshlp v1ewed the

3.cultural or type of organlzatlon in whlch the relatlonshlp

7f;ex1sts.



Mentor and protege characteristics described were

primarily physical rather than psychological.
Characteristics included'age differential, age of mentor,
gender, power, and position in the organization. Finally,

the mentoring stages consisted of an initiation stage,

protege stage, break up stage, and lasting friendship stage.

| These stages of the mentoring relationship mere_similar
to and supported Kram's'1983 research-model.‘ The study
illustrated that mentoring was critical to career success.
Mentoring also provided‘a key to on-the-job training and was
utilized as both abtraining and development tool. , Although
Kram's studies have‘heen important; relatively‘little |
research has‘been done to explore the nature'of a systematic
mentoring approach. Most problematic of the mentoring
literature was the inconsistency in the attempts to measure
the mentoring process.r

In an effort to‘correct‘this deficiency, Noe (1988)

designed an instrument to assess systematically the career
and psych05001al functlons as descrlbed by Kram (1983, |
1985). The study was based upon a mentorlng program that
was des1gned to promote personal and career skllls w1th1n
the educational field.~'Each mentor'was ass1gned between one
and‘flve proteges who were. teachers w1th1n the mentor s
vdlStrlCt or under the1r superv1s1on. Mentors were upper .
leve} management (superintendent and/or district

coordinators). Areas examined by separate instruments were



job involvement, locus of control, and career planning.

Areas assessed by Noe's instrument were relationship

importance, guality of interaction, gender composition, and

‘mentoring function. ' Results of tﬁe,study»were;incbnclusivef

with oniy oné hypqtheSis receiVing,support;1 "the more time
theiprotege spends with“thé'mentér and tﬁe”moré'éffectiQeIQ
the“protege utiliées the meﬁt&r} fhé gfééféf thefcaréer and
psychoSOCiél outcdmé the prétege.will obtain from the
relationShip" (Noe,,l9éé). » |

A factér-ahalysis on Noe's data supportéd Kram's (1983,
1985) findings fér the‘existence of both career»and
psychosocial functioﬁs., This was one éf the first studies
‘to investigate the antecedents and consequenceslof assigned
“mentoring relationéhips. More important, however,‘was the
: attémpt to devise a systematic measuring_tdol for mentoring
characteristics.

Measurement

A review of.the mentoring iiterature suggests little
consistency in measﬁrement of mentoring characteristics.
Some of the inconsistency is‘probably related to the féct
that mentoring is a process and is difficult to assess. The
primary method to the measﬁrement of mentoring has been the
interview and questionnaires.

- For example, Kram (i983)'cohsidered her researéh,'in
‘measuring the mentor/protege relationship,.as éxplOratdry,in

nature, and thus a small sample size was used. Her study

7



includéd intefviews with‘18‘éair§ of ﬁanagers.;“lnterviews-
Tconsisted’of'two two-hour sessions. ‘The firétfinterview“ :
seséion‘was withPthe ybunger managefsiito review their :,‘
career history and:explofe past mentoringirélationShipé; In
- the second interview Séésion, details_of,about oné;or ﬁwo‘of
the_mentofing relaﬁionships:wére.explored.‘ Bdth tasks were
éccoﬁplished by fecénstructing'impbrtant'évents in the
mentoring relationships. The'first inﬁerview session with‘
the seniér manager was similar:to thé‘first interview
session with the youngér;manager._“Howeve;, therecOnd
interview focused Shithé:speéificicéreér hiétory of ;hei*
senior manager and the influence thejmentofing relatibnship
or past reiationshipé'héd,on'the ménager‘s caféer.” Analysis
wés,ddne by an induéfive’pr¢cessﬁih'which,p¢séible’

' hypotheses‘were suggested and revised throughdut the
interview process. As the number of interviews increased,
specific themes, categories, and relationships emerged from
the data. Thus, reéurring patterns in the data became the
basis for the conceptual modéli Moreover, the inductive
process moved the data,betweeniconcepts and Categories until
the time when sufficientncharécteristics or categories could
be defined. Thisfméthod was‘deSCribed asA"constaﬁt
comparative method of ahalysié" (Glasser aﬁdiStrauss, 1967) .
In‘Kram‘and Isébella (1985), the_éame'interView format andi;'
anélySis was utilized. | | |

In contrast to Kram's measuring method, Noe (1988) as



previously noté; attempted to examine the prbtege
characteristics df‘the mentoring felationéhip with a‘Survey
device. The instrument'contained'32-items whiqh were“
de&eloped on the béSié of the career and pé?dhosocialz
functions pfevipusly identified‘by‘both.qualitative and
descriptive anaiysésl(e.g; Burk, 1984; Krém7i983;‘1985; Kram
& Isabella, 1985; Rbche,’1979;LZey, 1984). Noe's (1988)
study demonstrated.that the instfument (questionnéife)
devised for the study provided evidence for,both
psychosocial and caréér fuﬁctions, as illustrated by both

the reliability and factor analysis.

