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ABSTRACT

This study examined the effects of perceived.eimilarity,
mentoring functions, frequenoy of contact, and duration of
relationships on satisfaction With‘organizational |
mentoring relationships. The participanté were 35 mentore
and 52 protégés from various organizations throughout the
United States. Results of the study maintained that
psychosocial functions predict satisfaction with
mentorships better than career-oriented functions. The
number of meetings mentots and protégés had per weeklwas
related to satisfaction. In addition, there was a
significént association between perceived similarity‘and
satisfaction. Results of standard multiple regression
revealed perceived similarity as a strong predictor of
satisfaction withvmentorships‘for both protégés and
mentors. Also, for mentors, number of meetings per week
was a significant predictor of satisfaction with mentoring
relationships. Exploratory analyses examining‘the‘role of
personality revealed that positive and negati?e
‘affectivity do not significantly affect satisfaction with

mentoring relationships.
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| cmmemer ove

| Introductlon

‘-g”Overv1ew of Mentorlng 1n Organlzatlons g :

,y The nature of work 1n the U S demands that people

T.’rapldly adapt to new p031tlon';and tasks w1th1n Varlouspiv

:organlzatlons' Support and guldance from senlor employees ﬁm

"hmay help mltlgate the amblgulty surroundlng su0h dlfflculthjlf:p”

;challenges ) Mentorlng can prov1de thls necessary help
'@Mentorlng may prove worthy 1n today s culture to help
‘11fac1lltate YOung employees careers Researchers and 377

‘,rpractltloners are 1ncrea81ngly 1nterested in emplrlcally

‘ _nlnvestlgatlng mentorlng However,vthere are Stlll many

Y“unanswered questlons w1th1n the organlzatlonal mentorlng

}pyresearch'-spec1f1cally, the 1dent1f1catlon of the factors t
d’whlch characterlze a successful mutually satlsfylng |
’:mentorshlp : The present study explored certaln varlables.
?contrlbutrng to satlsfactlon for both mentors and )

- Mentors help young employees flnd thelr way 1n an

-_organlzatlon Modellng has been shown to:be effectlve for.7fgsf'

. employees 1n learnlng work related 1nterpersonal skllls
u(Kram,‘l985, Zey, 1984) Moreover, mentors serve asA

"people who can show junlor level workers the ropes

» Proteges can beneflt from the guldance of an. older, more .fj"~7:“

experlencedjemployee; Wllson and Elman (1990) state that




kmentorlng enables organlzatlons to strengthen and malntalnv,,

‘ thelr corporate cultures 1T'=“healthy” culture 1s helpful
‘lyfor organlzatlons because 1t fac1lltates a common value
‘:base for employees | Furthermore,'lt prov1des “1mpllclt

,eydknowledge” as to what the organlzatlon expectatlons arev

for employees, and also what the employees can expect from

»~the organlzatlon. Conventlonal-w1sdom has'suggestedvfor

years that hav1ng‘a mentor 1s 1mportant, however,
researchers are just beglnnlng to uncover thevreasons why y
mentors at work are 1mportant and benef1c1al to the",,n
.mentor, protege, -and organlzatlon Mentorlng ‘has been :
: dlscovered to have a 51gn1f1cant 1mpact on proteges
performance,gcareer/job sat;sfactron, promotrons, and:-‘
compensatlon u(Dreher.& Ash,_1990, Fagenson,“l989; Kram,
1985).’:' H , r K oo

‘wEarlier‘mentOring research‘(performed in‘the mid;
“19803) ‘was based prlmarlly on case studles which |
'concentrated on establlshlng termlnology, determlnlng the
mentor 'S functlons, and descrlblng the growth and | |
development of the mentorlng relatlonshlp (Ollan,-Carroll,
* Glannantonlo,‘& Feren, 1988). Theregls nO‘Slngle agreedF
“upon definition‘of»a mentor; however,,manyfof the eglsting
:deflnltlons are qulte 51mllar Noe’s (1988, p- '458)'
deflnltlon of ‘a. mentor w1ll be used for the purposes of

the present study



The mentor is usually a senior, experienced employee
who serves as a role model, provides support, '
direction, and feedback to the younger employee
regarding career plans and interpersonal development,
and increases the visibility of the protégé to
decision-makers in the organization who may influence
career opportunities.

Kram (1985, p. 2) says that a mentor, “helps the
younger individual learn to navigate in the adult world as
he or she éccomplishes this important task.” Olian et. al
(1988, p.16) use the term mentor’as‘av“senior member of
the profession or organization who shares values, provides
emotional support, career counseling, information and
‘sdvice, professional and organizational sponsorship, and
facilitates access to key organizational and professional
networks.” Olian et. al (1988) stress that this
definition suggests that mentors differ from supervisors
becsuse mentors do not necessarily have authority over
their protégés. Burke (1984) suggests that some synonyms
for mentor are: teacher, advisor,‘guru, and counselor.

Functions of a‘Mehtor

Kram’ s book, Méntoringvat Work: Developmental

Relationships in Organizational Life (l985),_provides an
in-depth inVeStigation_of meptor and protégé manager
pairs. Kram interViewed'eighteen relationship pairs,
fifteén managers who did not have mentors, and ten
corporate’executives who reported Having mentors during

the early part of their careers. Kram’s research is



"ﬁnoteworthy because 1t prov1ded an analy31s of the
"y'mentorlng functlons and proposed stages of the mentorlngf“fy
-;process, both of whlch paved the way for much future

afresearch

There are two types of functlons that mentors oftenhf?7'

’ prov1de that have been 1dent1f1ed by Kram_(1983 1985)
fpsychosoc1al and career orlented » Psychosoc1al mentorlng
ycon51sts of the mentor serv1ng as a role model counselor,‘

"and,a~fr1end The mentor educates the protege on the

‘“”fﬁapproprlate behav1ors, values, and attltudes w1th1n the

‘organlzatlon | The mentor also supports the protege and “”:v
”offers uncondltlonal p031t1ve regard o

Career orlented mentorlng 1nvolves the mentor

ﬂf'attemptlng to advance the career of hls/her protege vTForf}ﬂ;g"*”

“T;example, the mentor may make efforts to obtaln a
. promotlon, lateral move, or challenglng prOJect for the

,ﬁprotege The mentor also 1ncreases VlSlblllty of the

'»3protege to organlzatlonal dec181on makers, prov1des

'7“f;;both typesfﬁ

'i-correctlve feedback and coaches the protege to help

n7accompllsh goals Kram suggests that the more elements of

he better Kram developed a

ﬁhe’amount of

' scale"was»used to,dellneate these functlons Results of




1-,several factor analyses show con51stent support for these

"; two functlons,(Kram, 1983 Noe, 1988 Ollan et l,v1985),

._iPhases of the Mentorlng Relatlonshlp

Kram (1985) deplcts the mentorshlpras'occurrrng in
bjffour relatlonshlp phases _1n1t1atlon,-cultlvatlon,l,
1Q'separatlon, and redeflnltlon.. The flrst stage 1nvolves .
ﬁ»the tlme perlod of the 51x to twelve months 1n whlch the“
relatlonshlp emerges Kram descrlbes how the younger
lmanager develops an admlratlon for the senlor manager, and N
,”v1ews hlm/her as someone who w1ll be supportlve and |
rprov1de guldance to the junlor manager-. The senlor
"manager 1dent1f1es someone as’ “coachable” (p;»Sl):,someone
‘who can beneflt from hls/her experlence, knOWledge,,:.
‘bperspectlves, and values. There is mutual'attraction‘
between two persons because of respect for one another and
,at that p01nt p031t1ve expectatlons of the relatlonshlp
rare'formed «-Noe s-(1988) research adds that psychosoc1al‘ ;%fu
‘mentorlngyls more‘cruc1al and benef1c1al durlng ‘the o
'1n1t1at1on phase of the mentorshlp than the career—,fi
'f?oriented‘mentoring, vi | | o
?The'seCOnd'Stage, the cultlvatlon phase, is when-the
‘s p081tlve expectatlons formulated 1n the 1n1t1atlon stage
rare put to the test ~The stage is thought to last two to o
, flve years, and 1t is the most actlve phase of the i

V'mentorship.> The mentor part1c1pates 1n the. career—‘



development of his/her prétégé. He/shé assists the
protégé in work projeéts,venhancésvthé protégé’s
visibility in thé érganization, engéges in coaching
behaviors, and provides,emotional Suppoft. The
cultiyation stage is generally regarded as the most
positive stage because it has the least amount of
uncertainty and conflict.

The third phase, separation, comprises the actual
separation of the mentor/protégé pair. Separation takes
place both structurally and psychologically. Feelings of
anxiety and loss abound,‘and it is the‘time when the
protégé experiences autonomy. The protégé no longer has
the sécurity of “someone to look out for his or her
career” (Kram, p. 57). Even though this is a time of
loss, it can also be an exciting time of reflecting on the
accomplishménts achieved by the pair. Separation is
necessary, of course, becausefthevprotégé eventually must
display his/her individual abilities. The final stage is
redefinition, whereby the mentor and protégé must becqme
acquainted on a new level. This relationship’may move to
one of a peer friendship. This stage will likely persist
indefinitely. | |

While these stages generally occur in a sequential
fashion, Kram notes that the stages are distinct, but not

separate. This means that the stages differ due to the



';’*cultlvatlon stage, and so. on

spec1f1c 1nteractlons Wthh occur in the stag17§ Kram

'fprov1des the example that 1f the protege 1s 1nt1m1dated byl?ff‘“

-her mentor durlng the 1n1t1atlon phase, the relatlonshlp 'Gfdfﬂv

fmay not suff1c1ently develop because of a lack of

";closeness between the two Thus,,lt w1ll affecbsde'u -

"‘MEntorshlp Effects

e Mentorlng ) effects on proteges and Orgaanatlons‘;fgf’?“

"_lfhave been examlned _’For‘example, Fagenson s (1989) studyi}i'”

;;gof proteges as compared to nonproteges revealed that_

'-:f;proteges reported a. greater degree of jOb satlsfactlon,

if:career moblllty/opportunlty,‘recognltlon, and a hlgher;l'u”
fﬂpromotlon rate than nonproteges Proteges perceptlonsbofl“
'tt‘thelr job/career 51tuatlons d1d not. dlffer dependlng on .d
vgender or organlzatlonal level Scandura s (1992) el

- research on’ mentorshlp and career outcomes of managers

‘revealed that vocatlonal areer orlented mentorlng

r:raffected promotlons, whlle psychosoc1al support p051tlvely}4Q::V

‘related to salary level

'ingrmallzed Mbntorlnngrggrams |
Organlzatlons are 1mplement1ng formal mentorlng |

‘programs for thelr employees at an 1ncrea31ng rat,“

=;fresult there is a need to emplrlcally determlne whetherfh‘fd"

pfiformallzed mentorlng programs are afgood ldea or lfx;*”

"Hspontaneous,ilnforma] mentorlng 1s better Burke and




"McKeen (1989) suggest that a formal management mentorlng

‘program can potentlally 1mprove jOb performance, reduce'j~fp¢.il

lAturnover,,develop managers to replace those ready to‘vﬂal
retlre, and teach employees valuable leadershlp SklllS J'A:
major advantage of a formal mentorlng program is that |
goals may be set for the process : Furthermore, tralnlngv
and development efforts ‘can 1ncrease the employees |

' understandlng of ‘the mentorlng and career development fl'””
process Burke and McKeen also offer that for the o
a381gnment of mentors and proteges, the organlzatlonal
chart-can.be»used to determlne the'flt between partles

The chart helps to match the two in terms of thelr jOb

T status, phy51cal access1blllty to one another, and '

functlonal area ‘within the organlzatlon

Gasklll (1993) also advocates the 1mplementat10n of
rfOrmal mentorlng programsr‘ Gasklll’s proposes a framework‘
for bu31nesses to utlllze based on her qualltatlve and
quantltatlve analy81s of mentorlng programs in retall
v“[bu51nesses.. Gasklll (1993 153) explalns her v1s1on -

