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(ABSTRACT) 
 

This qualitative study explored a number of paradoxes embedded in the mentoring 

phenomenon. Designed as cross-dimensional case study, the questions sought to better 

understand: (a) what challenges and barriers did the mentor and mentee face in their cross-racial, 

cross-cultural, and/or cross-age peer mentoring relationship in this specific organization? (b) 

How did the mentor and mentee address cross-racial, cross-cultural, and cross-age barriers? (c) 

What skills and/or competencies, as perceived by the mentor and mentee’s experiences are 

needed to make a cross-racial, cross-cultural, and cross-age peer mentoring relationship 

successful?  

The unit of analysis for this investigation was one pair - female mentor and mentee- with 

cross-dimensional differences, thus setting the framework for different cultural perspectives. 

Data collected for this study were transcriptions from three interviews, the mentee, mentor, and 

the dyad together. Characterized by the case and field method of research, combined data sources 

were used concurrently –at different times to compare the participants, views, values, 

perceptions, experiences and philosophies. The study’s goals involved examining the challenges 

and experiences, of mentoring in a multicultural work setting, and identifying issues relating to 

cross racial, cross-cultural, and cross-age mentoring relationships. Although linguistic and 

cultural barriers crested challenges for this mixed pair, their co-created relationship helped to 

overcome cultural differences. Thematic findings that embodied the foundations of the 

multicultural relationship were categorized into six areas: Trust and respect, willingness to 

participate, cultural understanding, mutual compatibility and psychosocial support, knowledge 



 

  

sharing and role modeling, and leadership. Trust emerged as the overarching construct, which 

laid the foundation for the mentoring relationship structure, linking The Five C’s 

(Characteristics) - compatibility, confidence, capabilities, communication, and cultural 

understanding. Unique in this pair was a source of motivation that transcended their individual 

selves for a greater cause, which has profound implications for future research. The study’s 

conclusions addressed: a) mentoring at a macro level for the community, and for a greater good, 

and b) a form of dialogue to foster an appreciation of multiculturalism – an appreciation of 

human differences and commonalities. Recommendations were made for future research. 

 
 



 

 iv

DEDICATION 

Thank you, Father, for granting me the strength, courage, wisdom, and understanding to 

come thus far. Thank you for being the Messiah in my life, my banner, my shield, and my strong 

tower. You are the one that fought all my battles.  

 

In memory of my beloved Mom and Dad, Hussey and Violet Trim, my parents who 

always encouraged me with these words – “Where there’s a will, there’s a way.” 

 

There is only one real love in a lifetime, only one, that matters 

That grows, and lasts forever…in life… in death… 



 

 v

FACULTY ACKNOWLEDGEMENTS 

I wish to acknowledge the members of my doctoral committee for their unfailing support 

and guidance, for sharing their expertise and helping me to complete this research study and 

achieve a life-long goal. With deep respect, gratitude, and appreciation, I thank my dissertation 

committee. They exemplify the high standards of excellence so valued in academia—discipline, 

thoroughness, keenness, and wisdom. 

I wish to express my special thanks to Dr. Marcie Boucouvalas, Chairperson, whose 

patience and faith in me kept me going through the tough times. Thank you for those teachable 

moments, which were the source of my inspiration. The most significant moment was during a 

train-bound journey to Madras, India, in 1998. Your wisdom and insightful suggestions were 

invaluable throughout the process. 

Dr. Jerry Cline, Research Advisor, for being available any time I needed to ask questions. 

Your infectious enthusiasm and help increased my determination and commitment to the 

program. You knew more about us as African-Americans in the context of our social worlds than 

we knew about ourselves. Thank you for sharing your heart and soul with us. Your unwavering 

support was significant. 

Dr. Linda Morris, Advisor, for teaching me to look deep within myself to find the 

answers to individual development, specifically how I developed as an adult learner. Your time, 

patience, and insights, contributed to my individual growth in this process. 

Dr. William Welch, Advisor, for your unfailing support and soft, encouraging words. 

Your wisdom and leadership encouraged me to step out of the box and landed me the best job I 

ever had. Your support and suggestions provided valuable assistance in the academic journey. 

Dr. Albert Wiswell, Advisor, for teaching me to use one of the most valuable concepts in 

Adult and Lifelong Learning - Reflection. Now I reach deep within myself to find the answers to 

life's tough challenges. I appreciate your time and meaningful suggestions. 

Finally, I would like to express my sincere gratitude to all who offered their assistance, 

support, guidance, and encouragement during this project. Thanks for the tireless support of our 

office manager at the Northern Virginia campus, Michelle Eldredge, who has been the backbone 

of the ALHRD program. Michelle provided vital support and subtle nudges when I have most 



 

 vi

needed them. And, to my daughter Nadine, and my son Sherman, who was always there to listen 

and discuss any issue about the project. Thank you both for never casting any doubts.  



 

 vii

PERSONAL ACKNOWLEDGEMENT 

To my husband Kelvin, who has been my friend and mentor for more than thirty-eight 

years. He has been the corner stone in all my professional endeavors and has taught me never to 

give up on my dreams. I found these words in the lyrics of songwriter Brian McKnight, which 

express what he has instilled in me. 
 

“Never give up, never give in, and never let a ray of doubt set in. 

And, if you fall or stumble again, just get up and try again. 

Never lose hope. Never lose faith. 

There’s much too much at stake. 

Upon yourself you must depend. 

Cause you’re not looking for a place to show. 

You’re going to win.” 

 

Brian McKnight 



 

 viii

TABLE OF CONTENTS 
 

CHAPTER ONE: INTRODUCTION.....................................................................................- 1 - 
THE SIGNIFICANCE OF MENTORSHIP IN THE STRENGTH OF AMERICA ...................................... - 4 - 
FROM PROCLAMATION TO PROGRAM....................................................................................... - 6 - 
IMPORTANCE OF MENTORING .................................................................................................. - 6 - 
THE CONCEPT OF PEERS .......................................................................................................... - 8 - 
BACKGROUND OF THE STUDY ................................................................................................ - 10 - 
THE FIRST CHARTER SCHOOL................................................................................................ - 11 - 
ORGANIZATIONAL CONTEXT AND SETTING ........................................................................... - 12 - 
STATEMENT OF THE PROBLEM ............................................................................................... - 13 - 
PURPOSE OF THE STUDY......................................................................................................... - 15 - 

Contemporary Challenges Inherent in Modern Day Mentoring ...................................- 16 - 
DELIMITATIONS OF THE STUDY.............................................................................................. - 16 - 
ASSUMPTIONS........................................................................................................................ - 16 - 
DEFINITIONS OF TERMS.......................................................................................................... - 17 - 
ORGANIZATION OF THE STUDY .............................................................................................. - 18 - 