'Purpose of Study

| Because the use of mentoring programs in both
organizational and academic settings is increasing, it is
important to determine the psychosocial and career functioné
that occur in a mentoring relationship. No further research
had been done to test Noe's systematic instruments on
mentoring functions.

Thus, the purpose of this study was to investigate
further the instrument devised by Noe (1988) by replicating
the measure with a different population. The original study
used educators as participants; the present study will
utilize college students. Although an organizational
- setting is different than an academic‘setting; the nature of
career and psychosocial functions shbuld remain the same in

both settings. These two functions are explained in detail



“"fof professors strategles for prOJects term papers and

o ;ﬂfreports., Career plannlng would be a551st1ng the protegevlnff*

f‘nextv‘°

\fAcademlc/Career Plannlnq

Career functlons, or the extent to whlch an 1nd1v1d :

':Tengages 1n career plannlng has, 1n the past been show_&to”n’

‘be related to salary level advancement promotlon, and

self development act1v1t1es. Furthermore, 1nd1v1duals who;fi;fw]7

-,career plan have better self awareness of strengths

lweakness, and 1nterests Kram (1983) suggests that me,torsiyﬂ

lglve con51derable amount of tlme to dlscuss1ons that are

‘related to career plannlng act1v1t1es Slmllar beneflts are
‘*“expected academlcally for college proteges as they plan forg:pffu’
‘”:;advancement and self development ;Thus cons1stent w1th i
Noe s hypothe51s : | | -

vaothes1s 1 The greater the extent to whlch the

"m mentor and protege do academlc plannlng, the more
'"effectlvely the protege utlllzes the mentor | The more*f
’uacademlc plannlng, the more academlc/career beneflts

vfthe protege w111 obtaln from the relatlonshlp

fVIn thlS study, academlc/career functlons w1ll be deflned

"_academlc adv1sement of reglsterlng for classes, adv1sement"ﬁ-

‘ ,poss1ble ch01ces of a career or graduate program._'

) Qualltv of Interactlon and ;mount of tlme Spent with: Mentorgfuhwl"

- Interactlon 1s the key t‘

[obtalnlng,careerjand,_

;;lpsychosoc1al beneflts Thus persona13andawork;related“ff_-f




problems and goals must be discussed. The protege must also
attain guidance on career and personal issues (Kram, 1985).
Moreover, for the protege to attain the full benefit of the
mentoring relationship, he or she must effectively utilize
time spent discussing, asking questions, and‘problem solving
with the mentor. Therefore, remaining consistent with Noe's
hypothesis:

Hypothesis 2: "The more time the protege spends with

the mentor, the greater the psychosocial outcomes the

protege will obtain from the relationship."

11



‘Method

Background‘Information

The mentoring program utlllzed by the study is part of a
comprehen81ve development program des1gned to a551st
retentlon of college students on Callfornla State Un1vers1ty .
campuses._ Student mentors and student protegeskwere |
‘lassigned accordlng t0~the1r'majors.~ Student mentors had
between three and five student proteges. In addltlon, there
lwas a faculty coordlnator for each major.J Faculty
‘coordlnators w1th1n each major supervised all student
mentors 1n that major. The‘relatlonshlp between faculty
coordlnators ‘and student mentors was;not‘measured. All
mentors‘and~proteges~were students, >Each participant
received;one‘day of‘traininglat the beginning of the'schOOl
year. |
Subjects .

'Theosubjects were 63vstudents from a college on the
'west.coast who chose to Volunteer. Student proteges were
part of anson—campus Mentoring Program Approximately 200
college protege students were asked to volunteer. All
subjects were treated 1n accordance with the Amerlcan'
Psychologlcal Ass001atlon s ethlcal guldellnes

Measurement

Mentorlng functlons were assessed with a 29-item survey
that was adapted from Noe's (1988) questlonnalre The

questlonnalre‘was developed by Noe (1988) to assess‘the

12



extentjto which proteges beliéVed their mentqré provided
career and psychosocial functions. Nbe;s‘itéms were based
on previous studies‘df méntoring relationShipS (Burk, 1984;
Kram, 1983; Kram & Isabella,>1985; Roche, 1972; Zey, 1984).
A five pdint Likert scale was ufilized with 1 = "to a very
Slight extent" to ‘S = "to a véry large extent." An
hunknown" responsé was prbvided; this responsé.was treated
as a missihg response in analyses. Proteges were asked to
respond to each iteﬁ and to report fhe extent to which it
described their current mentoring relationship.
Procedure