'for formal mentorlng programs

! Through thlS one on ‘one 1nteractlon, increased time,
support, and attention can be directed to new recruits,
thereby redu01ng frustration as 1nd1v1duals make the
tran51tlon from a college graduate to a company :
executive...Not only can the formal mentorlng program .
"prov1de the junlor level executive with a sense of _
belonging, but- the increased interaction and teamwork
provides a broader perspectlve of the company due tO'
=1ncreased contact w1th upper level executlves.vr R



e questlonnarr

'“;f'process,

. Gasklll comprled collectlve themes from ffh;f;f,4=ﬁiv*

.”ﬂand telephone lnterv1ews w1th mentors 1n:f;g1?

a.whlch to base her framework for the development?f

ndievaluatlon of formal mentorlng

.:‘*%programs Gas 1ll suggests that for the mentor sele,tlon;pgfjd”J

Na_pool of candldates should be gathered through

'Volunteerlng and/or by 1dent1fy1ng quallfled 1nd1v1duals'5;fa:f:o“

k hln the organlzatlon The candldates should then be

tmevaluated based on selectlon crlterla such as leadershlp fj"

skllls, 1nterpersonal skllls,hcommunlcatlon and problem

| Hsolv1ng abllltles, and tlme avallablllty P051tlon 1n the_"5‘

J-organlzatlon, knowledge of the buSlness cllmate,,past jOb ﬁlf_{f

‘prerformance and future career potentlal and managerlal J:jéﬁhﬁm

.'skllls are more factors whlch should be assessed
ds;'Thr “llnkage process,” or the mentor/protege f‘

fa531gnment should be based on commonaltles between the

“5},two 1nd1v1duals Gasklll ( 156) SUggeStSIf“A common {-V

"‘ground stemmlng from s1mllar 1nterests, career paths, alma;*;;{ff

vffmaters, geographlc locatlons,;etc should be 1dent1f1ed

'f"thus prov1d1ng a ratlonale for the llnkage.”"She then

‘faadds that once the two are llnked thelr match should be SER

H‘subsequently examlned to determlne 1f a proper f1t has

needed %'Gasklll says that

_been made, or 1f a changev'

vafter the selectlon process,

.ﬂboth the mentors and proteges Tra1n;ng~1s essentlalvjff

tralnlng must take place forru]\



becanse it clarifies the purpose of the mentoring program
and educates the participants on their roles snd
responsibilities.

Furthermore,'mentors should be provided training on
their listeningland problem solving skills. Gaskill notes
the importance of periodically evaluating the pregram’s
effectiveness? both formally and informally.

While the‘literature contains many advocates of
formalized mentoring programs, it also has its skeptics.
Klauss (1981) and_Kfam (1985} caution that assigned
mentorships may be preblematie due to personality
conflicts between the parties, a lack of commitment
between the two because the relationship.was not formed of
their own volition, and the possibility of the protégé’s
supervisor feeling that the mentor impedes his/her ability
to influence the subordinate.

Kram (1986) points out that assigned mentoring
programs can strain the felationships because of the
individuals’ feeling of coercion. She adds that feelings
of resentment, anxiety, pessimism, and confusion about
roles and responsibilities may also abound. Keele;
Buckner,vand Bushnell (1987) suggest that mentor programs |
may hinder employee deVelopment because of a lack of
understanding the mentoring itself and/or the value of the

relationships and the program’s activities.

10



Noe‘sh(l988) 1nvest1gatlon of a351gned mentorlng ;317*:'1

- relatlonshlps falled to show strong support for the

'1mplementatlon of formal mentorlng programs.‘ It revealed o

"5that mentors prov1de many of the psychosoc1al functlons,~'

:but not very many career orlented ones In addltlon, 1t fh'

:_‘was dlscovered that there ‘was llttle 1nteractlon between

1the mentor and protege The reasons c1ted for the lack ofj R

; 1nteract10n between the mentors and proteges were tlme

'wconstralnts, 1ncompat1ble schedules, and'physlcal;dlstanCé"jV*r‘;“

between the two

Noe-(1988) also examlned the proteges jOb and career¢ J‘ij,‘

‘lattltudes and gender It was dlscovered that proteges’nwfu*i°

fjob and career attltudes dld not have an effect on the
'*tlme spent w1th the mentor or on the quallty of the mentor‘f:
relatlonshlp However, the protegesiwho had a hlgh level ffﬁ
of job" 1nvolvement or who engaged 1n career plannlng ]
:drecelved more psych03001al mentorlng than those who
‘,reported a low level of job 1nvolvement o

Noe (1988 pﬁ»473)tstates of hlS research “Results

of thlS study suggest that organlzatlons should not expect{hf
"»proteges to obtaln the same types of beneflts from an
'a851gned mentorlngvrelatlonshlp as they would from an
71nformally establlshed prlmary mentorlng relatlonshlp J ff‘“

I(Note | “Prlmary”vmentorlng relatlonshlps are those that

; supply both the psychosoc1al and career orlented mentorlng,;"



-_fﬁaspects,vthus, theb:entailiaphighfleyelfbffbommitmehtTfrom:fy”

'both 1nd1v1duals

ChaoL?walz, and Gardner (1992)'conducted a study

S comparlng formal and 1nformal mentorshlps :The wf}ibv

vﬁ‘respondents, alumn1 from a large Mldwestern unlver51ty,

;:were ma‘led surveys 1nqu1r1ngvafout thelr mentorlng

jyy‘experlence and type of mentorlng _elatlonshlp Formalt
;fmentorshlps were 1dent1f1ed by the questlon,:“Is/was the
‘jmentorshlp part of a formal org an {onal program°”° The

'3?respondents answer to thlS ques

~g'proteges 1n 1nformal mentorshlps or1proteges 1n formal
'*‘{pmentorshlps The formal proteges then answered questlonsh‘“

3{Qperta1n1ng to the nature of the mentorshlp, for 1nstance,‘

f',fihow the mentor and protege became a palr .
ThlS 1nvest1gatlon, llke Noe s (1988) dld not offer f'

'"’supportlve ev1dencejfor the 1mplementatlon of formal

”rmal mentorshlps

> >for psy”hOSOClal Supportv; * there "'

,'sjno 31gn1f1cant dlfference yetween thdﬂtwo groups

yfa;Chao et al suggests that thlS may be 1ndlcatlve of a needff?'5““

\hfffor further examlnatlon of the psychosoc1al functlons of ST Ty
'fmentors ' The authors propose that the psychosoc1al

ﬁi_functlons may be ea31er to offer to the proteges than the o

on. characterlzed them aSg” AR



career—related;»therefore;'the protegé may receive such
functions from people other_thaﬁ his/her mentor (for
exampie, peers,'friends, supervisor). The career-related
functions such as coaching, increasing visibility and
exposore, and sponsorshipvare'not‘as likely to be provided
by people other than his/her mentor. So, psychosocial
functions are not as'specific to mentoring as are the
career-related functions.

Individual Differences Among Protégés

Very limited research has been done to examine
protégés’ individuai differences. However, recently
Turban and Dougherty’s (1994) reseerch focused on
personality characteristics as related to the initial
formation of mentoring relationships. They investigated
the personality characteristics of locus of control, self-
monitoring, and emotional stability. They proposed that
these characteristics would influence whether or not
indiviudals were mentored. - Also, they examined whether
mentoring received was related to the protégés’ report of
perceived career success and career attainment (salary
figure and number of promotions); Finally, the gender of
the protégés was examined to discover if gender affects
the initiation of mentoring relationships.

Turban ahd Dougherty (1994) found that protégés who

had internal loci of control, high self-monitoring, and

13



dhlgh emotlonal stablllty 1n1t1ated and therefore recelved
7mentor1ng relatlonshlps more often than those who dld notl
possess these personallty tralts Also, the varlables ofl'
career. success and career attalnment were 1nfluenced by
mentorlng Spec1f1cally, those 1nd1v1duals who reported

‘ hlgh levels of career attalnment and percelved careeriwi‘
'_success were‘more llkely to have had a mentorlng

relatlonshlp Gender was‘not=related to theﬂrnltlatiOn or

‘.receptlon of. mentorlng

Gender, however, did: make a dlfference in Baugh
| Lankauf‘and Scandura-s:(l996)vstudy.;>Thelr;researchh”
'examined;ordanizational-commitment:djob SatisfactiOn,:

"career expectations, role confllct role ambiguity; and

‘percelved employment alternatlves as affected by hav1ng a 1ml'bv

‘:mentor,iand also by gender of the protege They found
3that female nonproteges had lower expectatlons for thelr‘h.b
advancement‘opportunltles 1n31de the organlzatlon and for
employment alternatlves out31de the organlzatlon than the
female proteges “However,,female nonproteges dld not
,}report hav1ng lower organlzatlonal commltment jOb
lsatlsfactlon or hlgher role confllct and role amblgulty;ly

'than the proteges The harmful effects for nonprotegesf:i.v

1'were more apparent for the males -:Male nonproteges
'reported lower organlzatlonal commltment jOb

'i»satlsfactlon, and career expectatlons and hlgher rolev



*ﬂwpr:Emotlons and Personallty

v%”lbased th :

san).

S relatlonshlif

:“Aﬂcognltlon- ctl

ambigult‘fthan the three other groups So;‘thekauthdﬁsd B

g;suggeste; that not hav1ng a mentor may he5more;detrimentalnf'

'@?to a man s careel than to a womani

The llterature on mentorlng lacks research focused on.,ﬂx'

thhe emotlonallty of both mentor and protege f Izard

giexamlnlng 1nd‘{1duals emotlonal experlences and how 1t

vfdrelate‘

,rsonallty The framework from whlch they :pg;fn;

q_research was leferentlal Emotlons Theory

<DET> ,

The theory is based onﬁthi'notlon that the

*between emotlons and personallty 1s due to

R the 1nherent characterlstlcs of emotlons More‘,gzggp-w“'-
duﬁSPGlelcallyl the relatlonshlps between emotlons and

a?personallty tralts stem from the organlzlng and motlvatlngfl‘

”icharacterlstlc pattern of anger.a The level of sympathetlcffvﬁ

ffhnervous system arousal Ethe thought patterns, and

"rlfpropen81ty toba't out dlffer among people, however there

‘ °1s relatlve con81stency w1th1n 1nd1v1duals *if

pPutnam, and Haynes (1993) performed a study tdﬁl:"’”a'":””

For example, people vary 1n'their¢.f"a



‘Izard et. ‘al (1993 ‘ 848)’expla1nlthat’there is

. fev1dence to support the statement that emotlons play a:yv

81gn1f1cant part ‘in. organlzlng tralts of personallty ”i ff
’;The authors prov1ded the example that experlmentally

.’»flnduc1ng a person 1nto a happy mood causes that person tofif

'percelve others as’ happy (Izard 1965) and also causes';a*

hlm/her to develop more favorable 1mpress1ons of others'ff;h.;*v

",:(Forgas & Bower, 1987 Izard 1965) Q Furthermore, 1t e

follows that people who are generally 1n a happy mood yVn;l't
;enjoy soc1al s1tuatlons and are hlgh on extraver31on |
,f(Emmons & Dlener,v1986) ,- | “ e
| Work performed by Tellegen (1985) aﬁayccéta”aﬁaj /

lMcCrae (1980) also lends support forvemotlonepersonality;]gfﬂ"

. afrelatlons Tellegen (1985) explalnssthat,peoplé WithfFZ"'

- fextraver31on tra1ts%have an 1nherent‘3usceptibility to”':”

- *p051t1ve affect states, whlle people w1th neurot1c1sm

va‘,'potency, surgency, act1v1ty)

'"ntralts have an 1nherent susceptlblllty to negatlve affectffpf
' ftralts , P051t1ve emotlonallty, therefore, contalns

'iiextraver51on soc1ablllty tralts (for example, soc1al

hat foster p081t1ve

'emotlonal”experience leew1se, negatlve emotlonallty 1sh;ﬂ

‘,comprisedfoffneurotic tralts (for example,sallenatlon,

: anx1ety) whlch foster negatlve emotlonal

’-experlence

Research performed by Larson and Ketelaar (l991)fffffliﬂ7n!