CHAPTER TWO: REVIEW OF THE LITERATURE......................................................- 20 - 
REVIEW AND ASSESSMENT OF THE LITERATURE.................................................................... - 20 - 
METHOD FOR THE LITERATURE REVIEW................................................................................ - 21 - 
FOUNDATIONS OF MENTORING .............................................................................................. - 22 - 
HISTORY OF MENTORING....................................................................................................... - 22 - 
THE CONCEPT OF MENTORING DEFINED................................................................................ - 23 - 
CHARACTERISTICS OF MENTORING........................................................................................ - 25 - 
CHARACTERISTICS OF THE MENTOR AND MENTEE ................................................................ - 26 - 
TRADITIONAL AND MODERN TYPES OF MENTORING ............................................................. - 27 - 

Informal Mentoring.......................................................................................................- 27 - 
Formal Mentoring .........................................................................................................- 28 - 
One-to-One Mentoring..................................................................................................- 29 - 
Peer Mentoring..............................................................................................................- 30 - 
Group Mentoring ..........................................................................................................- 30 - 
Cross-Racial, Cross-Gender, Cross-Cultural, and Cross-age Mentoring .....................- 31 - 

MENTORING FUNCTIONS........................................................................................................ - 33 - 
CAREER DEVELOPMENT FUNCTIONS...................................................................................... - 34 - 
PSYCHOSOCIAL FUNCTIONS ................................................................................................... - 34 - 
INDIVIDUAL DEVELOPMENT FUNCTIONS................................................................................ - 35 - 
BENEFITS AND PITFALLS OF MENTORING .............................................................................. - 36 - 

Benefits .........................................................................................................................- 36 - 
Pitfalls ...........................................................................................................................- 36 - 

CHARACTERISTICS OF MODERN DAY MENTORING PROGRAMS.............................................. - 37 - 
ISSUES IN DEVELOPING MENTORING PROGRAMS................................................................... - 37 - 
DIVERSITY AND MULTICULTURAL ISSUES IN MENTORING..................................................... - 38 - 
DIVERSITY ISSUES.................................................................................................................. - 39 - 
MULTICULTURAL/DIVERSITY INITIATIVES AND AWARENESS TRAINING................................ - 40 - 



 

 ix

SUMMARY.............................................................................................................................. - 42 - 

CHAPTER THREE: METHOD ...........................................................................................- 44 - 
INTRODUCTION ...................................................................................................................... - 44 - 
CASE STUDIES........................................................................................................................ - 44 - 
RESEARCH DESIGN ................................................................................................................ - 46 - 
RESEARCH QUESTIONS .......................................................................................................... - 48 - 
ORGANIZATIONAL CONTEXT ................................................................................................. - 48 - 
ORGANIZATIONAL SETTINGS AND STUDY PARTICIPANTS ...................................................... - 49 - 
SAMPLING.............................................................................................................................. - 50 - 
SELECTION CRITERIA............................................................................................................. - 50 - 
DATA COLLECTION................................................................................................................ - 52 - 
METHOD AND TRIANGULATION OF THE DATA ....................................................................... - 53 - 
INTERVIEW PROTOCOL AND INSTRUMENT.............................................................................. - 54 - 
DATA ANALYSIS STYLE ......................................................................................................... - 54 - 
DATA ORGANIZATION AND CODING ...................................................................................... - 55 - 
ABRIDGED ANALYSIS OF THE AUDIOTAPE INTERVIEW DOCUMENTS ..................................... - 56 - 
ANALYSIS OF THE DATA ........................................................................................................ - 57 - 
PILOT STUDY ......................................................................................................................... - 59 - 
LESSONS LEARNED FROM THE PILOT STUDY ......................................................................... - 60 - 
ACQUIRING PERMISSION AND ACCESS FOR HUMAN SUBJECTS .............................................. - 61 - 
CONFIDENTIALITY ................................................................................................................. - 62 - 

CHAPTER FOUR: RESULTS OF THE STUDY................................................................- 63 - 
INTRODUCTION ...................................................................................................................... - 63 - 
ORGANIZATIONAL CONTEXT ................................................................................................. - 64 - 
TRIANGULATION OF THE DATA .............................................................................................. - 65 - 
PRESENTATION OF THE FINDINGS........................................................................................... - 66 - 
MENTOR'S PROFILE AND BACKGROUND ................................................................................ - 66 - 
MENTEE PROFILE AND BACKGROUND ................................................................................... - 67 - 
MENTOR AND MENTEE TELL THEIR STORIES: A DYADIC ACCOUNT ..................................... - 68 - 

Climate and Setting.......................................................................................................- 69 - 
The Role of Willingness in Multicultural Mentoring ...................................................- 71 - 
Overcoming Linguistic Barriers - How did the dyad overcome linguistic barriers and gain 
cultural understanding?.................................................................................................- 72 - 
The Role of Cultural Understanding.............................................................................- 73 - 
Benefits of Mentoring to the Mentee and Mentor ........................................................- 74 - 
The Mentor's Leadership Role: A Woman's Perspective..............................................- 75 - 
A Dyadic Perspective on Cross-Age Mentoring...........................................................- 78 - 
Mentor-Mentee Interview - Author's Notes..................................................................- 79 - 

EMERGENT THEMES FROM THE MENTEE'S STORY.................................................................. - 80 - 
Mentee's Role in Building Cross-Race Relations—what was the mentee doing?........- 80 - 
Mentee's View on Cross Cultural Sensitivity and Cultural Awareness........................- 82 - 
Mentee's View of the Mentoring Relationship Structure..............................................- 84 - 
Mentee Judgmental Trust in the Mentor.......................................................................- 86 - 
Mentee's Trust in Mentor's Professionalism, Skills and Competencies........................- 87 - 



 

 x

Mentee's Trust in the Mentor Overcame the Mentoring Challenges ............................- 88 - 
EMERGENT THEMES FROM THE MENTOR'S STORY ................................................................. - 91 - 

Mentoring the New Teacher in a Multicultural Work Setting -Growth and Development 
Functions.......................................................................................................................- 91 - 
Trust from the Mentor's Perspective.............................................................................- 94 - 
Mentor's Vision for the Mentee ....................................................................................- 95 - 
Mentor's Role in Motivating the Mentee ......................................................................- 97 - 
Psychosocial Support from the Mentor's Perspective...................................................- 97 - 
Mentoring for the Greater Good ...................................................................................- 99 - 
Findings on a Thematic Level.....................................................................................- 101 - 

SUMMARY............................................................................................................................ - 102 - 

CHAPTER FIVE: SUMMARY DISCUSSION, RECOMMENDATIONS, AND 
CONCLUSIONS ...................................................................................................................- 104 - 

INTRODUCTION .................................................................................................................... - 104 - 
SUMMARY OF THE STUDY .................................................................................................... - 105 - 

Data Collection and Analysis......................................................................................- 106 - 
FINDINGS ............................................................................................................................. - 107 - 
DISCUSSION ......................................................................................................................... - 108 - 
THE FIVE CS OF THE MENTORING RELATIONSHIP STRUCTURE ............................................ - 108 - 

What factors affected the success of the mentoring relationship?..............................- 112 - 
Understanding the Mentoring Process- How did they create a bond in the relationship?......- 113 - 

Situating the Study with the Literature: An Integrated Approach ..............................- 116 - 
A  Relationship in Process: A Missed Opportunity for the Researcher......................- 119 - 