Subjects/pfotegés (n=253) from one campus were
requested to complete a duestioﬁnaire»which-waé sent to them
by mail. A brief introduction sheet was sent to all
subjects along with the questionnaire. A separate shee£ was
provided if any subject wanted more information or the
results of the study; Subjects were instructed to rate the
extent to which they believed the mentor provided career and
psychosocial functions. All students were informed that
participation was voluntary and that they could attain the
results of the study by mail once the study was completed.

| Results

Tests of the Hypotheses

Hypotheses one and two were supported by the data. The
current study replicated Noe's analyses and attained similar

results to Noe's 1988 study.

13



.iilcorrelated and to form factors thaf

uf~fperformed on thehda ayto determlne the 1nternal cons1stency‘fJ~&fun
e*f7ﬁscale developed bnyoe.
"7f”functlon subscale, Wthh 1ncluded 17 1tems, was 8§

'aﬂf(Cronbach'S alpha) lﬁli-

7»f"ﬁalpha;was‘@84_ These results for both career“and f'

fdﬁiflrst hypothe51s.v

HVpothe81s 2.

' Slmllarly, tlme was 51gn1f1cantly

the second hypothe51s was support.

'fl‘Other Analvses‘pp ]:j,jfvififpilf‘“
A rellablllty analys1s was performed on the 'ata to

xﬁfmdetermlne 1nternal con51stency A factor analy51s was also ERELE

**fperformed to remove:dupllcate Varlables from those that werehf,u-'h.

w”re relatlvely

irlndependent of one another.ﬂa'”

Rellabllltv Analvsls.?f “rellabllltyuanal

'f@ and the homogenelty?of the‘two,subsc 1es of the mentorlng'a-f

,dSults were found for the

fppsych05001a1 functlons subscale, Wthh 1nclude”ﬂx‘uhﬂ







. s Table 1.ﬁn . S o
efﬁMentorlnq Functlons Item Means, Standard Devlatlons and
~gRotated Loadlngs" ‘ L : S LR

_ «Lgfactorfloadinqeﬂf“
M sSD. .1 2

"t1téﬁ7»~

“,‘20;,My mentor gave suggestlons 1n o
. . preparing for a future career." ) S
v (career) - - 2.20 1.16 .81 - .10
'~ 19. My mentor gave: suggestlons that ' B ' PR
© - ~would clarify career ‘ o
fposs1b111t1es 1n the future.:f,; R s SRR
- (career) - ’ ©3.11 1.10 .74 .18
7. I will try to- be like my mentor o ‘ o :
' when I encounter 51m11ar
‘academlc 31tuatlons or problems. B e :
(career) S 3.49 1.07 .64 .29

4. I'try to 1m1tate the college e e PR
e .;behav1or of my mentor (career) ©.2.63 1.03 .63 .13
17. My mentor ‘helped me meet new e v S
* ., people or friends. (career) . = - 3.20  1.28 .63 .31

»18;tMy mentor gave suggestions
.~ “'that would clarify written
' and personal contact with ‘,‘ . , e S
. ‘professors. (career) ... . 3.38 1.08 .60 .36
‘3. .My mentor has encouraged me. to S o RN
‘try new ways of behav1ng in ‘ S
.. ~..college. (career) : S 3,04 1.23 .57 .23
Sf27. My mentor has asked me for R
.suggestions concerning '
problems he/she has
encountered in: college. Do . o
S (social) e e ' ..2.87 1.33 .56 .27
."15. My mentor warned me of academlc e : - ~
G ~:rlsks “such as specific classes
or - professors, that could
’ threaten ‘me academlcally

.24

. (career). ST 03,81 1.16 - 53"

5.:°'T agree w1th mentor s. attltudej ' . ‘

. and values regardlng educatlon e T R
»(career) LT - n 34076 1.05. .50 .17

VNote"Item Loadings defining factors are underlined. The -
type of mentorlng function that the item was written to
assess. is listed.-in parentheses Item response scale- ranged
from 1 —," to a very sllght extent to 5 =" to a very large L
-extent" : ~ : : T

#

Items whlch dld not load as Noe S factor analy51s.



Item

factor loadings

M

SD

1

2

12.

My mentor has conveyed empathy
for the concerns and feelings

"I have discussed with him/her.

14.

10.