mrburids‘on the‘aforementloned theoretlcal pos1t10n..sBy
b!manlpulatlng pos1t1ve and negatlve affect 1n a controlled.pi
ffsettlng, they showed that extraverts have a preparedness
flto respond w1th stronger‘p031t1ve than negatlve affect
’whereas neurotlcs have a preparedness to respond w1th a

:stronger negatlve than p051t1ve affect

,:% The role of p031t1ve and negatlve affect1v1ty 1n jobf*

”‘satlsfactlon has recently become of 1nterest toi

xvdorganlzatlonal psychologlsts Agho, Mueller; and Price'
'h(1993) found that people w1th pos1t1ve affect are more
‘llkely to be satlsfled w1th thelr jObS, evenvafter‘ ’
'controlllng for job characterlstlcs and work env1ronment.‘
fIn addltlon to jOb satlsfactlon, pos1t1ve.and negatlve .
;affect1v1ty has been llnked to other work attltudes such
as,commltment turnover 1ntentlons, and performance

f;?(Cropanzano, James, & Konovsky, 1993) ‘ DlSpOSltlonal

faffect1v1ty has not yet been examlned w1th respect tov

i mentorlng

Percelved Slmllarlty RIS N

The effect of 51mllar‘attatudes on attractlon has
ybeen studled w1th1n the fleld of soc1al psychology |
”dPercelved s1mllar1ty and attractlon are two major factorsfr*"
| whlch come 1nto play in the formatlon of 1nt1mate |
amyrelatlonshlps Percelved 51mllar1ty can be approached 1n' :

a varlety of ways Slmllarlty 1n attltude,_outlook,

LTy R



values, workchabits; persohality[ intelligence, interests,
and actiVities have all been investigated

We are generally attracted to and feel comfortable
with‘people'who we perceive as Similar to‘ourselves.
'Intﬁitimely, it makes sense that people would be drawn
'toward those individuals who hold Similar attitudes to
them. In fact, perceived similarity is hailed as one of
social psychology’s mostvcchsistent and supported
lfindings; The similarity-attraction paradigm (Byrne,
197l) maintaims that the more,similar one perceives
someohe to be,rthe more'he/She likesrthatiperson.

In experimental research, it has'often beehvfouhd
that a person perceived as’similar to the evaluator is
more attractive} conseqqently, decisions made forvthat
person are more favcrable (Byrne, 1961; Byrne,‘Young}'&
Griffitt, 1966). However, field studies have not found
Such consistent results; rather, indiVidual differences
i have played‘more of a role in perceptions ofisimilarity.
Pulakos and Wexley (1983) did, in fact, find that
perceived similarity betmeen sUpervisors and subordinates
resulted in higher performance ratings. vHowever, research
conducted on ccliege admissicns officers'and‘job
applicants found discrepancies in'perceived similarity
according_to individual«differences (Frank‘& Hackman,

>l975; Sydiaha, 1962). Additionally, Dalessio and Imada’s

18



(1984) study revealed that jOb.interviewers compared the
intervieWees with an idealvcandidate, not according to the
perceived similarity they held toward the intervieuees.

Researchers have found support for the similarity-
attraction paradigm in supervisor—subordinate_dyads (Judge
& Ferris, 1993; Tsui & O’Reilly, 1989; Wayne & Liden,“
1995)” SpeCifically, these authors found that demographic
similarity between supervisor-subordinate pairs pOSitively
affects the supervisors” opinioniof subordinates. Turban
and Jones (1988)‘examined the effects of three’types of
supervisor—subordinate similarity (perceived similarity,
perceptual congruence, and actual similarity)-on job and
"Organizational satisfaction, performance.ratings, and
‘recommended pay increases. The employees rated the extent
'to which they perceived themselves as Similar to their
subordinate or supervisor in terms of outlook
perspective,_values, and work habits. They.discovered
that peroeived similarity held the strongest relationship
with subordinate job satisfaction. Moreover;.the
subordinates who perceived themselves as similar to their
supervisors‘reported.their work‘environment ~as more
pleasant than those subordinates who did not express
similarity to their superVisors

Ensher and Murphy (1997) performed the first study

which examinedythe.effects of’both actual and perceived

19



:;;31mllar1ty on the quallty of the mentorlng relatlonshlps |

”huPercelved 31mllar1ty was assessed based on outlook

'Tvalues, and problem solv1ng style They also looked at the
fylmpact of the amount of contact between the mentors and

fproteges on the qual;ty of the mentorshlps For actual

51mllar1ty, Ensher and Murphy used race and gender as‘
s_thelr varlables i The quallty of the mentorlng

‘,hrelatlonshlp was operatlonallzed by llklng,vsatlsfactfonkffjtf

'mtlntended retentlon, and the amount of psychosoc1al and

. 1nstrumental functlons The proteges were 1nterns for a ;l;*“

fsummer jOb tralnlng program at a large medla organlzatlon Sl

and the mentors were employees from the organlzatlon

| ;“dytass1gned to thelr mentors,.the

rpalrlngs were»elther same race or dlfferent race‘filnetlf
'~Tadd1tlon, all of the palrlngs were made such that the
fmembers were the same gender ‘ kS B
The results of the Ensher and Murphy (1997) study
1ndlcated that the quallty of the mentorshlp was
fuhlgher(l e.,’the degree of llklng and type of mentorlng

j;functlons) when the proteges percelved themselves as

B a31mllar to thelr mentors Addltlonally,vactual 81mllar1ty

'ubb"p051t1vely affected the quallty of the mentorlng

':relatlonshlp Proteges 1n a. same race relatlonshlp sald

.usthat they recelved more 1nstrumental support than dld the

1gproteges 1n a dlfferent race relatlonshlp However,;-.dﬂhf”




‘protégés in same;race'relationships'did not report
receiving‘more psychosocial support thah,the different-
race protégés. Moreover; the hypothesis that femalei
mentors would prcvide significantly more psychosocial
support than the males was not supported. The researchers
concluded that perceived similarity may be a more
important factor than actual similarity in satisfaction
with mentoring relatichships. | N

Burke; McKeen, and McKenna (1993) investigated the
effect cf perceived similarity'cn informal, spontaneous
mentorships. They focused on mentors’ perceptions of
mentoring relationships, and also developed a model of
personal and-situational antecedents of mentoring. Burke
et. al feund SUpport forltheir model, which included the
lelowing.antecedents: personal characteristics of the
mentor (demographics), persOﬁal characteristics‘of the
protégé (demographics), perceived similarity between the
mentor and protégé, and descriptive cﬁaracteristics of the
mentor relatiOnship; The coﬁSequences in the model were
the functionsbprcVided by the mentorf career development
andlcsychcsocial;'_The results of their study revealed |
that mentors provided more'career development and‘ |
psychosocial fuﬁctions to protégés more similar to
themselves. Perceived similarity was based on

intelligence, approach to procedures, personality,
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background,.ambition, edncation, and ectivities outside of
work. - | | “ |

Aléo,nthe greater the numbervofiinteractions with the
protégés, the'more career development and?psychoeoCial
fnnctions.were provided by the mentors. Other factors
positively affeeted the amount of functions provided, such
as cloeer offices,'whether the-protégé was under the
mentor’s direct supervision, and whether the protégé was
at a lower organizational_level than the mentor.
Furthermore, younger mentorefreported that{they provided
more functions than the older»mentore,‘and‘women reported
that they provided more functions than the menT
Exposure

}Physical proximity»often results in interpersonal
attraction (Nahemow & Lawton, 1975; Priest & Sawyer, 1967;
Segal, 1974). A shared environment affords the
opportunity for social‘interaction; and if those social
interactions are desirable and meaningful, the persons
will increasingly like each other. The most notable study
in social psychologyVhas.been that of Festinger,
Schachter, and Back (1950). They investigated MIT married
student housing residents and discovered a relationship
betWeen proximity and friendship. Specifically} the

residents most often identified their best friends as

22



'lhtheir next- door neighbors ; Furthermore,‘architectural :

‘ofvfriendShips- Those

-arrangements.affected the formatis
oy res1dents‘wh03e housesffaCedutéehftreet acqulred less ::.H
:prriends than those re81dents whose houses faced the. :

,vcourtyard Also,‘re31dents llVlng near entrances,i;f.,
ilmmallboxes, and heavy traffic areas reported hav1ng thejﬁ*l.
most friends;il ‘ | e

Moreland -and Zajonci(1982) performed a laboratory

’study 1n whlch part1c1pants evaluated people they v1ewed

o hfrom a series of slides Each sllde was displayed the

;same number times as to ensure that each person wasi'
tequallyvfamlliarvto the part101pantsi After v1ew1ng the
‘slides:'the participants Were providedtWith'falsep’
,.information about.the Characteristicsiof.thevpeOpie%&sOme
weresdescribed‘as.more Similar to.themSelVesfthandothers.
»Part1c1pants reported that people more 51mllar to them
were more attractlve and more famillar than those people
who were not described-as Similar to: them Moreland and
Zajonc (1982 p 257)lstate,’on‘the ba51s of these |
"results, that the meshing of familiarity,iattraction,'andi
Similarlty creates a sense of v“affinity that brings
‘people together psychologically ”'~They argue that as we‘
,become more famillar w1th a person, we become more |

,attracted to him or her, and that attraction causes the

: | 23



‘n_percept’on of s1mllar1ty

Moreland and Zajonc s (1982) flndlngs are con51'tentj;5f

'cw1th Helder = (1958) theory concern vetlnfsoclal;if

"*relatlons Helder suggests that famlllarlty and

'f*ﬁ:31mllar1ty are p031t1ve unlt relatlons,:whlle attractlon yfffﬂfﬁf_ﬁ

vj_1s a p031t1ve sentlment relatlon He contends that our.

”‘sentlment and unlt relatlons must be balanced or else we}f'

e,gjfeel and appear fOOllSh *Therefore, when a p031t1ve unltg'fﬁl

'F_relatlon occurs between ourselves and another, we then

‘5must generate a p031t1ve sentlment relatlon w1th hlm or:fﬁ"

“,iher to achleve the feellng of balance | After the

175'sentiment relatlon has been made, any other unldentlfled
f:unlt relatlons w1ll be then made p081t1ve 1n order to

v‘malntaln the balance

’ There 1s even research suggestlng that mere exposure
“pa381ve contacts” soc1al encounters 1nvolv1ng llttle

3;contact— can have strong effects on attractlon and

Vﬁslmllarltyzng fleld experlment by Moreland and Beach ff°“

f(1992) 1nvolved four dlfferent women attendlng personallty

v'3l“psychology classes 1n a large college classroom Each

"'”;woman attended a’different number of class se531ons, foryf: ol

zgfthe purpose of manlpulatlng'degree of exposure v:The'g*'