RECOMMENDATIONS FOR FUTURE RESEARCH ..................................................................... - 119 - 
Mentoring style ...........................................................................................................- 120 - 
Mentoring dimensions linking the level of trust, the level of self confidence, and level of 
responsibility...............................................................................................................- 121 - 
A Message to Human Resource Practitioners.............................................................- 121 - 
Other Research issues that can be addressed ..............................................................- 122 - 

CONCLUSION........................................................................................................................ - 122 - 

REFERENCES......................................................................................................................- 125 - 

APPENDIX A - CHARACTERISTICS OF MODERN DAY MENTORING PROGRAMS - 
136 - 

APPENDIX B - CATALYTIC INFLUENCE OF MENTORING ...................................- 137 - 

APPENDIX C - DIMENSIONS OF MENTEE'S PERSONAL DEVELOPMENT AND 
LEARNING...........................................................................................................................- 138 - 

APPENDIX D - ROLE DIMENSIONS OF A MENTOR .................................................- 139 - 

APPENDIX E - BEST DIVERSITY PRACTICES ...........................................................- 140 - 

APPENDIX F - SELECTED INTERVIEW TOPICS .......................................................- 141 - 

APPENDIX G - THREE TRANSCRIVED INTERVIEWS .............................................- 142 - 

APPENDIX H - CODING MATRICES .............................................................................- 183 - 



 

 xi

APPENDIX I - DATA LOGIC DIAGRAM .......................................................................- 205 - 

APPENDIX J -  IRB APPROVAL ......................................................................................- 206 - 

RESUME - CLAUDETTE V. TOPPIN ..............................................................................- 207 - 
 



 

 xii

LIST OF TABLES 
 

Number Page 
 
 1.1 Basic Components of Coaching versus Mentoring.........................................................4 
 
 1.2 Comparison of Characteristics and Framework for the Study......................................11 
 
 2.1 Criteria for Literature Review.......................................................................................21 
 
 3.1 Abridged Analyses of the Audiotape Interviews ..........................................................57 
 
 4.1 Leadership Strategies for Mentoring ............................................................................77 
 
 4.2 Mentor's Responsibilities and Functions ......................................................................93 
 
 5.1 Research Questions and Insights ................................................................................107 
 
 5.2 Compatibility ..............................................................................................................108 
 
 5.3 Confidence and Trust..................................................................................................108 
 
 5.4 Capability....................................................................................................................109 
 
 5.5 Communication...........................................................................................................110 
 
 5.6 Cultural Understanding...............................................................................................110 
 

  



 

 xiii

LIST OF FIGURES 
 

Number Page 
 
 3.1 The case of the unit of analysis.....................................................................................45 
 
 3.2 Data organization for human subjects (participants), describes the 
  dimensional differences ................................................................................................47 
 
 3.3 Illustration of selection attributes of the mixed pair  
  selected; the attributes are different on two dimensions...............................................52 
 
 3.4 Data process continuum................................................................................................55 
 
 3.5 Abridged analysis of the audiotape interview documents ............................................56 
 
 4.1 Mentoring relationship structure...................................................................................89 
 
 4.2 Nested themes - mentee's perspectives .........................................................................92 
 
 4.3 Major themes of cross-racial, cross-cultural, and cross-age 
  mentoring ....................................................................................................................101 
 
 



 

 - 1 -

CHAPTER ONE 

INTRODUCTION 

 
Mentors are guides. They lead us along the journey of our lives. We trust them because 
they have been there before. They embody our hopes, cast light on the way ahead, 
interpret arcane signs, warn us of lurking dangers, and point out unexpected delights 
along the way. 
 

Daloz (1987) 
 

The search for knowledge and ways of acquiring it in the construct of human resource 

strategy raises the issue of survival of the organization through more effective and efficient use 

of human capacities. More often than not, organizational issues are focused primarily on 

performance—human performance. More than forty years ago, McGregor (1960) noted that 

many managers believe that the effectiveness of their organization would be at least doubled if 

they could discover how to tap the unrealized potential present in their human resources to 

improve performance.  

The object in the McGregor study was to create a fit between the employee and the 

organization. Thus training programs that would provide employees the requisite knowledge and 

skills must support successful selection of employees. Skills and knowledge have considerable 

bearing on the job performance and empowerment of employees. Organizations the world over 

are faced with an unprecedented challenge to examine their ability to increase the collective 

capacity to perform, while also increasing their collective capacity to learn. Studies have 

continued to underscore the key position that human resource development plays in increased 

performance in organizations (Hunt & Michael, 1988; Kram & Isabella, 1985; Merriam & 

Simpson, 2000). HRD professionals need to understand, on a deep level, their key position in the 

organization and how an organization creates value. The value created by the organization results 

not from individual elements, but from the integration of elements linked by their common 

support of the organization's strategic intent (Swanson & Holton, 1997). HRD value chain is 

defined by its ability to create human capability for achieving individual performance goals, and 

the vision of success for the business and educational organizations. 

Today, organizations both large and small differ in structure, design, and demographics 

from those of even a decade ago. Demographically they are far more diverse. They are 
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comprised of more women at all levels, more multiethnic and more multicultural workers, older 

workers, and more contingent workers. There is a constant pressure to do more with less, and a 

steady emphasis on empowerment, cross-training, personal flexibility, self-managed teams, and 

continuous learning (Ferris, Buckley, & Fedor, 2002). Employees today have to be 

knowledgeable and to be able to adapt to changing circumstances. Organizations must employ 

more and more knowledgeable workers, including senior managers, executives, and employees 

at all levels. Employees are moving from (a) mastering repetitive skills to knowing how to deal 

with surprises and exceptions; (b) depending on memory and facts to being spontaneous and 

creative; (c) practicing risk avoidance to daring risk taking; and (d) focusing exclusively on 

policies and procedures to building collaboration with people (Schwandt & Marquardt, 1999).  

Today, knowledge is considered the key ingredient for wealth creation and is quickly 

becoming the fountain of organizational, personal, and global power. "Brains have replaced 

brawn as the most important means of increasing productivity, profits and performance" 

(Schwandt & Marquardt, 1999, p.14).  

Work will require higher order skills, cognitive skills, and the ability to work across 

cultures. Knowledge workers have already discovered that continual learning is not only a 

prerequisite for employment, but also a major form of work. The research and ideas of important 

adult developmentalists share similar principles in the field of adult learning (Brookfield, 1986; 

Lindeman, 1926; Merriam & Caffarella, 1999; Mezirow, 1990). They agree about the critical 

importance of learning. Life-long learning is a general tenet of adult and continuing education, 

especially in a rapidly changing world. Many before them have also recognized this need.  

