
3 

Studies indicate that mentoring is a powerful tool, and the practice of mentoring leads to 

the development of talent, increased business performance, improved staff retention, and high 

performing culture that creates a competitive advantage (Connor & Pakora, 2007; Kottke & 

Agars, 2005; Kram & Ragins, 2007). According to Mujtaba (2007), mentoring is highly effective 

in developing and advancing women’s careers, as well as offsetting such deterrents as the glass 

ceiling, which hinders the advancement of women into top-level positions within the workplace. 

Glass ceiling is a metaphor used to describe an invisible barrier that precludes professional 

women and ethnic minorities from advancing into top leadership positions with an organization. 

Different avenues can be employed to set up a mentoring program (Green, 2008). 

Green’s (2008) classification of mentoring approaches includes one-to-one mentoring, peer 

mentoring, team mentoring, group mentoring, and e-mentoring. Green defined the one-to-one 

mentoring process as a situation where one mentor could work with one mentee or protégée. In 

the peer mentoring process, a mentee works with one or more mentors who are peers in the 

profession. On the other hand, team mentoring refers to a team of two or more mentors working 

with one or more mentees. The group mentoring process takes place where one mentor works 

with a group of mentees. E-mentoring program is the outcome of the virtual learning age where 

mentoring is carried out via remotely using appropriate helpful technology and electronic social 

media. 

Notwithstanding the importance and benefits of mentoring in higher institutions, minority 

faculty face a wide range of challenges. Barriers occur at varying levels including departmental, 

institutional and national (Turner et al., 2008). Challenges include isolation, occupational stress, 

and devaluation of research interests, bias in recruitment and retention practices, and perception 

from colleagues that they may be less qualified as the “token” person of color (Turner et al., 
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observationally via modeling: by observing others, a person forms an image of how new 
behaviors are performed, and on later occasions that coded information becomes a guide 
for action. (Bandura, 1977, p. 22)  
 

 Bandura’s (1977) social learning theory guides the new mentoring program by preparing 

mentors to behave as role models for the newly employed faculty members and at the same time 

provide them with personal and career guidance. Zellers et al. (2008) revealed that the best 

mentors they studied “served as sponsors or coaches to guide, protect, teach, challenge, open 

doors, and provide feedback. Per Allen and Eby (2007), the social learning concept is “highly 

relevant for mentoring because it explicitly addresses the observation of a model as an important 

mode of learning” (p. 39). 

 An experienced mentor can promote successes and disseminate experiences in 

challenging circumstances. Additionally, Allen and Eby posit that  

learning through structured guidance and observation is supposed to work across 
different domains of functioning, to include academic, vocational and recreational 
adventures. Likewise, a mentor or a role model may demonstrate how to mingle with 
others in different social situation. (p. 39) 
 

 In summary, social learning theory established that individuals are prone to accepting 

behavior they perceive in other people they admire and respect in any organizational setting. It 

then means that as humans observe or see generally acceptable positive outcomes in a mentor’s 

behavior they tend to emulate and practice the behavior by themselves. 
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because of lack of support” Those minority faculty would not have left if mentorship was 

available to them. In other to pursue a “Dream” or a desired profession, one must endeavor to 

establish working relationships with others who would be willing to work with him or her to 

achieve or realize their Dream. 

 Bandura’s social learning theory. This theory is premised on the perspective that 

human beings learn from other humans through observation, imitation and by modelling of other 

human’s behavior, attitudes and results of those behaviors. For learning to take place, Bandura 

(1977) listed out necessary conditions for effective modelling such as attention, retention, motor 

reproduction and motivation. It then means that persons who want to learn must pay attention. 

Moreover, those who wants to learn must be able to retain what they observed and be able to 

remember what was observed.  

 Mentors serve as role models for mentees. As a result, mentees who identifies with a 

mentor, may wish to emulate the mentor’s behaviors, values and characters (Kram, 1985) The 

desire to behave like their mentors could motivate mentees to be more proactive in information 

seeking (Lankau and Scandura, 2002) and this might lead to increased learning. This may also 

lead to increased work performance. 

 This study employed Bandura’s (1977) social learning theory as one of the frameworks 

because it has a theoretical perspective that specifically connects mentor and mentee relationship 

in the sense that the relationship was formed to learn from each other. Mentoring involves a 

developmental relationship between the experienced and the less experienced individuals who 

come together to benefit from each other through learning. Participants in my study who were 

eager to learn, sort mentorship and benefited from it and advanced in their professional careers. 