"fastrongest :ffect was‘that:women who attended more class

,se531ons were percelved as more attractlver Spec1f1cally;’
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those Qéméleho7attéﬁéedfalass,ﬁbﬁefreQﬁéﬁtlyiwéré rated
as hav1ng‘more p051tlve traltsi,llnladdition,dthefstudentsp
' reported that they were more llkely to befrlend these’
'ivwomen,,enjoy tlme shared w1th them, and work together on ai
.prOJect w1th them : Percelved 51mllar1ty was also affectedl
by mere exposure, though to a lesser degree than
'_attractlon Women who-were”in more class sessionsiWere
“percelvedras 51gn1f1cantly more 31mllar to the-students;'C
The exposure llterature from 5001al psychology has;
pertlnence to mentorlng research Mentors.and protegesbyi:
‘often share the,same work env1ronment andkhaVebfreguentf,
l»ihtéractléhsj7ﬂsurke]119849 ‘in: hlS study on mentorlng
relationships, found that 90 of the proteges reported
fthat they.malntaln elther dally contact with thelr mentors
‘or contact several tlmes a week'w1th thelr-mentors.-
_Anecdotal research on formallzed mentorlng.programs.tv
suggests that a mlnlmum amount of formal contact &igeg,_ﬂ,'
: meetlngs tw1ce a‘month) shouldfbe enforced- h0wever,théf
d'mentor/protege‘palr should be encouraged to meet as oftenllf"
,las they w1sh (Zéy, 1985). | | | | B
- Frequency of 1nteractlons hetween mentors and
lproteges has;been demonstrated to~have.a:posltlveteftect'**u
onythe'mentoring relationship;-‘Priordresearchdhasf

rindidated-that protégés Who engage"in'more”frequent.f*v
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;'1nteractlons w1th thelr mentorsifeport a greater degree of~
,‘support galned satlsfactlon w1th the mentorlng program,

d and de51re to keep the relatlonshlp g01ng (leen &uGraen,.fv

‘bfl980 Ensher and Murphy, 1997) In addltlon,vBﬁrke'et{' lf:hb

p(1993) report that the more frequently the mentors meet
1_w1th,the;r proteges, the more career deye}opment-and :ji,
}psychosooialﬂfunbtionsftheyboffer;-dLikewise;iit.can be,"77
gilnferred that the more functlons prov1ded "the more‘ |
j‘satlsfylng and benef1c1al the relatlonshlp |
In the present study, three Varlablesdwere.examined o
) with - respect to length and duratlon of 1nteractlon- nnmber
of months the mentors and proteges have been 1nvolved 1nn
the mentorshlp, the number‘of,mlnutes‘per ‘week the mentorsh
‘.pandvprotegés‘meet;Vandithennmber of}meetings:they hold,”_“_
V'periweek;"The number of minutes versus.the number of
meetings per week’distinction was‘made'because somem
mentor/protégé pairsvmay‘not’meet as‘frequentlyaas‘others,

"3however when they do- meet 1t 1s for a long perlod of tlme.‘

Hypotheses V‘The hypotheses‘pertaln'tO‘both mentors and;
hprotégésy

H1l: Psychosoc1a1 functlons w111 account for more varlance_:
. in. satlsfactlon w1th mentorlng than will career-oriented
functlons : ‘

Emplrlcally, this‘specrflc hypothe51s'has.not been

‘examined;,; however based on Kram’s ‘description of
psychosoc1al functlons, it can be,lnferred that a greater
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© the senio
~ experience,.

e;seem to be many more,
purely career orlented:

.mentors who percelved thelr proteges a8151m11ar'
es reported u51ng more career development and PRI
imfunctlons ‘Thls flndlng, too, relates to thef“ T

-shlp,ptherefore the
y the qulcker the pair moves i
““i1986) “Kram (1986 ‘P 616)
“As the 1_terpersonal bond strengthens w1th tlme,
_psychosoc1al functlons emerge.. Career functions depend: on

manager’s. organlzatlonal rank, “tenure,

7gstatesi

and’.

’ but psychosoc1al functlons depend on the" R

. degree of trust, mutnallty, and 1nt1macy that characterlze,‘ L
the. relatlonshlp GO IS i R )




"fH4 Number of meetlngs per week_and‘number of mlnutes perfﬁ
~week w111 b ; rith ' ed s;mllarlty '

"Mentors and proteges percelved s1mllar1ty should

f'ﬂstrengthen as the frequency of interactions 1ncreases. s
Burke et. al (1994) found that the. 31mllar1ty between the -
jprotege and the mentor (as reported by the mentor only) s

;Q'lncreased as the number of career development and
. psychosocial functions provrded by ‘the mentor 1ncreased
“This could indicate that the more- frequently the pair

/'meets, the more functlons the mentor prov1des, hence, the‘-f;”

more 31mllar the palr percelve themselves to be.
y‘{ﬁslv There w111 be a relatlonshlp between duratlon of
'“?mentorshlp (as deflned by months) and percelved

51m11ar1ty

iDuratlon of mentorshlps and 1ts effect on percelved

7f31m11ar1ty has not yet ‘been 1nvest1gated However, the

" social psychology literature on exposure and srmllarlty h
can be called upon to serve as a basis for this -
hypothesis. The longer the mentorlng relatlonshlp lasts,“

v'presumably, the more affinity the pair has: for each other"'"f

‘and consequently, the more similar they. will. percelve

”'gthemselves. Also, the longer the relatlonshlp, ‘the more

~ time the pair has . to influence: each other’s attltudes andff,f7

‘work styles, so 51mllar1ty could 1ncrease as a result .

EXPLORATORY :

;‘;In addltlon, the role of p051t1ve and negatlve
fVemotlonallty 1n mentorlng relatlonshlps will be . explored
. as it ‘has not. yet been’ 1nvest1gated in the mentorlng
',”llterature ‘The main purpose is to. discover if p031t1ve

’flwaffect;v1ty predlcts satisfaction in mentorlngrﬁand Cif

n ver. and beyond personallty°

ature of the mentorlng relatlonshlp predlct ffg,[,”h



. cmarmEr o
’Part1c1pants‘~'7 r‘ o
Part1c1pants were 86 employees from warlousgb’
.organlzatlons across the Unlted States who were currently i
‘engaged in- mentor/protege relatlonshlps. Types of
?organlzatlons 1ncluded three branches of a major

o account;ng/consultlng flrm,.a computer consultlng flrm,'

"°‘and.County'employees Part1c1pants were obtalned through af>>

process of “cold calllng” Human Resource Dlrectors. Human 33p_f~’

hResources staff were asked 1f there was a mentorlng
'pprogram establlshed at thelr organlzatlon._W1th the H R
Dlrector s perm1331on and support ﬂsurveys were sent
hhthrough the mall to 150 mentor/protege palrs

| There were 51 proteges and 35 mentors who responded
:to the questlonnalre—'24 female proteges,,27 male
;proteges, 14 female mentors, 21 male mentors Of the 86
respondents, there were 20 palrs who returned surveys

d The mentors and proteges were predomlnately Cauca31an ft
(47 7 of the mentors, 55 4 »of the proteges),‘but there
.were A31an (1 5 for both the mentors and proteges)

»::Hlspanlc (1 59 for both the mentors and proteges) Afrlcanw

“Amerlcan (4.66.of theuproteges)*iand other (1.55 of'the“

liproteges) part1c1pants ; The average mentor had hls/her

’_:Master E degree, whlle most proteges has thelr bachelor s:
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'vdegrees The mean age of the mentors was 45 whlle the‘n»lf~
i“average age of the proteges was 38 Mentors reported
bfworklng 1n thelr fleld for an average of 18 years,:ther

'fproteges for 13

The flnal response rate of those mentors and proteges~ﬁaf»‘

_who had completed the survey was- 28°

"tLMeasures

Publlshed scales were used for thlS study aEnsher3f"‘h

vx,_,and Murphy s (1997)-mod1f1ed ver51on of Noe’ s;(1988)

:ffMentor Functlons Scale was utlllzed‘to assess the amount
’1‘of psychosoc1al and 1nstrumental/career orlented mentorlngph
"glven' Noe s scale has been-the most mldely used i
tlnstrument mlthln the‘organlzatlonal mentorlng research
~fNoe developed the.scale to fac1lltate the career - e
:development ofieducatorsf Ensher and Murphy modlfled :
5 Néens_29—itém;scale‘tovinclude only‘those_ltems whlch“
~‘loaded at least .50 on’onefoflthe two factorsrigAlso;fbfi'

» itemsmmhich referred to.a;schoollsettingMWerefrewordedv.‘h'
_:The mentor functlons scale contalns 19 1tems whlch pertaln;
~,ito psychosoc1al functlons (alpha‘= }89)»andvseven.1temsb
fwhlch pertalnfto.1nstrumentalnfunctions'(alpha ég)l'The -
itwenty six 1tem measure 1s scaled from strongly dlsagreelc
f:xil to strongly agree (5); ‘The psychosoc1al functlons

subscale consists of,itemsgpertalnlng'to the'coachlng,
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acceptance and conflrmatlon, role}modellng,vand
counsellng.: The career- orlented functlons subscale‘
contains‘items regardlng protectlon, exposure, V131b1lityu
' and opportunltles for challenglng a581gnments |
The percelved 31mllar1ty of the mentor/protede masi

asSessed. Percelved s1mllar1ty was based on the extent to

B whlch the members of the palr felt they were allke in

terms of outlook values,,and problem solv1ng style
‘S‘Turban and Jones (1988)]ltems were sllghtly modlfled “Mysr;‘

1mentor/protege and I see thlngs in much the same way,”f nd
,fMy mentor/protege is SImllar toymeyln terms‘of:outlook,,. L
pé:_:ispe»’.c-tive',‘ ‘and values In ‘additiojn,::" th‘ree;’iftems by
vgiiden;“WaYne} andfstilwelll(i993)'Wére adépfédi(W6rding‘
- was. changed from a superv1sor subordlnate relatlonshlp to:
g mentor/protege relatlonshlp) t The items are-‘“My : |
B mentor/protege and I thlnk allke in terms of comlng up
w1th a 31mllar solutlon for a problem‘” “My mentor/protegey‘ .
and I analyze problems 1n a s1mllar way,ﬁ’and “My

' jmentor/protege and T are. allke 1n a number of areas . -The.

A"fpartlcular scales were chosen due to thelr focus on work—'

hf'related styles, rather-than“personallty'tralts. The flve‘_
'*71tems of percelved 51mllar1ty are scaled from strongly
"dlsagreea(l)'tov strongly agreeYXS) The two scales sum to"’

T"form a compos1te (alpha .75).]'Thlsbpartlculargscaleiwas“l'

'9_31;”(




L the open ended questlon,

utlllzed because‘it was the only publlshed scale avallableif.d |

w1th acceptable rellablllty

Frequency of mentor/protege contact was determlned by

:“On average, how many tlmes per,f-n"

week do you meet w1th your mentor/protege77 Duratlon of ?p:‘f“

.the relatlonshlp was obtalned by the open ended questlon,i,‘v¢

. $ .
_“How many months have you beenglnvolved in the present

'Trelatlonshlp w1th your mentor/protege°” vDuratlon of the s
'meetlng was determlned by the open ended questlon, “On t
T"average[ how many mlnutes-are your meetlngs?” The number
v‘of mlnutes the mentors and proteges meet per week was‘
";added to account for palrs who hold less frequent but
Anlengthy, meetlngs ' | | |
Satlsfactlon‘w1th the mentorshlp was assessed based )
yon Ensher and Murphy s (1997) publlshed scale ';It} o
'ieffectlvely utlllze my - mentor to help me - develop,é “My.
"gmentor met - my expectatlons,” and “I feel satlsfled w1th my;f

yjmentor. The 1tems were sllghtly modlfled for theygj

-‘,purposes of the present study 1n ani?ttempt to 1nclude the‘;'

»mentor S satlsfactlon w1th the relatlonshlp : All threevff

“tfltems; therefore,‘read mentor or protege rather than

o simply»“mentOr."> The three 1tems requlred part1c1pants to" e

‘1nd1cate responses of strongly dlsagree (1) to strongly -

“hagree (T) (alpha %::91);j'”"'9"



Positive and nega£ive'affectivity of both the‘mentoré
~and protégés‘was théinedmthrOugh:the ﬁse of the | |
Differential EmQtioné‘SéaléLIV“(Izard, Libero, Putnam, aﬁd
Hayhes, 1993). TheyDESiiVuébhtainé 36 items, pertaining-
| to partiéipants’ emotibné and feelingé. There are twelve
discfete»émétioh (DES) 5cales: interest, enjoyment;
surpriSe, sadness; anger,vdisgust, contempt,,féar, guilt{
shame, sadness; shyness, and hostility inward. The
instrﬁctions to DES IV read; “In your daily life/during
the pasf weék; how often do/did you...” A few examples.of
the iﬁems are “Feel glad.about'something7, “Feel unhappy[
blué,vdownhearted”, and “Feel afraid,” The items in are
5—point‘Likert—scale fashion, with (i) being Rarely or
Never and (5) being Very Often. PoSitive affect subscales'
(alpha = .68) and‘negative affect subscales (alpha = .88)
were summed to form composites. ' The positive affectivity
scale’s reliability, while,relatively low, was‘deemed

acceptable for this project; nonetheless, caution should

be exercised when interpreting results.
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. CHAPTER THREE

Qnéshltsﬂ;fifp, |

_Descrlptlves and Assumptlons
g Means and standard dev1atlons for the mentor

n:varlables are presented 1n Table 1 the protegeS aréfj”‘"'

i'presented in Table 2 The varlables 1n thlS study were';fyfepum

"[“examlned for non normallty,'all were dlscovered to be s

"normally dlstrlbuted except for the number of months theijde“

‘x_mentorshlp has.been'ln‘ex1stence;fthe‘number of mlnutes

,I;the mentors and proteges meet per week ﬂand the number Of'f,n'. -

ZVmeetlngs the mentors and proteges report that they meet
per week These Varlables are p051t1vely skewed however

S-transformatlons of the varlables were not performed ﬁﬁﬁa'” A

jbecause multlple regre551on 1s falrly robust to the level‘-ff"

Tof skewness in. the Varlables (Bobko, 1995) Pos1t1ve
skewness abounded because most of the organlzatlons

. mentorlng programs were falrly new., Therefore, there were :

‘]‘few part1c1pants who had been 1nvolved 1n thelr mentorshlpn.ﬁniﬁ.