(social) :

My mentor has conveyed feellngs
of respect for me as an
individual. (social)

. My mentor provided me with support

and feedback about my
performance as a college
student. (career)

My mentor suggested specific
strategies for tests, term

_ papers and projects. (career)
. My mentor provided me with
‘support and feedback

regarding performance on
projects, reports,)and tests.
(career)

My mentor has shared personal
experiences as an alternative
perspective to my problems.
(social)

My mentor provided opportunltles
to learn new skills. (career)

My mentor has demonstrated good

" listening skills in our

11.

13,

conversations. = (Social)

My mentor has encouraged me to
talk openly about anxiety and
fears that detract from my
studies. (social)

My mentor has kept feelings and
doubts I share with him/her in
strict confidence. (social)

.99

.78

.93

.21

.09

.25

.35

.39

.21

.37

.07

.34

.31

.74

.71

.69

Note:

assess is listed in parentheses.

Item‘loadings_defining factors are underlined.

The
type of mentoring function that the item was written to

‘Item response scale ranged

from 1 = "to a very slight extent" to 5 = "to a very large
extent". ,

#
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: - , Ffactor loadings
Item , , M SD 1 2

9. My mentor has discussed my

questions or concerns

regarding feelings of

competence, commitment to my

degree, relationship with

peers and professors or

college/family conflicts.

(social) - 4.15 .82 .28 .51
29. My mentor has 1nteracted ,

with me socially outside of

school. (social) - 2.61 1.47 .25 .42
1. My mentor has shared history of -

their college career with me. = 3.39  1.11 .43 .42

(career)

2. My mentor has encouraged me
to prepare for academic and

career advancement. (career) ©3.07 1.26 .57 .42
6. I respect and admlre my mentor.. :
(social) : 3.71 1.02 .56 .42

16. My mentor helped me flnlSh

assignments, tasks or meet .

deadlines that otherwise

would have been difficult ,

to complete. (career) . 2.66 1.30 .40 = .34
23. My mentor suggested specific

strategies for accomplishing ‘ :

academic goals. (career) 3.73 1.01 .54 .54

24. My mentor shared 1deas w1th :
me. (career) ‘ 3.87 1.07 .53 .59

28. My mentor has invited me to
join him/her for lunch or
other social activity.

(social) . 3.60 ~ 1.39 .32 .31
Eigenvalue 11.74  2.03
Variance explained 40.5 7.0

Note: Item loadings defining‘factors'arebunderlined. The
type of mentoring function that the item was written to

assess is listed in parentheses. Item response scale ranged
from 1 = "to a very sllght extent" to 5 = "to a very large
extent". ,

#

Items which did not load as Noe's factor analysis.
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correlatlon‘between the psychos001al and career functlons"
”subscale (r —-.85) (See Table 2. .) |
‘Subscales‘_ The subscales of the psychos001al and
'career as developed by Noe were used for these analys1s »
"(Because the factor analys1s suggested a sllghtly dlfferent

allgnment of 1tems than ‘was found in Noe'! S . study,_subscales ,

"'based on the factor analys1s were also computed and

correlated w1th the "How effectlve dld you feel your use of

: the mentor was’"'”"How much tlme per week dld you and your
,mentor spend together’"' "Has contact with your mentor
1mproved your potentlal for academlc success7“° and "How

y useful dld you flnd your contact w1th your mentor to be’"
v‘varlables.f These data are presented in the appendlx These
data do not dlffer substantlally from those presented in

'}Table 2.y

Usefulness.,‘The percelved usefulness of the mentor by |
:ithe protege was slgnlflcantly correlated with both
"nsubscales, career- and psychos001al - This would suggest that
"proteges 1nterpreted career and s001al beneflts as a useful
_part of the mentorlng relatlonshlp. And lastly, proteges"'
‘djpercelved usefulness of the mentor to them was correlated

;51gn1flcantly to psychosoc1al functlons subscale (r =:.53).

'7lThese results were expected and are cons1stent w1th

'ifNoe s(1988) and Kram E (1983 1985) studles..‘ﬁ:

h._19~



TABLE 2

Pearson Product Moment Correlation Coefficients

SD Effect Psocial Career Time Acadsuc Useful

Variables M

Effect 3.67 1.12 1.00

Psocial 3.68 .47 65" 1.00

Career 3.39 .28 .65 .85 1.00

Time 2.60 1.15  .517 .48 .49 1.00

Acadsuc ‘1.69 .89 =.17 -.12 -.23 03 1.00

Useful ~ 2.57 .75 .70° .53" 637 .417 -.23 1.00

Effect = "How effective did you feel your use of your mentor

was?"