70 

References 
 

Adcroft, A. (2010). Developing a conceptual model for career support for new academics. 
International Journal of Teaching and Learning in Higher Education, 22, 287-298.  

 
Agunloye, O. O. (2013). Impact of mentoring on faculty performance in institutions of higher 

education: A Developing country study. Paper presented at the meeting of Management, 
Knowledge and Learning International Conference, Zadar, Croatia. 

 
Allen, T. D., & Eby, L. T. (2007). The Blackwell handbook of mentoring: A multiple 

perspectives approach. Oxford, England: Blackwell. 
 
Allen, T. D., Eby, I. T., O’Brien, K. E., & Lentz, E. (2008). The state of mentoring research: A 

qualitative review and future research implications. Journal of Vocational Behavior, 73, 
343-357. 

 
Bandura, A. (1977). Social learning theory. Englewood Cliffs, NJ: Prentice Hall. 
 
Barker, E. (2006). Mentoring - A complex relationship. Journal of the American Academy of 

Nurse Practitioners, 18(2), 56-61. 
 
Baron, M. (2010). Guidelines for writing research proposals and dissertations. Retrieved from 

http://www.learningace.com/ 
 
Bauer, T. N. (1999). Perceived mentoring fairness: Relationships with gender, mentoring  type, 

mentoring experience and mentoring needs. Sex Roles, 40(3/4), 211-225. 
 
Bean, N. M., Lucas, L., & Hyers, L. L. (2014). Mentoring in higher education should be the 

norm to assure success: Lessons learned from the faculty mentoring program. West 
Chester University, 2008-2011. Mentoring and Tutoring: Partnership in Learning, 22(1), 
56-73. 

 
Bell, A., & Treleaven, L. (2011). Looking for professor right: Mentee selection of mentors in a 
 formal mentoring program. Higher Education, 61, 545-561. doi:10.1007/s10734-010-
 9348-0 

 
Bland, C. J., Taylor, A. L., Shollen, S. L., Weber-Main, A. M., & Muleahy, P. A. (2009). Faculty 

success through mentoring: A guide for mentors, mentees, and leaders. Lanham, MD: 
R&I Education. 
 

Boyd, T., Cintron, R., & Alexander-Snow, M. (2010). The experiences of being a junior minority 
female faculty member. Forum on Public Policy, 2, 1-23. Retrieved from 
http://forumonpublicpolicy.com/spring2010/spring2010archive/boyd.pdf. 

 
Bozeman, B., & Feeney, M. K. (2007). Toward a useful theory of mentoring a conceptual 

analysis and critique. Administration & Society, 39(6), 719-739. 



74 

Kayes, P. E., & Singley, Y. (2010). Perspectives: Time for community colleges to lead on 
diversifying faculty. Diverse Issues in Higher Education, 26(7-8). Retrieved from 
http://diverseeducation.com/article/14256/  

 
Kottke, J., & Agars, M. (2005). Understanding the processes that facilitate and hinder efforts   
 to advance women in organizations. Career Development International, 10(3), 190-202.  
 doi:10.1108/13620430510598319 
 
Kram, K. E. (1985). Improving the Mentoring Process. Training and Development Journal,  
 39, no.4 pp. 40-43.  
 
Kram, K. E., & Ragins, B. R. (2007). The handbook of mentoring at work: Theory, research and   
 practice. Thousand Oaks, CA: Sage. 
 
Krefting, L. (1999). Rigor in qualitative research: The assessment of trustworthiness. In A. K. 

Milinki (Ed.). Cases in qualitative research: Research reports for discussion and 
evaluation (pp. 173-181). Los Angeles, CA: Pyrczak. 

 
Ku, H., Lahman, M., Yeh, H., & Cheng, Y. (2008). Into the academy: Preparing and mentoring  
 international doctoral students. Educational Technology Research and Development,  
 56(3), 365-377. 
 
Lankau, M. J., & Scandura, T. A. (2002). An investigation of personal learning in mentoring  

relationship: Content, antecedents and consequences. Academy of Management Journal,  
45(4): 779-790. 
 

Laverty, S. M. (2003). Hermeneutic phenomenology and phenomenology: A comparison of  
historical and methodological considerations. International Journal of Qualitative 
Methods, 2(3). 