'l'for a long tlme perlod

The assumptlons for the multlfle'regres51ons were o

Valso explored The mentor data set contalned 35

x.part;c1pants, TThereer'*‘there as an adequate number of‘bvﬁ

d;participant‘” : ﬂfmber of p‘ dlctors.(7 6 1 ratlo)



so there was a sufficient number of participants (10.4:1).
Through the use of z-scores with a criterion of p < .001,
satisfaction with mentoring relationship was examined for
univariate butliers; hone were discovered; vMultifariate
outliers were invéstigated using Mahalanobis distance‘also
with the criterion of p <.001. One significant
multivariate outlier was detected in the mentor data‘set,
but it was‘ﬁdt removed from the analysis; ‘Inspection of
the mentor’s data showed that the participant repdrted
meeting with his protégé 10 times per week; this is
plausible considering thé pair could meet twice a day,
five days a week. Sqatterplots of residuals and predicted
scores revealed that thehassumptions of normality,
linearity,‘andjhomoscedasticity were met (See Appehdix B,
Figures 1 and 2). Furthermofe, there was no evidence of
mﬁlticollinearity-or singularityf

Hypotheses Tests

All analyses were performed separately, but
identically, on the mentor data set and protégé data set.
Fdr the analyses in the present stﬁdy, fhe criterion for

| decision—making Was set at p < .05. To address the
primary hypotheses, multiple regression and correlational

analyses were used. Hypothesis 1 (Psychosocial functions

will predict more variance in satisfaction with mentoring

35



than career—orientedvfgnctions),‘was,supported for both
the mentors and the protégés . Multiple regressions were
performed for each the mentors andvthe protégés, with
satisfaction of mentoring as the criterion variable and
psychosocial functions and career-oriented functions as
the predictors. Tabléé 3 (mentors) and 4 (protégés)
’present the unstandardized regression coefficents (B), the
sténdardizéd regression coefficients (B), the semipartial
correlations (s¢i%?), R?, and adjusted R%.

| For the mentors, the linear combination of the mentor
functions significantly predicted satisfaction with
mentoring, F (2, 32) = 5.89, p = .007. R? was .27,
indicating‘that approximateiy 27% of the variance of
mentoring satisfaction can be accounted for by the
mentoring functions. Furthermore, as support for
hypothesis 1, psychosocial functions contributed
significantly to the prediction of satisfaction (sr;® =
.24, p = .00) whilé career-oriented functions did not
(s;i? = .05, p = .20). Analysis of the protégés’ data
yielded similar results. Again, the linear combination of
the mentor functions significantly predicted mentoring
satisfaction, F (2, 49) = 22.95, p = .000. R? was .48,
indicating that approximately 48% of the variance

accounted for by mentor functions. Psychosocial functions
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fcontributed_significantly‘to;theipredidtion'of3'

. satlsfactlon . (sr12=,07, p = .05) whlle career—orlented .

~functions:did,not (sf;2'=“'o3, p’;'.17); galnlng furtheri

‘fsupport for hypothe51s 1 Comparlson of the beta welghts

of the two predlctors, psychosoc1al functlons and career—v

borlented functlons, was: not performed due to‘the small
'3'5aﬁp1é 51ze (Tabachnlck and Fldell 1996)‘ | . N
| The second hypothe31s (There w1ll be’a relatlonshrp
.ibetween percelved s1mllar1ty andbsatlsfactlon w1th |

'mentorlng) also recelved support for the mentors, .r%=17

62 p —>v00 95 confrdencexlnterval 361 to';790;, ana'f'_ o

’for the proteges, r'%7}68;]bp%‘ 00 95 confldenoef

f 500 to ,8@4; The number of meetlngs per week

1ntervalf

| was aISO'p051t1vely related to satlsfactlon,,(mentors,,f

L_;gQS; 95/ confldence rnterval 008 to ;EQﬁ}ﬂﬂg‘f}J,si5A

bhproteges, T = 30 p 03 f95, confldence 1nterval 03Qb

o;.530) however the number of mlnutes per week was not

:d731gn1flcant (mentors,wriepggsp}pl%i‘ 5 95 'confldenceﬁ;,hh

«”lnterval

'091 to 538 prptégésf"*

‘jfconfldence
The hypotheses regardlng percelved 31m11ar1ty and

’Q"frequency and duratlon of mentorshlp were not supported

g“Spec1flcally, there were not assoc1atlons between number

_phtof meetlngs per week and percelved 51m11ar1ty (mentors;ng;f,fs y



= .07, p = .70, 95% confidence interval -.270 to .394;

e

'.fprotégés};rﬂ?,,08;;pv%;g55,{35 goonfidenoe?lnterVal_%.l97

o .345), number of minutes per week and similarity

oo

h(mentors,.r-= .02; p = .90, 95 ‘oonfidenoeulnterval‘4.315
351 proteges, r‘=';03;fp ='.84;,95%fConfidenoe""‘

;1nterval —.315 to .351),”or“duratlon~of relationship“in

lfmonthsvand‘Similarity'Kmentors/“r7= .19, p = . 27 95%’? T

Nconfldence 1nterval -.153 to 492-'pr0tégésgf‘ 06 p.=l
‘65 95% confldencellnterval - 216 to '3285>

”“ To- dlscover whlch varlables best predlcted
lhsatlsfactlon w1th mentorshlps for both mentors andv
vproteoes, standard multlple regres31ons were performed
"u81ng satlsfactlon ‘with mentorlng relatlonshlp as‘the
.criterion and percelned 31mllar1ty, psychosoc1al
,fnnctions;‘career~oriented functions,‘dnratlon of
mentorship (months) ‘and.frequeneyuofinteraction
‘(meetlngs per week)Aas thevprediCtors‘

Tables 5 and 6 present the mentors and'protégés;
'reSults“respectlvely “The tables dlsplay the
.nnstandardlzed regre831on coeff1c1ents (labeled B) ‘he“v‘
lhstandardized‘regressionbcoefficients (labeled‘B), theh

semipartialloorrelations,‘(srf)v RZ('and adjlisted‘R2 -lForv

both the mentors and proteges, the R for regre581on was
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signifieantly different from zero,'(mentors, F (5, é9)'%
16.02, p = .00; protégés, F (5,.46) - 13.98, p = .od).
Eor‘the mentors, two of the predictors contributed’

significantly to the prediction of‘satisfaction with
mentoring relationships,nperceived similarity (sr;? =‘.16,

~p = -.00) and number of meetings per‘week (sri? = .08,

p = .04). Altogether, 51% (42% adjusted) ef the’
variability:in satisfaction wés predicted by participants’
responSesvon'thevfive variables.

| Anéiysis of the protégés revealed slightly different:
results.i Perceived siﬁilarity was the only;predictorithat"'
contributed significantly to the ptedietien of
satisfaction (sr;i® = .17, p = .00). Furthermore, 60% (56%
édjusted).of the &ariability in‘sstisfaction was.predictedi
by the variabies;

"As additienal analyses,vtwofvariable (positive and
negative affeetivity)‘regressions were employed to |
deterﬁine_Whether‘or not.affeetivity'was'predictive of
satisfaction_With the»mentoring relationshipsij‘
Persenality'was notadiscovered'toibe a significant
predicter‘forVeither.the prptegés'or mentors (mentors, F =
.08, p = .92, R2‘=i,bq,aAdj_R?v=‘enoég”protégés, F= .02,

p = .98, R® = .00, Adj R® = .00).
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-v‘varianCes,

L?addltlonal analy51s,‘an lndependent"i~“

re approx1mately equal (same sex palr, mean

1*?3{52/? Standard dev1atlon \ 93 Opp081te sex palr, mean,;}dﬁf.ﬁﬁ“

d3.875:standard dev1atlon ;91{L3 Another 1ndependent—l'
“samples t test was performed to determlne w1th whom the
’proteges reported more satlsfactlon women or men~mentorsg

17 proteges reportlng hav1ng female mentors and 34

.”proteges reportlng hav1ng_male mentors Agaln, there wasrsf

' no dlfference 1n proteges' satlsfactlon for men and.women‘x¢ﬂ”'

"~ementorSﬁ(women, mean = 3 72?”standard dev1atlon ;fgéé;‘

men{fméana;v;3,68 standard dev1at on = EQQXQPM




uVDiscu§Sion”'

The focus of the present study was to 1dent1fy whlchpr‘f

‘ ?fffactors predlct satlsfactlon w1th mentorlng relatlonshlps5ﬂ-“?ﬁ?ﬁ

'"f:from both the mentors and proteges perspectlves sFrrst/fff‘:
’V;Tpsychosoc1al functlons predlcted more varlance 1n

";psatlsfactlon w1th mentorlng than career orlented

'{functlons, as hypothes1zed Whlle psychosoc1al functlonsgiftw'

*ef‘dld account for more varlance,,lt 1s 1mportant to p01nt o

v7out that there 1s a 31gn1f1cant correlatlon between

f?psych08001al and career orlent“d:functlons The two
_ffunctlons are hlghly related} and therefore are both qultep»f
%important 1n satlsfactlon w1th mentorlng relatlonshlps. Q,jhf
’_‘Thls spec1f1c hypothes1s.has notvrecelved attentlon from.rdl"

researchers,»therefore thlS 1s an 1ssue that warrants

:further exploratlon

” In addltlon, the number of meetlngs per week was- jv
'frelated to satlsfactlon for the mentors and proteges,'as

xfhypothe51zed However, the number of mlnutes per week was 5

'h,not 81gn1flcantly related onsatlsfactlon ‘ It could

ncertalnly be 1nferred jketheless,,that there was a:

.Vnons1gn1f1cant:effect-of;minUteSKandasatlsfactlon.‘,Thatgjfff'"4

h,is;"because'thefp‘Value;was ;Oﬁfforfthe protégés,pa'fewf.w

, moré*participants>may haVe‘resulted'in,a‘Significant‘

a1 Q%‘,_




””tdflndlng ; Therenls evldente‘ofva;trend.that mldht 1nd1cate
”:an effect thus prov1ng worthy of exploratlon in future
ﬂ:research . lb :. | | .

| Therevwas a‘31§n1f1cantfassoc1atlon between perceived

l'fsrmllarlty and“satlsfactlon for both the'mentors and
fproteges;ﬁ Nonetheless, there werernot slgnlflcant L

z_relatlonshlps between percelved 51mllar1ty and number of .