Psocial = Psychosocial functions of mentoring

Career = Career functions of mentoring

Time = "How much time did you and your mentor spent
together?"

Acadsuc = "Has contact with your mentor improved your

potential for academic success?"
Useful = "How useful did you find your contact with your
mentor to be?"

p < .01
“p < .001

Note: Psocial and Career were computed based on the
subscales in Noe's study.
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Effectiveness. Proteges' ratings of their mentor's

effectivenéss to them, "How effective did you feel your use
- of your mentor was?“vwas significantly related to the
following: psychosocial sﬁbscale , career subscale, time
spent with thé mentor, and perceived usefulness of the
mentor. Proteges reported high levels of effectiveness
("How effective did you feel your mentor was?" Mn = 3.98, SD
= 1.99) and usefulness of the mentor ("How useful did you
find your contact with your mentor to be?" Mn = 2.57, SD =
1.60). Proteges varied in their time spent with mentor.
(See Table 3.) Yet, over half of the proteges feported a
"yes" response to the question of "Has your contact with
your mentor improved your academic success?"

A final question was asked on the survey to identify
specific areas in which the mentor offered the greatest
assistance to the protege. The proteges reéponded to "What
areas did your mentor offer the greatest assistance, please
number from greatest = 1; to the least = 4". 32 students
placed academic as the area of greatest assistance; 13
students placed personal as the greatest area of assistance
followed by 8 who marked social and 7 who marked career. It
appears that students saw academic assistance as very
different_from career planning as well as personal

assistance being very different from social assistance.
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e Percentaqes of Res

pon fto Percelved Mentorlnq

bleffectlveness _Time,

Academlc Success and Usefulness scales

>Item‘”

Percent@owaesponses

 30. How effective
. feel your use
‘mentor was°

ﬂ’3l.iHOw’much time
! did you and yo

.-spend together’

‘j-32.‘Has contact wi

‘did you o
of your

per:week -
ur mentor,ﬁ.

th: yourvf

‘mentor 1mproved your:

.- .potential for
‘.gsuccess°1;<»

academlc

sr:33.'How useful ‘did you flnd o

~your contact with your

’[mentor to be?

157.1 17.5 2

15,9 11.1

.8 11.1 22.2 36.5

"Note'

. Item. 30‘(Effect),

‘a very large extent"‘f

‘Item 31 (Tlme), l

7’hour,.4 = 1 hour +.
‘l‘Item 32 (Acadsuc)

Ttem 33 (Useful)
3“= "Very useful"-

0 30 mln

1= "not Very useful"
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:f30+45f

1h= "to a very sllght extent" and 5 =

.{to f

min{}&3 = 45-1

=>unknown.

2 = "unknown"




Discussion

~The current study was a replication of Noe's (1988)
instrument where functions of the mentoring relationship
were assessed. The current study adapted the mentoring
subscales developed by Noe to college students who were
involved in a mentoring program. Both career and
psychosocial functions were assessed by the new instrument.
Results were similar to both Noe's (1988) and Kram's. (1985)
studies on mentoring relationships. The current study
supported the first hypothesis that the greater the eXtent
to which the mentor and protege did academic planning, the
more effectively the protege rated use of the mentor. The
second hypothesis waé supported in that as the mentor and
protege spent more time together, psychosocial benefits were
perceived'to increase. The factor analysis suggested that
both career and psychosocial functions do exist, which
strengthens support for both Kram's (1983) and Noe's (1988)
conceptualization of mentoring functions.

Career Functions of Mentoring

The subscale for academic/career functions revealed
high internal,consistency and reliability. These results
suggested that the scale could be further developed and
adépted for use by other researchers concerned with
criterion based measures of mentoring functions. However,
the factor analysis suggested that the career functions may

not be especially distinct from the psychosocial functions
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'{tgffor the_student sample, ldﬂ'

vl;The results further supported Noe s scale on career .

‘gfunctlons, 1n that 1t demonstrated the rellablllty of theff~'~;”'

;1nstrument w1th a college populatlon.k However, a»small~':
inumber of 1tems appeared to be unclear to the students.»i?*
dThls may be due to the way 1tems were transformed from anbyf
wiorganlzatlonal settlng to -an academlc or college settlng

JIt 1s speculated that career functlons, as descrlbed by Kram

(1983 1985) and Noe (1988), may not be as clearly deflned
Cin an academlc settlng as they are in an organlzatlonal