Adults benefit from learning activities that not only enable them to assimilate new 

concepts and pragmatic information, but also help them to apply such knowledge directly to their 

occupational focus (Ibarra, 2000). The process of learning how to behave, where, when, and with 

whom, is often referred to as "learning the ropes." Carnevale, Gainer, and Meltzer (1990, p. 353) 

reported that the issue of organizational adaptability or an employee's ability to adapt to an 

organization's culture is perhaps the most helpful skill a new employee can learn to achieve 

success in the workplace. Redman, Stitt-Gohdes, and Lambrecht (1997, p. 11) pose the question: 

"Where in an organization's training curricula is the information on organizational adaptability 

addressed? Also, at what point in the training should the topic of adaptation be introduced?"   
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Knowledge sharing on employee adaptation may be more evident in the knowledge-

intensive technology industry. Firms like Microsoft and Oracle rely upon employees' dedication 

to share knowledge and information about organizational adaptation and socialization to create 

and improve better technological products. Working primarily from a knowledge management 

perspective, Ruggles (1998) identified four types of knowledge-focused activities that take place 

in an organization. They are characterized as knowledge processes: (a) using accessible 

knowledge in decision making, (b) generating and accessing knowledge, (c) facilitating 

employee growth by transferring and sharing knowledge, and (d) measuring the value of 

knowledge. These four knowledge-based activities seem uniquely important to employee growth 

and development.  

While many avenues are available for an organization to pursue the goals of sharing 

knowledge, coaching and mentoring are processes that enable both the organization and the 

individual to achieve their full potential. Clutterbuck (2003) supports the premise that 

organizational training goals can no longer focus simply on needed skill sets, but rather need an 

expanded focus to include the entire individual who will enter the workforce and the context in 

which he or she assumes a role. Coaching can be utilized as a dynamic and expanding workplace 

activity (Parsloe, 1999). Mentoring as an organizational concept, however, is considered an 

invaluable development tool for new employees, and has experienced a rebirth in today's 

organizations (Fritts, 1998; Gunn, 1995; Higgins, 2000; Jossi, 1997). Table 1.1 illustrates the 

basic components of coaching versus mentoring. 
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Table 1.1 
 
Basic Components of Coaching versus Mentoring 
 

Basic Components of Coaching Basic Components of Mentoring Specific to This Study 
Builds on an individual's personal cross-
disciplinary skills 
 

More job-specific, person-to-person teaching 

Helps the learner to apply themselves personally 
in new ways 
 

Helps the mentee to learn functions they have never done 
before. 

Analyzes the components of particular skills, 
techniques and the environment in order to assist 
the learner 
 

Sets increasingly challenging assignments for the mentee. 

Seeks to identify problems and weaknesses to be 
remedied. 

Imparts tacit knowledge and information, dealing essentially 
with skill development  

 
Note: Information derived from: Business-e-Coach - Basic Components of Coaching versus 
Mentoring. http://www.1000ventures.com/business_guide 
 

Some of the most profound learning experiences develop through experiences with others 

and influence future behavior (Kram, 1985; Levinson, 1978). Zachary’s (2002) noteworthy 

rendition of The Mentor’s Guide offers an insightful perspective that distinguishes coaching from 

mentoring.  Zachary’s guide breaks down the fundamentals of mentoring versus coaching 

experiences. The author states that “coaching is always a part of mentoring, but coaching does 

not always involve mentoring.” (p. 3)  She reminds her audience that the mentor’s primary tasks 

are to facilitative learning. Therefore, coaching within the context of mentoring helps the mentee 

learn skills that essentially deal with effective skill development.  In fact mentoring and coaching 

experiences influence the extent to which we are receptive to building future relationships 

(Ragins & Cotton, 1993). 

The Significance of Mentorship in the Strength of America 

The President of the United States addressed an awards ceremony for outstanding senior 

civil servants during October 2001, setting forth an initiative to make work more rewarding for 

federal workers and more attractive for recruits in the years ahead. Since job satisfaction of 

federal workers is of such concern in today's environment, he vowed to make federal jobs "more 

challenging, more satisfying, and more fulfilling" (cited in Broder, 2001, p. 7). 
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On January 9, 2004, President George W. Bush re-emphasized his commitment to the 

American workforce and proclaimed January 2004 as National Mentoring Month. He called 

upon the people of the United States to recognize the importance of mentoring, to look for 

opportunities to serve as mentors in their communities, and to celebrate January 2004 with 

appropriate activities and programs. Insights from the proclamation follow. 

(White House, 01/09/04). http://www.whitehouse.gov/news/releases/2004/01/2004.  

BY THE PRESIDENT OF THE UNITED STATES 
A PROCLAMATION 

 
Mentoring reflects the great strength of America—the heart and soul of the American 

people. During National Mentoring Month, we recognize the dedicated individuals who 
volunteer their time to mentor young people, and we encourage more citizens to give back to 
their communities as mentors. 

 
Mentors are friends, teachers, and role models. They open doors of opportunity, convey 

values, and help provide the stability and encouragement that young people need to succeed. By 
spending time with a child and showing compassion and guidance, a mentor can profoundly 
affect a young life. Research shows that adolescents who have an adult mentor are far less likely 
to engage in high-risk behavior. Mentoring relationships create continuing cycles of hope and 
promise, as they not only provide positive influences for individual children, but also strengthen 
families and communities. 

 
My administration is working to expand mentoring and other volunteer activities across 

America. Through the USA Freedom Corps, we are promoting volunteer service and offering our 
citizens more opportunities to help others. We are also supporting faith-based and community 
organizations, including many who sponsor mentoring programs. In total, more than 63 million 
Americans volunteered in their communities over the past year—approximately 4 million more 
than the previous year. 

 
The Department of Education will use Federal funds to work with national youth-serving 

organizations, independent community groups, and local education agencies to develop, expand, 
and strengthen school-based mentoring programs for disadvantaged middle school students. In 
addition, the Department of Health and Human Services, the Department of Justice, and other 
agencies will offer grants to help youth-serving organizations recruit and train adult mentors for 
nearly 100,000 children whose parents are incarcerated. 

 
These efforts are an important part of the ongoing work to ensure that every child can 

realize the great promise of America. Every life has value and potential, and all deserve the 
opportunity to have a bright future. By supporting the individuals and organizations involved in 
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mentoring, and by encouraging more citizens to participate in their good works, we can 
transform America, one heart and one soul at a time. 

 
Now, therefore, I, George W. Bush, President of the United States of America, by virtue 

of the authority vested in me by the Constitution and laws of the United States do hereby 
proclaim January 2004 as National Mentoring Month.  
 
IN WITNESS WHEREOF, I have hereunto set my hand this ninth day of January, in the year of 
our Lord two thousand four, and of the Independence of the United States of America the two 
hundred and twenty-eighth.  
 
GEORGE W. BUSH  

From Proclamation to Program 

In response to the President's National Mentoring proclamation, the U.S. Department of 

Health and Human Services (HHS) developed a recruitment and retention strategy identifying a 

framework for actions to meet the Department's short- and long-term workforce needs. The U.S. 

federal workforce is aging like many large organizations in the United States, and much-needed 

expertise is dissipating. In addition, qualified replacements are difficult to recruit and retain. The 

HHS Career Mentoring Program is an effort to increase staff productivity and improve employee 

performance and retention. The purpose of the HHS Career Mentoring Program is to address the 

rapidly changing workforce and develop new employees so that federal agencies like HHS can 

continue to fulfill their mission to the American people. The long-term goal of mentoring is to 

help a mentee develop an internal capacity for pursuing personal and professional development 

opportunities over the course of a lifetime. 