‘””umeetlngs per week number of mlnutes per week nor the

’“” f}months the relatlonshlp has been 1n ex1stence.;

c’tlng flndlng mlght 1mply that percelved

(jslmllarlty does not 1mpact the frequency of contact Thlsykof"~

ials contrary to Ensher and“Murphy s (1997) flndlng that they'

"fgreater the numberkoffhours of contact the more the"'

1fproteges percelved themselves .as 51mllar to thelr mentors.:-d‘

.ffThe percelved 51mllar1ty frequency of contact relatlonshlptf;“‘

'”certalnly needs further 1nvest1gatlon

Multlple regres31ons revealed the perceptlon of

'-51m11ar1ty as the most 1mportant factor 1n satlsfactlon f‘;,"””'

5afor both the mentors and proteges In fact for the

‘:hhtproteges, percelved}slmllarlty was the only predlctor thatt"”

k"wicontrlbuted s1gn1f1cantly to the predlctlon Of

':“satlsfa tlonf' However,‘for the mentors, both percelved

7”s1m11ar1ty and number of meetlngs per week emerged as,f

fwf>‘31gn1f1cant predlctors of satlsfactlon




‘Perceiyed73imiiarity;sinfthe,presentrstUdy;ywas'“
fmeasuredvln terms of‘s1mllar1ty in outlook perspectlve,
E problem—solv1ng ablllty, and seeung thlngs in much the
'same way.‘f*These.dlmenslonsp obv1ously, are qulte N
tnonspec1f1c and general Perhaps the nature of these .

| questlons presented an opportunlty for the satlsfled
"proteges/mentorsvto explaln,‘understand or “translate” S
thelr satlsfled reellngs 1nto percelylng themselves as‘
slm;lar to their mentors/proteges They mlght have
thought-to”themselves, “Yes, . I do have a good worklno
relatlonshlp w1th this person, therefore, we probably.see
-thlngs in much the same way. 2 |

‘Another reason:why perceived Similarity might have

vpredicted the most-variance in}satisfaction'is-avsimple_
one?,the mentors and.protégésbwork in the'same field‘aﬁd
‘organiZation, therefore they actually areysimilar.
Factorshsuch as ordaniZational culture;}climate, polrc1es,
:and procedures 1ndoctr1nate employees 80" that they p
Hmalntaln common value systems and‘approach problems in
sfhighly similar Waysgid‘»v | |
' '.Aspanhadditional analysis;,the‘effect‘ofWaffectiVity
- was enpiored, Specifically,vtwo;variablei(positive and‘
negative affect) regressions were‘employed‘to’determine'

,Whethervaffectivity predicted.satisfaction'with'
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,mentorshi?s}uit~didknot. lThe‘resultslof thlS'study-ﬂ.x
‘_1nd1cate that the spec1f1c characterlstlcs of . the
; mentorlng relatlonshlp ( percelved 51mllar1ty,‘h
'psych03001al functlons prov1ded by the mentor) are-more
1mportant than 1nldv1dual dlffences such as affect ' ThlSibl
"“1s counter to research that.has been performed on jOb
”satlsfactlon,.whlch?has shown>that;personallty oftenu'fiﬁ'lﬂ
' _accounts for more varlance than spec1f1c characterlstlcsf
pof the jOb (Agho, Mueller, &”Prlce, 1993) | ” -
The results of the 1ndependent samples t tests aré .lf
noteworthy‘h For the proteges, there was ho dlfference lniib
{%lsatlsfactlonlfor opp031te sex mentors versus same sex .
dmentors Whlle thlS flndlng seems counterlntultlve due to‘rh
lthe”strong,effectvof percelvedxs1mllar1ty-on.satlsfactlonglF
Noe'(1988) found s1mllar results In hlS study, héfl |
‘lffdlscovered that proteges’matched w1th mentors of the ﬂi
‘lopp031te seX‘“utlllzed the relatlonshlp more" effectlvely
i':"than proteges w1th same sex mentors Noe offers the
'éxplana;tmn 'th&’tf'Pere‘g‘?s wlth »oppo.sl:te_»-fse‘.x '-mentQJl?iS- work

ijpharderftolmakefthe'mentorshiﬁfsucceSSfulwdUe to the,"

A anherent nega‘lve out omeS'and problems often assoc1ated

”‘Lﬁw1th opp051te Sex worklng rel, 1onsh1ps
The second t test performed revealed no dlfference 1n‘

f,satlsfactlon between*hav1ng men,mentors and women;mentors.‘
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Thls spelerc hypothe31s.hasvnot been 1nvestrgated,»

’ howemer, researchers have.examlned gender dlfferences in
psychosoc1al support f Research to date has been mlxed 1n
v thlS’area;’ Relch (1986) found that female mentors offered
’ s1gn1f1cantly more psychosoc1al support than male mentors;
however, Ensher and Murphy (1997) dld not find such a -
-fdlfference | i |

Significancéﬂand'implicatiohs o

[;'The.ieéulﬁéféf thisfstudy_hareffmpiications‘for_
'organirational decision—makers committedrtodfostering
positime{gsatisfyingvmentorships;‘It.aiso,offers_insighti

torcurrentfmentorshand protégésfmhoﬁare striﬁingfto
',deveiop”mutuallyfbeneficiai'mentoringhrelationShips,-
:first;‘because;perceiuedysimilaritYfemergedras the best
predictorVOffsétisfaction,‘organizations wishing to
,successfullyvass1gn proteges to mentors should match the
ipalrs on‘51m11ar1ty in attltude, values,‘outlook and
,ﬁproblem solv1ng style a |
: Secondly, psychosocral functlons predlct satlsfactlonf
.morebso than career orlented functlons, ‘so 1t could be
‘frecommended that mentors.should make an effort to. offer df
fsolld support to thelr proteges Itlls poss1ble‘that once
i“the protege feels that s/he is supported and valued

'career orlented functlons can then become more of a focus o
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Lastly, 1t was dlscovered that the number of meetlngs,lf*‘l

:per week were related to satlsfactlonﬁ therefore, mentors o

‘fi\ and proteges should be encouraged to meet frequently

:lleltatlons

The llmltatlons of the study need to be addressed

Flrst the sample 51ze was not 1deal va there had been dfﬁ“iffa

”,more mentors and protegeS, 1t would have allowed an wlﬁlf
‘ffexamlnatlon of the palrs as addltlonal analyses.; Also,"l

ff,the use of strlctly self report measures poses certaln%'

":problems ' Soc1al de31rab111ty always must be taken 1nto‘ e

' Jaccount when examlnlng results of self report 1nstruments o

o yMentors in partlcular may be prone to answer 1n a 3001ally'}§gy”'"

-f‘de51rable fashlon They may tend to exaggerate the amountffﬁ'"

tof support they offer thelr proteges 1n an effort to
‘ appear as '“good” mentors

The percelved s1mllar1ty scale may also be a ‘y}*~;b

‘,llmltatlon w1th the study For 1nstance, the scale7isifiptw*7

”2fconf1ned to questlons pertalnlng to 51mllar1ty on values, ”

"7outlook and problem—solv1ng style

»1 feel satlsfled w1th the mentorshlp,jor dld a satlsfylng




"e”themselves as 81mllar°'

‘HTmentorshlp cause the men"rs and proteges to percelve

-Longltudlnal analyses may help

r;;dlsentangle thy effects

vlFuture Dlrectlons

There is much yet to be explored w1th1n the

”‘ﬁiorganlzatlonal mentorlng llterature Flrst the effect of~‘:"'

percelved 31mllar1ty has only just begun to be
-1nvest1gated There 1s a need for more dlmen81ons of
Vpercelved 31mllar1ty to be emplrlcally examlned | Future"

:}researchers should explore other dlmen31ons of percelved

“s1m11ar1ty, such as’ ex,racurrlcular 1nterests and

act1v1t1es;fbackground personalltu7 Jsscial and polltlcalvr"

tattltudes,vetc nﬁaddltlon;,the drstlnctlon between'”ﬂ

l_ percelved s1mrlar1ty and actualv51mllar1ty shouldkbe
‘Hyanalyzed‘ ‘Abcomparlson of mentor/protege palrs' responses
';.on actual and percelved 51mllar1ty may be frultful " It'ls
»hklmportant to dlscover 1f actual and percelved 31mllar1ty

l'are one in the.same.: Furthermore; the percelved ‘

’ 51mrlarrty frequency‘ofblnteractlon relatlonshlp deseryes :l‘
;hkfurther attentlon | ~ ' | '

4 Researchers should attempt“to‘compare the responses o

fof mentor/protege palrs mlth regard to ‘the functlons

",(psychosoc1al and career orlented functlons) of the

‘.mentors } Thls could serve as a Valldatlon process, and we
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could learn if there are discrepaﬁcies‘in.respenses;
Also, social desirability en,the part of the mentor'ceuld
be examined._Moreoyer, questieeseconcernihg the pairs’
deeire to_eontiﬁue the»meeterehip ﬁay be.interesting‘te
explore. | o o

Theirole that personality (i.e;,;affectivity)vplays
in mentorships should also be eXamined further. Future
researchers may want re'utilize differenr personality
measures to uncover the effects.

Finally, satisfaction with mentoring could be
exploredeith’reepect to‘“bettom line” iseues_such ae
performance and retention.' Researchers eould investiééte
whether protégés whovare engaged in a satiszing mehtoring
relationship elso tehd to perform better on:the:job,-and

~consequently Stay at the organiZation longer.
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Table 1: Mentors® Descriptive Statistics and Correlations

Variables

Mea sD 1 2 3 4 5 6 7
; : )
Satisf, 3.87 .62
(DV)
2
Similarity ~ 3.46 57 .62
3
Psy.soc. 3.58 .60 48*  61*
4 , _
Career 37 .90 21 A42% 72¢
5 ' S )
Months 12.63 1580 .20 .19 46* 23
6 ) .
Meetings 1.58 1.59 34* .07 A3 08 .01
7
Minutes 29.34 24.25 25 .02 .06 -.05 17 =12
8 , :
Positive 3.31 44 05 -10 14 .04 -15 -23 11
Affect :
9
Negative 1.59 43 -06 .18 -.07 -.04 -.09 -16  -25 11
Affect :

*p<.05
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Table 2: Protégés’ Descriptive Statistics and Correlations

Variables _Mean SD 1 2 3 4 S5 6 T 8
1
Satisf, 3.68 92
(DV)
2 .
_ Similarity -3.53 .66 .68*
3
Psy.soc. 3.36 .86 .68* g1
4
Career 3.30 1.03 67* .70* .88*
5 i
Months 13.65 18.56 33 .06 25 24
6
Meetings 1.42 1.89 30 .08 21 28 36*
7 ,
Minutes 32.79 24.84 .26 .03 .20 .10 .07 =21
8 .
. Positive 3.34 .53 -02 - .08 .29 17 -.05 -12 17
Affect
9
Negative 1.70 44 -02 -6 12 .03 .05 -.12 .14 .02
Affect

*p<.05
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Table 3: Standard Multiple Regression of Mentor Functions on Satisfaction for Mentors

Mentor Functions R s . 3 "s‘;;’
R AdjR*=22 ' ' (unique)
e R=32 -

- Psychosocial Functions _ Ik .67 : 24

' Careér—Oriemed Functions - =20 -29 : N.S.
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Table 4: Standard Multiple Regression of Mentor Fur

ictions on Satisfaction for Protégés

Mentor Functions

Psychosocial Functions

- Career-Oriented Functions

R*= 48
AdjR?= 46

B

42

30

Sl'|z
(unique)

.07

N.S.



‘able 5 Standard Multlple Regressnon of Mentorm&Vanables on Satlsfacuon for Menlors :

) Mentor Vanables Cs

CRP=51 B B
AGRI=a2 T

__‘Pe,l:ceiv‘ed Simi]‘arity],}.f,. s

= "Fsycl)osocfal~‘,

 Career-Oriented - :

. Months

Meeungs N

“R=.71"

56‘ 51 O
. 3.67()_67&464 ‘j ) 2

e

Slr'|z;;,1 . -

 (unique)

<05




Table 6: Standard Multiple Regression of Mentoring Variables on Satisfaction for Protégés

Mentor Variables R*=.60 B B st
o Adj R?= 56 (unique)
- Perceived Similarity .60* 43 A7
~ Psychosocial 25 24 N.S.
Career-Oriented 07 07 N.S.
Months.. .01 .18 N.S.
Meetings 06 13 NS.