.settlng,, Whereas the employee 1n an organlzatlonal settlng

.g'may bedmore aware of the 1mportance of v1s1b111ty and the S
nillmportance of sponsorshlp and protectlon by the mentor,.a;d
slstudent may not v1ew a. mentor 1n the same way. More .
‘1&spec1f1cally, the employee may know where they want to’be
w1th1n the organlzatlon 1n relatlon to p051t10n or- statusﬁt
}'how to get promoted or ga1n status,‘and'understand the :
‘}wlmportance of the 1nformal organlzatlon. Student proteges‘
smay not have a clear and deflned plcture of themselves and,
-lhow thelr current educatlonal goals ‘may relate to careerh
.”ugoals. Student proteges only see themselves as. students and
m;not as career orlented 1nd1v1duals.‘ In addltlon, student |
‘imentors may not have the power to protect g1ve v1s1b111ty,
fp“and prov1de promotlonal opportunltles 1n academla as 1nyv
j:bus1ness._ Hence, the connectlon between career functlons

mfmay not be as clear 1n an academlc mentorlng program as they



are in an organizational setting.

Psychosocial Functions of Mentoring

Similar results with the psychosocial function were
observed. Results demonstrated high_internal consistency
and reliability. These results suggested that tﬁis
subscale, too, could be fﬁrther developed, adapted, and
utilized by other researchers. The results further
supportea both Kram's (1983) and Noe's (1988) mentoring
research.» '

Again, the factor analysis sugéested that some items
may have been unclear in the survey. These unslear items.
may be due to the mentor-protege relationship not having
progressed through the different phases ofbmentorihg as
described by Kram (1983, 1985) and Kram and Isabella (1985).
Consequently, mentor-protege relationshibs may ndt,have

moved beyond the initiation phase; psychosocial functions

peak in the second phase, the cultivation phase. Hence, the

stage at which these students were functioning may have
affected the final results. The students may‘not have had a
clear definition of psychosocial functions of the‘mentorihg
relatidnship at the time of the survey.
Other Issues |

Additionally, student proteges mayvnot have a clear
perspective of their identity as individuals. Kram (1983,
1985) suégested-that psychosocial functions includer

confidence, sense of competence, identity and effectiveness
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bw1th1n the env1ronment (organlzatlon or school) m}Butir&
_students may not have developed confldence,ba sense bqufu
‘ competence, nor an understandlng of thelr own 1dent1ty
within the_college env1ronment,i As a result 'student
proteges may‘have avlower maturatlon-level than‘thosen;
previouSly surVeyedbbY»Noe inﬁhisrstudy*(Kram;l§85,fl985;t"
fNoe’l988) | I | o SN
The factor analys1s suggested that students may‘have ;b
‘had differing feellngs about the career: and the psych05001al‘
'1nteractlon with a mentor._ For example, one student
reported that his mentor»was ai"nerd"r but related that he
was very competent and helpful 1n the academlc subject
matter pertalnlng to the major. Consequently, careerb'.
benefits were obtalned but no psychos001al beneflts were
attained from thevrelatlonshlp.‘ Another student reported
that his mentor was a nlce person but knew nothlng ‘about
T_academic adv151ng in the major. :These reaction may have'be_
due to the proteges'_maturity leVelsiwhich‘mayrnot hAVe:
allowed them to appreciate pebple:who,dfe‘different from

7themselves.

Future Directions

The current study attempted to repllcate each 1tem of

- “Noe! s 1nstrument as closely as poss1ble For future

research, some of the 1tems should be rewrltten to match in
languageﬂcommon to_college or_academlc,envlronment. If-the'

items were written more clearly and concisely, items may

: se



load more definiti&ely'ohfthe»factor analysis. It is
further'sﬁggested that more SpeCific directions,be proVided‘
to the proteges prief tpithe taking oflthe sﬁrﬁe§;' That is;
it may be helpfdl if]protegés.had.an ﬁhdefstandihg,of the‘
two major functions;‘career.and psychosocial. Assisting the
proteges to undefstand.beth_eareer and pSYchosoeial
mentoring functions Would probably lessen‘the number of
"neutral" responses.