Importance of Mentoring 

The benefits of mentoring, which have been largely touted in both popular and scholarly 

literature, include greater career satisfaction, promotion, compensation, self-esteem at work, and 

job involvement (Ragins, 1999). Mentoring relationships have been suggested as particularly 

crucial to the career development and advancement of women. In an attempt to solidify the issue 

of career advancement for women, Wellington (2001) suggested that access to mentoring is the 

single most important reason why men tend to rise higher in their career than women. In 

Wellington's survey of over 1200 executive women, most reported that mentoring is significantly 

connected to career-related success. In fact, they reported that lack of access to mentoring is one 
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of the most widely reported barriers. Mentoring may be particularly important to women 

because, despite a number of advances, women are still hitting the glass ceiling. Empirical 

studies suggest that mentoring is a powerful mechanism in aiding women on their journey to the 

executive suite (Blake-Beard, 2001).  

The practice of mentoring has stood the test of time, from Greek mythology to modern-

day organizations (Sutter, 1999). The American Heritage College Dictionary (3rd ed., 1993) 

states (men'tor) – "A wise and trusted counselor or teacher" Greek Mythology. Odysseus's 

trusted counselor under whose disguise Athena became the guardian and teacher of Telemachus. 

The original Mentor appears in Homer's Odyssey as an old and trusted friend of Odysseus in the 

ancient epic of Odyssey (Holme, 1979). Mentor, a wise and faithful counselor, is appointed to 

Odysseus and his son Telemachus and guides the son in the lengthy journey to find his father. 

Therefore, the term mentor historically denotes a trusted guide, teacher, counselor, and the 

mentor/mentee relationship a deep and meaningful association. The perception of trust as a 

recurring image and theme of mentorship goes back as far as the beginning of Telemachus's role 

as a mentee. 

Throughout history, the positive and powerful influence of one individual on behalf of 

another, particularly relating to the responsibilities of serving as a trusted counselor, tutor, 

teacher, coach and/or advisor, embodies the term mentor. Clawson and Kram (1984) admonish 

that the relationship between Mentor and Telemachus was probably not an easy one. He states … 

"It was Mentor's difficult task to help Telemachus see the error of his judgment but guide the 

young adult to grow in wisdom not in rebellion" (p. 144-146). 

Mentoring assists adult learners in adapting to personal, academic, and professional 

changes, and enhances life-long learning opportunities (Galbraith, 1991). Well-organized 

mentoring programs benefit the mentee, the mentor, and the organization that offers the program 

(Ibarra, 2000). The extent to which mentoring enhances learning, psychosocial development, or 

professional/career advancement is not clear (Merriam, 1983). Daloz sees the essence of 

mentoring as something to do with growing up, development, and identity (Daloz, 1986). 

Mentoring helps both mentors and mentees move on to new life stages and offers benefits for the 

mentoring organizations and society as a whole (Scott, 1991). 
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Building effective mentoring relationships is important because such relationships have 

been shown to effect significant organizational outcomes, including workplace learning. Job 

satisfaction and retention are the more commonly reported outcomes of effective mentoring 

(Fagenson, 1989). Clark (2000) reported in the Hay Group study that employees found 

satisfaction in type of work (89%), coaching and feedback (64%), and learning new skills (61%). 

The above claims support the position that mentoring has been shown to have positive 

organizational outcomes, to the extent that an employee's satisfactory experience leads to 

positive organizational outcomes. 

Professionals, in particular, are viewed as benefiting from learning activities that not only 

enable them to assimilate new concepts and pragmatic information, but also help them to apply 

such knowledge acquired through mentoring directly to their occupational focus (Ibarra, 2000). 

If the mentoring experience is to benefit the mentee, organizations must avoid minimizing the 

significant contribution of the mentor, which could seriously limit the enriched learning 

opportunities that derive as much from mentor initiatives as from the mentee responses and 

actions (Cohen, 1995).  Findings of the Cohen study seem to indicate that HRD training 

programs may be guilty of trivializing the significance of peer mentorship. Peer mentoring may 

even be more valuable to an organization than traditional (manager/supervisor-subordinate) 

mentoring because it facilitates sharing knowledge, transferring knowledge, and bringing the 

new employee up to speed more quickly while providing psychological support.  

The Concept of Peers 

Although an extensive body of research exists on mentoring, specifically in the areas of 

mentoring in the business community and education, little has been reported on peers. Most 

researchers have studied the traditional mentoring relationship between a senior-level manager 

and a junior-level associate (Allen, Russell, & Maetzke (1997). However, peer mentoring, which 

has increasingly become common in organizations, is receiving more attention from scholars and 

appears to offer some special advantages over traditional mentoring relationships (Allen, Russell, 

& Maetzke, 1997; Mullen, 2000). In the context of this study, peer mentoring means a one-on-

one mentoring relationship between a more experienced employee, teaching new skills, sharing 

knowledge, and providing support to a less experienced employee. 
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Peer mentoring is an intentional one-on-one relationship between two employees. The 

intentional nature of the peer relationship includes the mutual consent of the mentor and mentee. 

It involves a more experienced employee teaching new skills, sharing knowledge, and providing 

support to a less experienced employee. In some organizations, the peer mentor may supervise 

the employee. As is the case in this study, the hierarchical status of the mentor did not affect the 

peer nature of mentoring relationship. This mentee had prior knowledge and experience she was 

bringing to the organization. Consequently, and from an organizational perspective, the 

mentoring relationship was of a peer nature.  

The three main goals of any peer mentoring relationship are:  

1. Psychosocial support, personal support, and encouragement. In fact, studies have 

shown that in many instances, mentees have placed more significance on 

psychosocial functions than those of career development (Cunningham & Eberle, 

1993). The psychosocial functions valued by most mentees include the following: 

role modeling, demonstrating the desired behavior, appropriate attitudes, building, 

providing a helpful and confidential atmosphere for discussing personal and 

professional concerns, acceptance and confirmation, building self-confidence and 

self-image through regular reinforcement, and friendship—having mutual caring and 

intimacy extending beyond daily work tasks (Fagenson, 1989; Gordon, 1993). 

Fagenson (1989) also found that attending to the mentee’s psychosocial needs 

enhanced the mentee’s sense of well-being within the organization and helped to 

develop the mentee’s sense of competence and professional identity. 

2. Knowledge transfer. The transfer of tacit knowledge in a peer relationship seems to 

be uniquely interactive and instrumental. This provides an opportunity for the peer 

mentor to engage in a process that transfers the tacit knowledge to explicit knowledge 

from the mentor to the mentee (Nonaka, 1994).  

3. Knowledge sharing. Peer mentoring provides a conduit for passing on culture and 

knowledge, bringing neophytes to speed more quickly without relying on training 

programs and/or senior personnel (Allen, Russell, & Maetzke (1997). Peer mentoring 

facilitates the flow of knowledge in both directions. New employees may bring 

valuable knowledge and skills with them that can benefit the peer mentor as well. 
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Peer mentoring provides a valuable method for sharing knowledge when workers 

frequently rotate jobs or self- directed teams merge to achieve organization goals. 