*p<.05
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APPENDIX C: Participants’ Survey

MENTORING RELATIONSHIPS
SURVEY

| Megon McCusker
Callfomlo State University, San Bernardino
Spring 1998

Organizations are increasingly implementing mentoring programs to help their
employees succeed. There is a need, therefore, to examine individual experiences with
mentoring relationships. This survey asks you to reflect on your mentoring
relationship. The purpose of the study is to gain insight into the reasons why mentors
and protégés are satisfied with their mentorships. The questions included in this study
pertain to the length and duration of the mentorship, the quality of the interactions, and
the functions that mentors provide. In addition, there are questions related to
individual emotion states.
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INFORMED CONSENT

You are bemg asked to partlcrpate in a study mvestrgatmg mentormg

relatronshrps 1n orgamzat1ons The study 1s berng conducted by Megan McCusker a |

; Master sin Industrlal/Organrzatronal Psychology student at Calrfomra State ’ o

o Un1ver51ty, San Bemardmo who is under the supervrsron of Dr J anelle Gllbert Thrs -

B study has the approval of the Human Part1c1pants Revrew Board Department of

- fPsychology, Cahfornla State Umversrty, San Bemardmo The Umver51ty requlres that _: o

- ’you glve your consent before partlcrpatrng

Th1s brlef questronnalre whrch 1ncludes sharmg your feelrngs and experlences'ﬂ: S

'regardlng your present mentorlng relatlonshlp, w1ll take approxrmately 20 mmutes to

. complete Partlclpatron in thrs study is completely voluntary, and your responses are v -';,- : i

A absolutely conﬁdentral You should not wrlte vour name on anv of the surveV

':materrals' You have the rlght to wnhdraw partrc1pat1on from thrs study at any trme .

' for any reason w1thout Jeopardy to your employment status When you complete the O

. .“survey, you wrll recerve a debneﬁng statement descrrbmg the study m more detarl All ;bf co

-‘-'idata will be reported in group form only, and at the conclusron of the study G
“(approx1mately August 1998) your H R Dlrector w1ll be glven a report of the results ‘ L
o ';If you have ﬁlrther questrons or comments regardmg your part1c1patlon m thls study, S |
f'vf‘fplease contact Dr Janelle Gllbert at Janelle@wﬂey csusb edu |

= ". By placmg a check mark on the lrne below I acknowledge that I have been

mformed of and that I understand the nature and purpose of the study, and I freely

O 3 consent to part101pate Also 1 acknowledge that I am at least 18 years of age - . L



mailto:atjanelle@wiley.csusb.edu

For the purposes of 'this'study, a protégé is deﬁned as 'an‘empIOyee'who' receives
 information, career support and gu1dance and emotronal support from amore .
: "expenenced employee (mentor) : - : :

- Please be as COMPLETE as possrble when ﬁlllng out thlS questronnalre ‘For the

. ScanTron (multiple chorce) items, please use a #2 pencil and darken the circles - E
_properly. DO NOT write your name or social security number on the ScanTron;

- please 51mply fill in the number written on the top nght hand corner of your packet rn S .
- the section of the ScanTron marked “Spemal Code’ (You_n_eed not write theletter P.

'after the number )

o 1. On averag'e‘“how m‘any’fimes ‘per .W‘eek ‘dov you.meet ,with' 'youf mentor?

2 On average, how long do your meetmgs last (how many
: ;_»mmutes)‘7 - : R

3. _How ma.ny m_onths have you been un.derf the guidaneeo'f’y_our mentor?

4, Does your ‘organiza"ti'on ‘offer‘fa' formal m’entorin'g program? .

B 5 Approxrmately how much longer do you antlclpate the mentormg relatlonshrp

" 'lastmg, and why"

e .:,6 Please descrlbe how you recerved your mentor If you were assrgned to your .
a 'mentor as part of a formal mentormg program please explam the criteria on which you '

o ,were ‘matched and- 1dent1fy the posrtron of the person who performed the match (i.e.,
" H.R.Director). If your orgamzatron does not have a formal mentormg program how

L d1d you obtaln a mentor? [




Startlhg with number 1 on your ScanTron sh'eet; pléase'rafe the extent tb which you
agree to the following statements on a scale from A to E, w1th A mdlcatmg that you.
. Strongly Disagree and E mdlcatmg that you Strongly Agre

A B C b E
- Strongly Disagree ~ Disagree ~ Neutral Agree Strongly Agree

1. My,fnehtér %;nd I'see things in ‘much thel same 'way. ‘
.2.. My mén‘t‘or“is sirr.\“i.l;lr to.me in ‘ter‘ms_ of _ouﬂo_ok; perspective, and values.
3. My:‘me‘ntor and I think alike in terrhs of coming up with g similar sqlﬁtion for a problem.
4. My vaehtor and l énéiyie problems ma sin;ilaf way.
5. My mentor and I are alike in a"nu:bnberv,(‘)’f areas.  ‘
6. 1 eff'e‘ctively"ut'ili_ze my mentor to help me devélop.
7.-My mentor mé; my expectations.
8. I feel satisﬁéd with my mentor.
9. 1 enjoy being mentored.
 The following statements are based on the degreé. to which they describe your mentoring
relationship, with A meaning that the statement is only characteristic of your mentor to

a slight extent, and E meaning that the statement is characteristic of your mentor to a
very large extent. Please continue on your ScanTron sheet with number 10.

A B C D E

to a very slight extent ' -somewhat o to a very large
~ extent ' ' :

10. Mentor has shared history of his/her career with you.

11. Mentor has encburaged you to prepare for advancement.

12. Mentor has encouraged me to try new ways of behaving in my job.

13. 1try to imitate the work behavior of my mentor.

14. 1 agree with my mentor’s attitudes and values.

- 15. Trespect and admire: ‘my mentor.
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- conﬂlcts

S 16 I w1ll try to be llke my mentor when l reach a srmllar posmon ‘:' "
” m my career : ' ' :

T l 7 My mentor has demonstrated good llstenmg SklllS m our conversatlons

- 18 My mentor has dlscussed my questrons or concerns’ regardmg feelmgs of competence, o
- commitment. to advancement relat|onsh|ps w1th peers or supervrsors or work/famrly

: 19 My mentor has shared personal experlences as an altematlve perspectlve to my problems

" 20. My mentor has encouraged me to talk openly about anxrety and fears that detract me from -
mywork ~ RS L ‘ T R

L 21 My mentor has conveyed empathy for the concems and feelmgs l have dlscussed w1th
"hlm/her L : DR ‘ A ‘ :

' 22. My mentor has kept feelmgs and doubts l have shared w1th hxm/her in strlct conf dence
| 23 My mentor has conveyed feelmgs of respect for me as an mdrvndual

N 24. Mentor helps you ﬁmsh assngnment/tasks or meet deadlmes that otherwnse would have
been drfﬁcult to complete : : e -

- » 125 Mentor helped you meet new colleagues

26 Mentor assngns responsnbll ties to you that increase your contact wrth people who may
o Judge your potentlal for future advancement ' : :

27 Mentor glves you assrgnments that present opportumtles to leam new SklllS
= f. 28 ‘Mentor provrdes you W|th support and feedback regardmg your performance

- 29 Mentor suggests specrﬁc strateg|es for achlevmg your career goals

L 30 »Mentor shares these 1deas w1th you

iy 31. or suggests specrﬁc strategles for accompllshmg your work ObJeCtIVCS

32 Mentor glves you feedback regardmg .your performance in your present JOb

. '.:-333";:' My mentor has mvlted me to Jomf»hlm/her for lunch EER

34, My mentor has asked me for suggestlons concemmg problems she/he has encountered at
work ‘ ; AL e S :




' >35'."'My mentorfhas interacted -with'me sOCiaily ou'tstidejo‘f 'work., R

On the followmg pages you wﬂl ﬁnd a series of statements whlch persons mlght use to o "

_describe how they feel. Read each statement and decide how often these statements
- describe how you feel; with A, meamng Rarely or Never, and E bemg Very Often
fvu_Please contlnue on your ScanTron sheet wrth number 36

o Rarelvy or’Neyer --Har‘dly Ever = Sometxmes'ﬁ-» o Often : Very Oﬂén_”‘f Es

B 'ln your dally llfe/durmg the past week how often do/dzd you

o . 36 _Feel regret sorry about somethmg you dld

' 37 Feel sheeplsh,,llke_ you d_on t want to beseen e
38. Feei élad about. som'ethi'ng |
39 _ Feel like somethmg stmks puts a bad taste‘ in your mouth

| 40‘., Feel llke you can tstand yourself v‘ B " |

41 Feel embarrassed when anybody sees you make a mlstake

42 "Feel unhappy, blue downhearted
) 43 vFeel surprrsed llke when somethmg suddenly happens you had no idea it wotuld happen _

44>.‘F"Feel Ilke somebody isa low—llfe not worth the time of day . |

: 45 ‘Feel shy, Ilke you want to hlde " |

46. Feel hke what you re domg or watchmg is mterestmg

47. _Feel scared uneasy, llke somethmg mlght harm you

o 48 Feel mad at somebody

g if‘,49.»'.Feel mad at yourself
- 50. 'vFeel happy
L »5:.1‘ _'Fee_l ‘Il.ke sornebody; i‘s:r‘*gOOd" for:.nOthing"‘»’jb ‘

o 52. Feel so int_erested‘v in }»’i\?hat-zyoufredoing thfat you’re caught up in it



. 53.
54.
55.
56.
57.
58.
59.
60.
61.
62.V
63.
64.
65.
66.
67.
68.
69.
70.

71.

Feel amazed, like ydu cén’t believe what’s happeﬁé'd, it was so unusual
Feel fearful, like you’re .in danger, very tensé

Feel like screaming at vvsomebody'or banging into sbrﬁething -
Feel sad ahd gloomy, almost like cryi.ng

Feel liké ybu did something wrong

Feel bashful, embarrassed

Feel disgusted, like something is sickening

Feel joyful, like everything is going your way, everything is rosy
Fgel like people laugh at you

Feel like things are so rotten they could make you sick

Feel sick about yourself

Feel like you are better than somebody

Feel like yo‘u ought to be blamed for something

Feel the way you do when something unexpected happens

Feel alert, curious, kind of excited about something unusual

Feel angry, irritated, annoyed with somebody
Feel discouraged, like you can’t make it, nothing’s going right

Feel afraid

Feel like‘people always look at you when anything goes wrong
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_DEMOGR'APII-‘IICS: Plé'ase'uprc‘)vide the fb_llowing' inform‘at_iqn....