 
Levinson, D. J., Darrow, C. N., Klein, E. B., Levinson, M. A., & McKee, B. (1978).  
 The seasons of a man’s life. New York, NY: Knopf. 
 
Levinson, D. J. (1986). A conception of adult development. American Psychologist, 41(1),  
 3-13. 
 
Levinson, D. J. (1996). The seasons of a woman’s life. New York, NY: Knopf. 
 
Lumpkin, A. (2011). A model for mentoring university faculty. The Educational Forum 75(4),  
 357-368. Retrieved from 

http://www.tandfonline.com/doi/pdf/10.1080/00131725.2011.602466 
 
Luz, C. C. (Ed.). (2011). Faculty mentoring toolkit: A resource for faculty, mentors and 
 administrators at Michigan State University (NSF ADVANCE Grant #0811205). 
 East Lansing: Michigan State University. Retrieved from: http://www.adapp- 
 advance.msu.edu/files_adapp-advance/publication/MENTOR-TOOLKIT.pdf 



84 

Appendix B: IRB Approval Letter 

 

 

  



85 

Appendix C: Letter of Recruitment 

LETTER OF RECRUITMENT 

Greetings, 

My name is James Onyeneke and I am a doctoral candidate at the University of the Incarnate 
Word. I am conducting a dissertation research study on “The Role of Mentoring in the 
Development of Minority Faculty in the Texas State Higher Education.” 

I am writing to ask if you would like to take part in this study. Participation is completely 
voluntary and answers will be kept confidential. 

If you are interested, please read and sign the consent form attached and return to me at your 
earliest convenience. 

If you have any questions, please do not hesitate to contact me at (512)-645-4343. 

Thank you so much for your time. 

 

James C.E. Onyeneke 

Doctoral Candidate 
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Appendix D: Interview Protocol to Participant 

Interview Protocol 

Institution: 

______________________________________________________________ 

Interviewee (Name and Title): 

_______________________________________________ 

Interviewer: 

______________________________________________________________ 

Introductory Protocol 

To capture all that will be said during our interview, I would like to audio tape or record 

our conversations today. I would advise that you sign the consent form attached. Signing the 

form would help me meet the requirement of the human ethics and consideration aspect of the 

study. For your information, your privacy would be strictly protected. The recorded information 

provided during the interview would be destroyed thereafter. Moreover, your participation is 

voluntary and you may withdraw from the study at anytime if you feel uncomfortable with study. 

My study does not intend to harm anyone.  

I have arranged this interview to last no longer than one hour. During that time, we will 

address several questions relating to the phenomenon of the study. In the event, we start running 

late, it may be prudent for me to interrupt you so we can complete that line of questioning. 

Thank you for agreeing to participate. 
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Introduction 

You have been intentionally selected to participate in this study because you met the 

criteria for participant selection for this study. My study focuses on the role of mentoring in the 

development of minority faculty in the Texas State higher education. My study does not intend to 

evaluate existing mentoring programs in Texas institutions of higher education. Instead, the 

study will try to explore the role that mentoring played in the professional development of 

minority faculty in the Texas State higher education. 

A. Participant Background 

1. What is your name? ______________________________________________________ 

2. How long have you been working in this institution? ____________________________ 

3. What is your current job Title? 
_________________________________________________ 

4. What is your highest level of education? ______________________________________ 

5. What is your field of concentration? _________________________________________ 

6. How long have you been teaching in this field? ________________________________ 

B. Demographics of the participant 

A. Personal Information 

1. What is your sex? 

a). Male 

b). Female 

2. What is your state of origin? _______________ 

3. What is your marital status? 

a). Single 

b). Married 

c). Divorce/Separated 
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d). Widowed 

3. What is your working status at this institution? 

a). Full-time 

b). Part-time 

c). Adjunct 

4. How many years of experience have you invested in this institution? 

a). Have you ever been mentored? If so, for what reason? 

__________________________ 

b) How do you go about describing the mentoring program in your college or 

university? 

C. Interview Questions 

1. What are your experiences trying to secure a mentee position in a mentoring 

program in your college or university campus? 

2. What role do mentors play in the development of your profession as a new 

minority faculty? 

3. What challenges and barriers have you experienced in receiving quality mentoring 

toward your professional development? 