Background of the Study 

Recognizing that the new recruit is faced with sometimes insurmountable challenges, 

some organizations have designed induction programs. One feature of these induction programs 

is the appointment of a peer mentor, a practice that Frederick J. McDonald brings to our attention 

in his study on new teachers: "The development of a teacher is shaped or determined by what 

happens to the new teacher during the induction period" (McDonald, 1980, p. 28) 

While assigned to a multicultural organization to conduct HRD demographic studies, the 

researcher was required to interview all new employees that were assigned peer mentors. The 

organization is committed to mentoring as an integral part of individual and organizational 

development. The goal of the organization is to discover and retain employees to achieve the 

organization's mission. In a pilot study conducted in 2000, I examined peer mentoring in the 

organization's multicultural business work setting. The findings indicated that some participants 

faced challenges and barriers in the mentoring relationship, despite positive evaluation of the 

experience. Mentors were not included in the pilot study because the organization's preferred 

focus was the mentee, given its mission to discover and retain new employees. This study is 

designed to build on the framework of the pilot study. Several limitations were observed and 

noted in the analysis of the pilot study. The limitations provided insights and helped to organize 

the framework for the present study. First, without the mentor's voice there was a limited view of 

the mentor/mentee experience. Second, since mentors were underrepresented it was difficult to 

establish, discover, or learn about the key elements in mentoring through the combined 

interactive voice of the mentor and mentee. Third, since the scope of the pilot study was narrow, 

the validity of the results lacked the strength, quality, and richness of qualitative research. 

Due to unforeseen circumstances, and an unexpected turn of events, the present study 

could not be conducted in the original multicultural business setting of the pilot. Consequently, 

the research design was modified to investigate a multicultural educational work setting - a 

charter school – the concept of which is discussed briefly below. The study was restructured to 

examine the differences, explore new perspectives, and build on the framework of the pilot. To 
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better understand the framework of the study, Table 1.2 describes the context and comparative 

characteristics of the pilot to the present study.  
 
Table 1.2 
 
Comparison of Characteristics and Framework for the Study  
 

Context Characteristics of the Pilot Study Characteristics of the Present Study 
Organizational Setting Multicultural Business Organization 

 
Multicultural Education Organization – a 
Charter School 

Participants Multicultural mentees 
 

Multicultural mentor and mentee 

Selection Criteria Assigned multicultural mentors 
 

Multicultural volunteer mentor 

Organizational Context Formal mentoring program – new 
employees were assigned a mentor 
at orientation 

Informal mentoring program –open to new or 
less experienced employees 

The First Charter School 

City Academy, located in St. Paul, Minnesota, was the nation's first charter school. With 

the blessing of St. Paul's mayor, the city school system, parents, and private donors, City 

Academy set up folding tables and chairs in a recreational center on St. Paul's east side and 

began offering intensive, year-round classes in standard high school subjects ranging from 

English to Physics. Most of the students attending City Academy when it was first opened were 

minority males who had left the traditional school system.  

Today, City Academy's teachers aim to help students learn foundation skills and to guide 

them through traditional subjects such as algebra and composition so that the students are 

prepared for advanced study. Toward this end, City Academy teachers improvised an 

interdisciplinary approach within the standard academic division which now used multicultural-

sensitive texts. City Academy's innovation lies in its approach. The charter school reaches 

youngsters through personal appeals and individual attention in a small, intimate setting. “This 

strategy is reinforced through students' interaction with a student support group at the school. All 

of the students have elevated their sights toward post-secondary education after City Academy. 

The school and its teachers give students both the skills and the confidence to succeed, and have 

rekindled the students' academic and personal ambitions.” (pp 1-4)  Several of the former at-risk 

students take part-time college courses through the Minnesota Post-Secondary Education Option 

Program while they complete their high school diplomas at City Academy.  



 

 - 12 -

“Charter schools offer students several benefits: (a) a chance to create a school that takes 

on a unique and special approach; (b) accountability for each student, (c) sensitive approach to 

wants and needs of each student, and (d) flexible curriculum that changes to meet the students' 

needs. The concept of charter schools may be one of the most powerful and promising changes 

to emerge from the school reform movement in the past decade. It is unlikely that every student 

who attends a charter school will aspire to college, trade school, or even successfully graduate 

with the skills he or she needs to survive in today's competitive economy.”(pp.1-4)  However, a 

charter school offers a way for students to access a quality education alternative to traditional 

public education. http://www.nea.org/2005/03/17 

Organizational Context and Setting 

The study participants were selected from a multicultural educational organization 

classified as a charter school. “Charter schools are defined as legally dependent, innovative, 

outcome-based public schools. Outcome based means that students must demonstrate what they 

have learned and know before they move forward in their diverse studies. The goal is to prove 

active student competence and knowledge in diverse subjects rather than merely record 

attendance and effort at learning.”(pp.1-4)  To establish a charter school, certified teachers and/or 

other individuals or organizations, such as colleges, cultural organizations, governments, and 

parents, draw up plans for an innovative, outcome-based school. Teachers and organizers follow 

the state guidelines when they submit their plans for a charter school to a local board of 

education or other sponsor. The sponsor grants or denies a "charter" to operate. These 

agreements may or may not require final approval of the state board of education. The original 

charter, which is negotiated and signed between the charter school and its founding teachers, 

supporters, and sponsor, sets forth the conditions and expectations for the school. The school 

must prove that the administrators and staff have gained the educational skills that the school and 

its sponsor specified in the initial contract.  

“Charter schools are public schools, not magnet schools. Students do not have to show 

special skills or pass tests for admission as in the case of magnet schools. However, charter 

schools may target certain enduring learning problems, developmental needs, or educational 

possibilities. They may have specific organizing themes and educational philosophies that guide 

their work.”  So, like magnet schools, students may be attracted by the educational idea and 
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vision that guides the learning experience offered by a charter school. The legislative debate is 

that innovation is the key component of a charter school's strategy. 

(http://www.nea.org/2005/03/17). 

The real debate is how best to use charter schools as a strategy for public school change, 

how to stimulate the most innovation, how to protect charter students and teachers, and what 

charters teach all schools about redefining their missions of teaching and learning. For example, 

to address the issue of innovation some of the Philadelphia charter schools-within-schools are 

connected to the Coalition of Essential Schools. “One strategic approach simplifies the number 

of course offerings, but teaches courses in greater depth. Charter schools-within-schools use 

interdisciplinary teaching and learning strategies.”(pp.1-4). Some schools work with corporations 

and business to study themes such as international relations and tourism. Some are linked to local 

universities. Some schools focus on the school's relationship with its community. Others focus 

on marketing, horticulture, writing, arts, or science. 

Charter schools are measured by the degree of education of their members, the number of 

occupational specialties, the professional activity, and the emphasis on teaching and professional 

training. A four-year bachelor's degree is the minimum educational requirement for new teachers 

at all charter schools. This is true for all public schools. More details about the specific charter 

school in this study are available in Chapter Three. 