An additional suggested area of research is that of
mentoringwrelationship stereotypes. As suggested by Merriam
(1983), mentoring has been associated with many types of
relationships. Both proteges and mentors bring to the
relationship many‘different preconceived ideas and concepts
of the role each should play in the relationship (Grey |
1989). Problems arise when these expectations of the
mentoring relationship are not met by eithef mentor or
protege. For example, the protege may have been expecting a
coaching type (player and coach) mentoring relationship, but
received a mentor Who uses a counseling type (father and
son) relationship approach. Thus, the mentoring
relationship could be perceived by the protege as
ineffective and the mentor could perceive the protege as a
rebellious offspring who doesn't care about the
relationship. It is possible that the protege does not
understand the long term effects of a mentoring relationship

and only sees the immediate results. It is also possible
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that both mentor and protege have "stereotyplcal" 1mages of_gipjpjt_t

what a mentor or protege should be.n When the'géipﬁm;;/Q

"stereotyplcal" 1mages are. more s1m11ar 1n nature, the

ddrelatlonshlp 1s more llkely to be: percelved asﬁsuccessful 5

~ On the other hand ‘when mentor and protege "stereotyplcal"‘:ﬁ%ﬁ

1mages are dlfferent the relatlonshlp 1s llkely to be '

-,percelved as unsuccessful

It is suggested that'addltlonalf

a way of matchlng mentors and protege relatlonshlps more

| effectlvely and accurately..

| An addltlonal area for mentorlng‘research and practlce ;,
is a mentorlng program.for returnlng students,dwho are often"
’older ‘and’ more- mature than tradltlonal (18?—?22 years old)“'ff
students‘ This populatlon may have needs academlcally, but"}“
“they may have a greater appre01atlon for long term beneflts:;:
vand demand more of a mentorlng relatlonshlp 1n both the

Hareas of career and psych05001a1 functlons than»would»af;
tradltlonal‘undergraduate‘student.;ctw‘ | R

In'the_item;."What areas dld your mentor offer the;{fu

greatest assistance"; proteges reported that academlc/career: o
assistance was the most helpful 1n the mentorlng ‘ S i
relatlonshlp | Frequency ana1y51s revealed that academlc and#
career ass1stance recelved more “ls" and "2s" than dld RER |

~personal and social. Thls was expected because of the 7yﬁ.“



vécadémic environment and Was-ih line with Kram's (1985)
results. Kram (1985) noted that dareér functidns were
primarilyvinstrumental in nature and are”characterized by
less personal or}social interaction. Perhaps stﬁdents see
that instrumentality to achieve good grades and a high G.P.A
'is more important than to make friends and socialize. This
‘response 1is supported by Hunt and Michael (1983) who
described the mentoring rélationship as an important
training and development tool. A future study should
include specific aspects that a college mentoring
relationship should include, i.e., study skills, test taking
strategies or academic strategies.

In conclusion, it is propoéed,for future studies that
the current scales be revised and re-administered to college
proﬁeges and mentors.. A systematic measuring instrumené'in
conjunction with a mehtor-prdtege expectafionvscale could be
very useful in métchihg and’measuring thé effeétiveness of
mentoring prdgrams. Moreover, a critérion—based scale which
could be adapted to different populations could benefit both
educational and employee development programs where assigned

mentoring programs exist.
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Pearéon Product Moment Correlation Coefficient .
Factor Analysis Table ’

Variables Effect Psocial Career Tinme Acadsuc Useful

Effect 1.00

Psocial L63%% 1.00

Career . 59%% .65%% 1.00

Time .50%*% LAQ** .42 1.00

Acadsuc  -.16 = -.11 -1.3%  -.07 1.00

Useful .70%% " .B4*x* .B7** .39%%* -.21 1.00
Effect = "How effective did you feel your use of the mentor
was?"; Psocial = Psychosocial functions; Career = Career
functions; Time = "How much time did you spend with your
mentor?"; Acadsuc = "Has the contact with your mentor

improved your potential for academic success?"; Useful =
"How useful did you find your contact with the mentor?".

* P < .01
** P < .001
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fyLetﬂérfof IntroduCtionfh;h"fiyfy,fiw

Dear Student

/

My name 1s J1m Danlels, I am a graduate student 1n‘

'psychology My current research requlres subjects that have ;‘

’been part of a mentorlng program. Your name was g1ven to me
'-by Joel Nossoff 1n connectlon w1th the student mentorlng

T;program.';ﬁ°

Partlclpatlon 1n thls surveylls voluntary> If you do

Tnot.want to part1c1pate, do not return the survey

o on the other hand please cons1der that your'i
partlclpatlon 1s essentlal to understandlng the mentorlng
c;process and your part1c1patlon would greatly be - apprec1ated l
| The survey enclosed 1s an adaptatlon of another ) |
gairesearcher 's mentorlng functlon survey ' The 1nstrument.1s"'
’»de51gned to measure your assessment of how your mentorlng
‘experlence was._” .‘ B

‘ Please f111 out the survey completely and 1f‘you have
'any questlons please call me at (714) 882 8183 |

If you ‘would 11ke coples of the results of the study

I”please g1ve your name and address to Joel Nossoff and I w1llfﬂ o

"be glad to mall you the results when the study is completed.)
e Thank you for your help and tlme.i' o ‘

_Sincerely,

e TJim Daniels

a2





http:7y7:..77
http:7777-,77-...;'7.zz
http:7;.:;.;77.77
http:7:7^7,.r7

1 = "to a very slight extent"; 2 = "to a slight extent"; 3 =

"neutral"; 4 = "to a‘large extent"; 5 = "to a very large
extent"
5. I agree with my mentor's attitude and values regarding
education.
1 2 3 4 5
6. I respect and admire my mentor.
1 ’ 2 3 4 5

7. I will try to be like my mentor when I encounter

similar academic situations or problems.