4. To what extent does participation in a mentoring program facilitated the 

development of your professional goal? 

5. What advice would you give to aspiring minority educators seeking professorate 

career in the Texas higher educational institutions? 
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Appendix E: Interview Protocol to Participant 

Interview Protocol 
Institution: 

______________________________________________________________ 

Interviewee (Name and Title): 

_______________________________________________ 

Interviewer: 

______________________________________________________________ 

Introductory Protocol 

To capture all that will be said during our interview, I would like to audio tape or record 

our conversations today. I would advise that you sign the consent form attached. Signing the 

form would help me meet the requirement of the human ethics and consideration aspect of the 

study. For your information, your privacy would be strictly protected. The recorded information 

provided during the interview would be destroyed thereafter. Moreover, your participation is 

voluntary and you may withdraw from the study at anytime if you feel uncomfortable with study. 

My study does not intend to harm anyone.  

I have arranged this interview to last no longer than one hour. During that time, we will 

address several questions relating to the phenomenon of the study. In the event, we start running 

late, it may be prudent for me to interrupt you so we can complete that line of questioning. 

Thank you for agreeing to participate. 
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Introduction 

You have been intentionally selected to participate in this study because you met the 

criteria for participant selection for this study. My study focuses on the role of mentoring in the 

development of minority faculty in the Texas State higher education. My study does not intend to 

evaluate existing mentoring programs in Texas institutions of higher education. Instead, the 

study will try to explore the role that mentoring played in the professional development of 

minority faculty in the Texas State higher education. 

C. Participant Background 

7. What is your name? ______________________________________________________ 

8. How long have you been working in this institution? ____________________________ 

9. What is your current job Title? 
_________________________________________________ 

10. What is your highest level of education? ______________________________________ 

11. What is your field of concentration? _________________________________________ 

12. How long have you been teaching in this field? ________________________________ 

D. Demographics of the participant 

B. Personal Information 

2. What is your sex? 

a). Male 

b). Female 

2. What is your state of origin? _______________ 

3. What is your marital status? 

a). Single 

b). Married 

c). Divorce/Separated 
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d). Widowed 

3. What is your working status at this institution? 

a). Full-time 

b). Part-time 

c). Adjunct 

4. How many years of experience have you invested in this institution? 

a). Have you ever been mentored? If so, for what reason? 

__________________________ 

b) How do you go about describing the mentoring program in your college or 

university? 

C. Interview Questions 

1. What are your experiences trying to secure a mentee position in a mentoring 

program in your college or university campus? 

2. What role do mentors play in the development of your profession as a new 

minority faculty? 

3. What challenges and barriers have you experienced in receiving quality mentoring 

toward your professional development? 

4. To what extent does participation in a mentoring program facilitated the 

development of your professional goal? 

5. What advice would you give to aspiring minority educators seeking professorate 

career in the Texas higher educational institutions? 
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Appendix F: Consent Form for Research Study Participant 
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Appendix G: Interview Questions 
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Appendix H: Confidential Agreement for Transcription 
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Appendix I: Member Checking Letter 

Dissertation Study Participation 

Member Checking 

Dear Study Participant: 

I am writing to thank you for participating in my study. I sincerely appreciate your advice and 
encouragement. 

Please find the attached transcript of our interview for your validation. Please feel free to add any 
of the mentoring/mentee experience(s) that you may have forgotten during our one-on-one 
interview. You may as well remove any of your statement(s) that you may find uncomfortable to 
you. May I remind you that there would be no risk on your side for participating. You will be 
assigned pseudo name so that your real name will not appear in the study. The transcript will be 
locked throughout this time and be destroyed thereafter. 

As you may know, I have a set time to submit my dissertation to my Committee and I ask that 
you send me your response at your earliest convenience. 

Thank you so much for your participation and may God richly bless you for all your time and 
effort. 

Sincerely, 

James CE Onyeneke, 

UIW Doctoral Candidate 
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Appendix J: A Thank You Letter 

James C.E. Onyeneke 

University of the Incarnate Word 

Ref: Thank You Note to Research Study Participants 

Dear Research Student Participants: 

I am writing to thank each one of you for your time and benevolence in doing this for me. I sincerely 
pray that God will continue to show you all love and His mercy in all your undertaking.  

Very sincerely Yours, 

 

James C. E. Onyeneke, 

UIW Doctoral Candidate 
 