Statement of the Problem 

The need for mentoring a new employee, specifically new teachers, is critical. Prevalent 

among new recruits is the fear of incompetence. Recognizing that new recruits are faced with 

numerous challenges, organizations, educational institutions as well as government agencies, 

charter schools, and public schools have designed induction programs. Today we are living in an 

era of rapid change. The perspective now is global and multicultural. For organizations to 

continue to survive and flourish especially - multicultural organizations a global perspective is 

critical. Managers who provide leadership in multicultural organizations are aware, and 

understand the significance of managing cultural differences. For managers, the challenges are 

equally formidable. Since a person’s philosophy is deeply rooted in culture, a manager may be 

inclined to transfer their culture in the work setting directly or indirectly. Consequently, 

management philosophies may affect the performance of cross-racial, cross cultural and older 
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employees. Building upon the very differences inherent in multicultural organizations requires 

collaboration of training activities to enrich human resource activities and systems. For action to 

occur, one-on-one cross-racial, cross-cultural mentoring and training is critical. Mentoring as a 

human resource activity can fill the work-culture induction gap for all new employees especially 

in any organization, but especially multicultural organizations.  

To emphasize Frederick J. McDonald's profound study, one feature of these induction 

programs is the appointment of a peer mentor, a practice that Frederick J. McDonald brings to 

our attention in his study on new teachers: "the development of a teacher is shaped or determined 

by what happens to the new teacher during the induction period" (McDonald, 1980, p. 28). 

Although mentors are important throughout our careers (beginning, midlevel and senior), the 

beginning/ induction phase of one’s career is deemed as extremely important – the phase when 

one overcomes the first and biggest obstacles in career development (Dodgson, 1986; McDonald, 

1980; Levinson, 1978).  

Mentoring has stood the test of time. Few would argue about the benefits of the 

mentoring experience as a contributing factor to new employees' professional development, 

career development, and personal growth. Less is known, however, of the benefits of mentoring 

new hires in multicultural organizations, especially the dynamics of the mentor/mentee 

relationship of a cross-cultural nature. 

Nurses in the medical emergency room say, "Watch one, do one, and teach one."  This 

saying refers to the need for employees to learn techniques quickly, to jump right in, do it and 

pass the knowledge on to someone else. Mentoring in organizational work settings is similar. I 

argue that every time a mentor shares knowledge or teaches someone a new task, seeds are 

planted for greater success for the organization, mentor, and mentee. A mentor's knowledge, 

influence, vision, counseling, and experience are valuable assets to an organization, and far too 

valuable to ignore. Although there is research on peer mentoring, formal and informal which is 

covered extensively in Chapter Two, there is little research to provide insight and direction about 

the value and the challenges of peer mentoring in multicultural organizations. This study hinges 

on studying same gender/women. 

This study will provide guidance for practice and future research for peering mentoring in 

multicultural organizations. Such organizations support a philosophical concept built on ideals of 
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diversity, equality, justice and human dignity. Authors Merenivitch and Reigle (1979) provide a 

clearer definition and emphasize the pluralistic nature of a multicultural organization. 

The organizational culture is pluralistic in that it recognizes and appreciates diversity; it 

acknowledge both the need for "being the same" in some ways to work together 

effectively and the need for "being different in some ways". (Merenivitch and Reigle, 

1979, pg. 9).  

Purpose of the Study 

Mentoring holds great potential for adult learners and organizations. It is about 
transition, identity and active involvement in the hopes of reaching one's highest 
potential and capabilities, particularly as it concerns personal development, social 
change, and promotion of productivity and maintenance of the good social order. 

 
(Beder, 1989, p.169) 
 

The central purpose of this case study was to identify issues that related to cross-racial, 

cross-cultural, and cross-age mentoring. The secondary purpose was to examine the challenges 

and experiences of peer mentorship in a multicultural educational work setting.   As previous 

mentioned, only a small body of literature, reviewed more extensively in Chapter Two, explored 

the institutional context surrounding cross-racial, cross-cultural, and cross-age mentoring. The 

researcher's interest is to explore mentoring within the context of a multicultural educational 

organization. Three research questions guided the study from the perspective of the mentor and 

mentee: 

1. What challenges and barriers did the mentor and mentee faced in their cross-racial, 

cross-cultural, and/or cross-age peer mentoring relationship in this specific 

organization?  

2. How did the mentor or mentee address cross-racial, cross-cultural, and cross-age 

barriers?  

3. What skills and/or competencies as perceived by the mentor and mentee’s 

experiences are needed to make a cross-racial, cross-cultural, and cross-age peer 

mentoring relationship successful?  
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Contemporary Challenges Inherent in Modern Day Mentoring 

It is important, however, to recognize the challenges of this study as well. Two 

significant challenges should be kept in mind. First, mentoring is a complex phenomenon that 

has changed into a more democratic paradigm in the last two decades. Shea (1994, pp. 9-11) 

explained the democratic characteristics of modern-day mentoring in comparison to mentoring of 

the past… "today's programs are more democratic - including a wider variety of mentees; more 

demanding-expecting mentors to use human development skills; more individualized - 

empowering employees; more ability-oriented - cross training employees; more versatile - 

shifting away from just one-on-one mentoring; more long term - learning to respect and 

appreciate the needs of peers and co-workers; not limited by organizational or geographic 

boundaries - cross-cultural mentoring across national and international boundaries; more 

introspective - serving as role models; more a way of life - about developing human 

relationships."  Second, from a human resource perspective, designing mentoring programs for a 

multicultural work force increases the complexities for practitioners because of the ethnic 

differences employees view the world. This reality stands side by side. The real challenges are 

different people, different racial backgrounds, different cultures, and different ages – how does 

one design programs to fit and complement those differences.  The most important strength is 

that the study offers insights for all interested players and stakeholders (human resource 

managers and recruiters) that participate or support the mentoring process, not just the mentors 

and mentees. (See Appendix A, The Characteristics of Modern Day Mentoring Programs.) 

Delimitations of the Study 

This case study will focus on one cross-racial, cross-cultural and cross-age peer 

mentoring relationship in a multicultural educational organization and does not include other 

professional work settings such as legal, medical, or retail fields. 

Assumptions 

It was assumed that the researcher would not influence the responses during the 

interviews and discussions. It was assumed that the researcher would be unbiased toward any 

specific pair of a mentor or mentee. It is assumed that this study will provide valuable and 

practical information about cross-race, cross-cultural, and cross-age mentoring of a peer nature.  
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Definitions of Terms 

The following definitions will be used for the purposes of this study: 
 

Mentor: An experienced person who relates well to a less experienced 
individual and facilitates his or her personal development. 

 
Mentee: The individual who benefits from the mentoring relationship and 

serves as an understudy to the mentor. 
 
Formal Mentoring: A structured outline of activities and functions shared by the 

mentor and mentee. 
Informal Mentoring: An unstructured, informal, voluntary relationship that exists when 

one person guides, counsels, shares information, and imparts 
knowledge as a result of mutual interest. 

 
Mentoring Functions: Any type of communicative activity between the mentor and 

mentee that is meant to enhance the mentoring relationship. 
 
Multicultural Knowledge: The values that various cultures add to the organization. 
 
Multicultural Learning: The belief that varied cultures add value to learning and increase 

sensitivity to individual needs and cultural orientations (Cornell, 
1994, p.5). 