1 2 '3 4 5
8. My mentor has demonstrated good listening skills in our
conversations.
1 2 3 4 5
9. My mentor has discussed my questions or concerns

regarding feelings of competence, commitment to my
degree, relationship with peers and professors or
college/family conflicts.

1 o2 3 4 5
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1 = "to a very slight extent"; 2 = "to a slight extent"; 3

"neutral"; 4 = "to a large extent"; 5 = "to a very large
extent"
10. My-mentor has shared personal eXperienCés as an

11.

12,

~13.

14.

alternative perspective to my probiems.

1 23 4 5

My mentor has ehcouraged‘me to talk openly about
anxiety.and fears that detract from my studies.

1 2 3 4 5

My mentor‘has conveyed empathy for the concerns and
feelings I have discussed with him/her.

1 2 3 | a5
Mj'mentor has képt feélings and doubts I shared with
him/her in strict confidenée.

1 2 3 4 -5

My mentor has cbnveyed féelings of respect for me as

- individual.

1 2 3 4 5
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1 = "to a very slight extent"; 2 = "to a slight extent"; 3 =

"neutral"; 4 = "to a large eXtent"; 5 = "to a very large

extent"

15.

16.

17.

18.

19.

My mentor warned me of academic risks, such as specific

classes or professors,‘that could threaten me.

academically.

1 2 ‘ 3 4 5

My mentor helped me finished sssignments, tasks or meet
deadlines that otherwise would have been difficult to

complete.

My mentor helped me meet new people or friends.

1 2 3 a 5

My mentor gave suggestions that would clarify written
and personal contact with professors.

1 .2 3 4 5
My mentor gave'suggestions that would clarify career

possibilities in the future.

1 2 3 : 4 5
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1 = "to a very slight extent"; 2 = "to a slight extent"; 3 =

27.

28.

29.

30.

31.

"neutral”; 4 = "to a large extent"; 5 = "to a very large
 extent™
26. My mentor proVided me with support and feedback

regarding performance on projects, reports, and teSts;

1 ) 2 3 g 5

My mentor has invited me to join him/her for lunch or
other social activity.

1 2 3 a 5

My mentor has asked me for suggestidﬁsvconcerning

problems he/she has encountered in college.

1 | 2 3 A 5

My mentor has interacted with me socially outside of

.school,

How effective did you feel your use of your mentor was? :

1 2 3 4 5

How much time per week did you and your mentor spend

together?

'0-30 min.  30-45 min. 45-1 hour 1 hour +
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1 = "to a very slight extent"; 2 = "to a slight extent"; 3
"neutral"; 4 = "to a large extent"; 5 = "to a very large

extent"

32. Has contact with your mentor improved your potential
for academic success?
Yes No unknown

33. How useful did you find your contact with your

mentor to be?

not very useful: unknown very useful

34. What areas did your mentor offer the greatest

assistance please number from the greatest = 1; to the

"least =4
Acadenmic v Career. Personal . Social
Comments:
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Debriefing: ‘ More Details About The Survey

Research has seen mentoring as a developmental process with
many functions. The survey was desighed to assess two of the

many mentoring functions: Career Functions and Psychosocial

Functions. It was the intent of this study to know if these

functions exist in a college mentoring program.

Career Functions arevaSpects of the mentoring process
that enhances the pfoteges as he or she prepares for career
advancement or in this case academic advancement or perhaps
pre-career advahcement. Functions include: teaching about
school policy, procedures or college life; coaching or
strategizing about homework, projects, papers, classes and
pfofeséors;-adﬁising of courses, job opportunities, and
career prospects.

Psychosocial Functions are aspect of the mentoring

process that enhance the protege's personal 1life. Fﬁnctiohs
could inélude: intrbdﬁctions to friendé and professors;
providing both positive and negétive feedback; assistance on
projects; counseling and encouragement; sharing of ideas;
friendship. The psychosocial fﬁnctions could be seen as the
development of a friendship betWeen mentor and protege.

Thank you again for your participation. .
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