Job position:

Level within the organization: _

Number of years you have been an employee in your organization: __

Nu_ﬁ‘lber of years yod h_avé wdrked in your ﬁel_df vf» '

" Yourethnicity: ____ Youreducation level: _
‘Gender of‘_'your‘ mentor: ‘ AR 'Age of your méntOr:

" Your mentor’s é_thnicity: R




Thank you for completmg the Mentor Satlsfactlon Survey' The purpose of thrs- " "

' study isto better understand the factors mvolved in satlsfactlon w1th mentormg

) ’relatlonshlps Spec1ﬁcally, we are Interested in learmng how varlables such as mentor o

' funct1ons percelved srmllarlty, and posmve/negatwe affect1v1ty impact satlsfactlon | '
R w1th mentorsh1ps The mentormg literature has lacked a focus on these factors rather » .v
prlor research has been concemed wrth deﬁmng mentor functlons and examlnlng
:' orgamzatlonal and 1nd1v1dual beneﬁts of mentormg | | :
| ~ The results of the study, whlch wrll avallable in August of 1998 wrll be glven AR
to the HR D1rector of your orgamzatron Only group level results will be d1scussed
| the relatlonshrp of 1nd1v1dual mentor/protege palrs will be not reported or 1nvest1gated ‘

If you have further questlons or comments regardlng your partlc1pat10n 1n thrs |
study, please contact. Dr J anelle Gllbert Janelle@wﬂey csusb.edu. If you have any
questlons about research partlclpants rlghts contact the un1vers1ty ] Instltutlonal ‘ |
B Rev1ew Board at (909) 880-5027. o | | o
| In the event that any responses frorn the survey caused you concern, anx1ety, or .
. undue stress, please contact the Cal1fom1a State Umver51ty, San Bemardmo _ |
Commumty Counsellng Center at (909) 880 5569 |

Fmally, please do not reveal the nature of th1s study to other potent1al

- part1c1pants Thank you agam for your partrclpatlon'


http:csusb.edu

- .,:_.'.-INFORMED CONSENT

You are belng asked to partrcrpate in a study 1nvest1gat1ng mentonng

relatlonshlps in orgamzatlons The study is bemg conducted by Megan McCusker a

o Master s 1n Industnal/Orgamzatxonal Psychology student at Cahforma State

- you g1ve your consent before partrcrpatmg

: i }Un1vers1ty, San Bernardmo who is under the superv1sron of Dr Janelle Gllbert Thls R

study has the approval of the Human Part1c1pants Rewew Board Department of

. o Psychology, Cahforma State Umversny, San Bemardmo The Umver51ty requlres that :'j:?j o |

Thrs bnef questxonnarre Wthh 1nc1udes sharmg your feehngs and expenences g o

: regardmg your present mentormg relatlonsh1p, w1ll take approxrmately 20 mlnutes to

_"complete Partlclpatron in thls study is completely voluntary, and your responses are

o absolutely conﬁdentlal You should not wrlte your name on anv of the ¢ survev

matenals' You have the rlght to w1thdraw partrcrpatlon from thrs study at any trme

© " for i any reason w1thout Jeopardy to your employment status When you complete the

survey, you w1ll recelve a debneﬁng statement descrlbmg the study 1n more detall All o

B data w1ll be reported 1n group form only, and at the conclusmn of the study
e _ (approx1mately August 1998) your H R D1rector wxll be g1ven a report of the results .,
- If you have further questlons or comments regardmg your part101pat1on in thls study,

' please contact Dr J anelle Gllbert at Janelle@wﬂey csusb edu i

By placmg a check mark on the l1ne below I acknowledge that 1 have been L

. tnformed of and that I understand the nature and purpose of the study, and 1 freely

consent to part1c1pate Also 1 acknowledge that I am at least 18 years of age B

Please place check markhere ___Today’s date _

’ B 66" o
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Mentormg Relatlonshm Ouesuon5° MENTORS

o For the purposes of thls study, a mentor is deﬁned as an exper1enced employee who :

* - provides support, direction, and feedback to a younger employee (protege) regardlng o |
- career plans and mterpersonal development R . : '

: Please be as COMPLETE as p0551ble when ﬁllmg out thls questlonnalre For the -
v ScanTron (multiple cho1ce) items, please use a #2 penc1l and darken the circles
‘properly DO NOT write your name or social security number on the ScanTron; .

please srmply fill in the number wntten on the top nght hand corner of your packet in ,
. the section of the. ScanTron marked “Spec1al Code. (You need not write the letter M~

f.fafter the number )
1 on average : ho'w many ’t'imes"per‘.vve'ek do 'you meet’»vvith your protégfef_?»'-

2. On average how long do your meetmgs last (how many
o 'm1nutes)‘7 » v »

o 3. iHow manyl'rnonths have you se'r'vedz.as a,rnentor to*your current protégé? -

- 4.‘ fDoes your orgaﬁizat?ion otffer{-a‘-formal imentori-ng program?r;" i

5. Approx1mately'how much longer do you antrcrpate the mentormg relatlonshlp
lastrng, and why? o bl : -

- 6 Please descrlbe how you recelved your protege If you were ass1gned to your
protégé as part of a formal mentormg program, please explain the criteria on which
- you were matched and identify the position of the person who performed the match
- (ie,HR. D1rector) If your organization does not have a formal mentonng program '
L how d1d you obtam a protege" e Lo

e e



Starting with number 1 on your ScanTron sheet, please rate the extent to which you
agree to the following statements on a scale f‘l‘Oll‘l,A to E, with A indicating tha_t you

Strongly Disagree and E indicating that you Strongly Agree.

A B ¢ D B
Strongly Disagree . Disagree .~ Neutral .- Agree Strongly Agree

1. My protégé and I see things in -much the same way.
2. My protégé is similar to me in terms of outlook, perspective, and values.
3. My protégé and I think alike in terms of coming up with a similar solution for a problem. -
4. My protégé and I analyze problems in a similar way.
5. My protégé and I are alike in a number of areas.
6. I effectively utilize my protégé to help me develop.
7. vMy protégé met my expectations.
8. I feel satisfied with my protégé.
9. I enjoy serving as a mentor.
The following statements are based on the degree to which they describe your mentoring
functions and behaviors toward your protégé; with A meaning that the statement is
characteristic of your behavior to a slight extent, and E meaning that the statement is
characteristic of your behavior to a very large extent. Please continue on your
ScanTron sheet with number 10. ‘

A B C D : E
to a very slight extent somewhat to a very large
extent
10. I have shared the history of my caréer with ' my protégé.
11. I have encouraged my protégé to prepare for advancement.
12. 1 have encouraged my protégé to try new ways of behaving in his/her job.

13. My protégé tries to imitate my work behavior.

14. My protégé seems to agree with my attitudes and values.
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15 ‘ My'pr'otége"\ seems to respect and admire me; :

: 16 I feel that my protege w1ll try to be llke me when he/she reaches a snmllar posmon
©in hls/her career. :

- 17 I have demonstrated good hstemng skrlls in conversatlons with my protege
18. 1 have dlscussed questlons or concerns regarding feelmgs of competence, commltment to'

: advancement relatlonshlps w1th peers or supervrsors or work/famlly conﬂlcts wrth my.
protege ’ : .

i3

19. 1 have shared personal experxences as an alternatlve perspectlve to my protege s
problems R : 2 :

E 20 I have encouraged my protege to talk openly about anxnety and fears that detract hlm/her- ,
from hls/her work. . v R AR

' i 2] I have conveyed empathy for the concems and feehngs of my protege

» 22. 1 have kept my . protege s feelmgs and doubts he/she has shared w1th me in strlct
‘ conﬁdence . B v

. 23 1 have conveyed feelmgs of respect for my protege asan mdmdual

24 I have helped my protege f msh assngnment/tasks or meet deadlmes that otherwnse would -
have been dlfﬁcult to complete J : S

, 25 I have helped my protege meet new colleagues -

- 26. l assrgn respons:brhtles to my protege that increase hls/her contact with people who may .
: _]udge his/her potentlal for future advancement : :

‘27 1 give my protege assngnments that present opportumtles to learn nevv skills.
281 provnde my protege w1th support and feedback regardlng hls/her perfonnance
29 I suggest specnf' ¢ strateg|es to my protege for achlevmg hls/her career goals
| v‘ 30 Is share theseﬁldeas wrth my protege o ”

31 ‘l suggest specrf ic strategles to my protege for accompllshmg hls/her ‘work objectrves. oo

32. 1 glve my protege feedback regardmg hls/her performance in hxs/her present jOb

33. 1 have |nv1ted my protege to _] ‘_}me,for‘_lunch.r_‘ /




34 I have asked my. protege for suggestlons concemmg problems | have encountered at “ s

- work.

:35’. I 'havei‘binteractedFWith my protegé SOciatly outside of work‘.-

" On the followmg pages you will find a series of statements whlch persons mlght use to :

descrlbe how they feel. Read each statement and decide how often these statements . |

" describe how you feel with A meaning Rarely or Never, and E bemg Very Often.
Please continue on your ScanTron sheet with number 36 Lo .

, ‘RaretyvorNe'ver © 7 Hardly Ever Som_etimefs‘: Often Very Often
A e B e T D B

S In your dally llfe/durmg the past week how often do/tlul you

>‘36 Feel regret sorry about somethmg you d|d
37 -:Feel_ sheeplsh', like you d_on tvwant to be seen o
) 38 "‘.Feel' glad about something :
39 ‘.Fee] ‘l‘il.(e something :sti’nhs, putsa bad taste in your»‘m'outh ‘
40 .l"-"eel:lvike yo_u can’t stand your’s‘elf o
" ;.4>'I". Feel embarrassed‘ when anybody sees you mvakle a mist_ake
‘- . 42 Feel unhappy, blue downhearted |
i :43’.’ zFeeI surpnsed hke when somethmg suddenly happens you had no rdea it would happen ‘
44 .F:eel llke somebody is. a_low—‘l‘rfe‘, 'n,ot‘ worth the .tl»me»of day | |
45. vFe'e-l,shy,:‘lvi-ke you wantt‘o hide . . i “
o 46 ‘:.‘Feel llke what you re domg or watchmg is mterestmg
_ ‘47:.> ‘Feel scared uneasy, hke somethmg mlght harm you
o 48 Feel mad at somebody o | |
49 »Feel mad at yourself '

~50. F eel happy



51.
'52'
53.
54.
55.

56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.
69.

70.

71.

Feel like sorﬁebody is “good fc;r nothing”‘

Féel o) intérested in ‘what you’re doing that you’re.-cau.ght up in it
Feel amazed, like you cah’t beliéve what’s happened, it was so unusual
Feel fearful, like yoﬁ’re in danger, very tense

Feel lilké screaming at somebody or banging into something

Feel sad and gloomy, almost like crying

Feel like you did something wrong

Feel bashful, embarrassed |

Feel disgusted, like something is bsickening .

Feel joyful, like everything is going your way, everything is rosy
Feel like people laugh at you o

Feel like things are so rotten they could make‘you sick

Feel sick about yourself

Feel like you are better than somebody

Feel like you ought to be blamed for something

Feel the way you do when something unexpected happens

Feel alert, curious, kind of excited about something unusual

Feel angry, irﬁtated,,annoyed W.ith somebody

Feel discouraged, iike you can’t méke it, nothing’s going right
Feel afraid

Feel like people always look at you when anything goes wrong

71



DEMOGRAPHICS: Please provide the following informati‘on..'.
Age: - Gender:

Job posiﬁon:

Level within the organization: _

Number of years you have been an employee in your organization:

Number of years you have worked in your field:

Your ethnicity: ‘ ___ Your education level:
Gender of your protégé: L ‘ Age of ydur protégé:

Your protégé’s ethnicity:

12



Thank you for completmg the Mentor Satlsfactlon Survey' The purpose of thls ,
study is to better understand the factors 1nvolved in satlsfactlon with mentorlng
relat10nsh1ps Specrﬁcally, we are 1nterested 1n leammg how vanables such as mentor :

functlons percelved s1m11ar1ty, and p031t1ve/negat1ve affectrvrty 1mpact satlsfactlon

vwrth mentorships. The mentormg llterature has lacked a focus on these factors rather, S

prior research has been concemed w1th deﬁnlng mentor functlons and examlnlng -
orgamzatlonal and 1nd1v1dual beneﬁts of mentormg
The results of the study, whrch will avallable in August of 1998 w111 be given »d
to the HR D1rect0r of your organization. Only group level results will be dlscussed
the relationship of 1nd1v1dual mentor/protege parrs will be not reported or mvestlgated
If you have further questlonsor comments regarding your partrcrpatlon in this
study, please contact Dr. .lanelle Gilbert, janelle@wlley.csusb.edu,', If you haveany
questions about research participants’ rights, contact the university’s Institutionalv
Rev1ew Board at (909) 880 5027. |
In the event that any responses from the survey caused you concern, anxrety, or -
undue stress, please contact the California State Umver51ty, San Bernardino
' -Communlty Counsehng Center at (909) 880- 5569
| Flnally, please do not reveal the nature of thls study to other potent1al '

’ partrcrpants. Thank you again for your partlc1patlon! |
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