 
Multicultural Mentoring: The mentoring of individuals from diverse cultural backgrounds, 

from traditionally under-represented populations, and from 
cognitive perspectives (Rodriguez, 1995). 

 
Multicultural Organizations: For the purposes of this study, an organization that  
 supports a philosophical concept built on ideals of diversity, 

equality, justice and human dignity.  
 
Peer: For the purposes of this study the meaning of "peer" is one who 

has equal standing and/or holds the title as a more experienced 
employee who can influence, teach and provide support to a less 
experienced or new employee. In this study, the peer was also the 
supervisor. 

 
Peer Mentoring: For the purposes of this study, peer mentoring is an intentional 

one-on-one relationship, including mutual consent between the 
mentor and mentee, and involves teaching new skills, sharing 
knowledge, and providing psychosocial support. 
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Personal Growth: For the purposes of this study, personal growth refers to 
acceptance of higher responsibility, persistence, perseverance, self-
discipline, courage, and character development. 

 
Character Development: In the context of this study, character development refers to the 

growth of distinguishing qualities and attributes gradually, and for 
a specific purpose. 

 
Professional Growth: For the purposes of this study, professional growth represents 

career advancement, acquisition of higher order skills and 
knowledge, organizational skill development, time management, 
and working towards visionary goals. 

 
Psychosocial Functions: Emotional support such as providing assurance of self-worth, 

offering encouragement, and creating a helpful and supportive 
environment. 

Organization of the Study 

This study is organized into five chapters. Chapter One presents an introduction to the 

problem, including the significance of the study, background, justification of the study, statement 

of the problem, purpose of the study, research questions, assumptions, limitations of the study, 

and delimitations of the study. The conclusion of Chapter One provides a definition of terms. 

Chapter Two presents the literature review, addressing concepts of mentoring. The 

researcher examined and evaluated the literature on mentoring and created a criteria matrix to 

sort and evaluate the literature 

Chapter Three restates the purpose of the study and research questions, describes the 

research method and research design, organizational context, organizational setting and study 

participants, sampling, selection criteria, data collection, interview protocol, data analysis style, 

data organization and coding, analysis of the data, pilot study, and acquisition of permission to 

interview human subjects and confidentiality. Also addressed are the interview instruments and 

study procedures.  

Chapter Four presents analysis of the data and study results, restates the research 

questions, offers a brief explanation of the organizational context, an abridged analysis of the 

audiotape interviews, triangulation of the data, mentee's profile and background, mentor's profile 

and background, and the mentor and mentee's interview including the climate and setting. Case 

analysis and interpretations are also presented for each interview. Emergent themes summarize 
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the stories and discussions for each case. The chapter concludes with a summary of the case 

stories. 

Chapter Five is presented in four sections: (a) summary, (b) discussion, (c) 

recommendations for both practice and future research, and (d) conclusions. 
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CHAPTER TWO 

REVIEW OF THE LITERATURE 

Review and Assessment of the Literature 

This literature was designed to serve two related purposes. The first purpose was to 

synthesize and examine concepts of mentoring related to cross-racial, cross-cultural, and cross-

age, and cross-gender functions. Although cross-gender mentoring was not a focus of this study, 

it is offered as part of the larger context of diverse pairing in mentoring relationships. The second 

purpose was to approach the issue of mentoring by examining useful literature resources that 

provided (a) an understanding of mentoring interaction as well as the value of the mentoring 

relationship, and (b) a framework for the scope, structure, interview topics for discussion.  

To focus on the purpose of this literature review, a criterion guide was created to classify, 

synthesize, and evaluate the literature for easier readability. This chapter is organized into three 

sections. First, I introduce the method for the literature review and the selection criterion. 

Second, I present the contextual and relevant literature that abounded in journal articles, books, 

and peer reviews on different aspects of mentoring: Relevant topics were examined: (a) 

foundations of mentoring, (b) history and (c) concept of mentoring defined, (d) characteristics of 

mentoring, (e) characteristics of the mentor and mentee, (f) traditional and modern views of 

mentoring, (g) issues in developing mentoring relationships, (h) cross-racial, cross-gender, cross-

cultural, and cross-age mentoring relationships, (i) mentoring functions - career development 

functions, psychosocial functions, and developmental functions, (j) benefits and pitfalls of 

mentoring, (k) diversity and multicultural issues in mentoring, and (l) multicultural/diversity 

initiatives and training. The former topics (a through l) were mentioned consistently in several 

studies, (Chew, 1992; Merriam, 1983; Hale, 1995; Hunt & Michael, 1983; Scandura, 1992, and 

Wellington, 2001), and enhanced my understanding of cross-racial, cross-cultural, and cross-age 

mentoring from a human development perspective. The literature review provided several 

definitions of peer mentoring, each based on the context in which it was written. Because this 

case study focused on a multicultural organization, the main focus was to understand the 

dynamics between race, gender, culture, and age in multicultural mentoring relationships. 
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Method for the Literature Review 

Several theoretical and methodological factors were considered in selecting the articles, 

reports, and publications included in this review. The goal was to target literature for theoretical 

and conceptual thoroughness, while maintaining enough flexibility to capture the variety of 

perspectives on cross-racial, cross-cultural, cross- gender, and cross-age mentoring. A wide 

range of populations were examined in the literature including models and concepts of 

mentoring, assessment tools, evaluative models, and condition-specific studies. Selected 

literature focused on organizations that administered and support formal and informal programs. 

Other related literature linked the mentoring phenomenon to knowledge sharing, adult learning 

and adult development and career development. Table 2.1 illustrates the criteria for the literature 

review.  

 

Table 2.1 

Criteria for Literature Review 
 

Literature Criteria Theoretical and Methodological Factors 

Definitions of mentoring Identify journals articles that presented definitions of the key concepts of 
mentoring. 
 

Utilization of a wide range of 
populations 

Cross-racial, cross-gender, cross-cultural, and cross-age studies from a wide 
variety of populations. 
 

Application and utilization of 
mentoring in multicultural 
corporations 

Select literature that focuses on organizations that directly administer, or 
support formal and informal mentoring programs. The importance of this 
criterion is to analyze real-world applicability and use of cross-racial, cross-
gender, cross-cultural mentoring programs. 

Identify mentoring programs and 
initiatives used by multi-cultural 
organizations 

In addition to the applicability of cross-gender, cross-cultural mentoring, 
reviewed mentoring programs, resources, and models. 
 

Cross-Racial, Cross-Cultural 
Mentoring 

Literature that focused on the role of cross- racial, cross-cultural mentoring as 
part of orientation and induction or assimilation of new employees, especially 
new teachers.  

Empirical articles related to 
mentoring 
 

The field of mentoring contains a large body of research that links mentoring 
to knowledge sharing, learning, individual development, and career 
development. Articles related to these topics would expand the mentoring 
knowledge base. 

Peer-reviewed articles Peer-reviewed articles ensure that the work is usually empirically, 
theoretically, and philosophically sound.  
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Foundations of Mentoring 

Crucial to understanding the mentoring phenomenon is its conceptual base linked to adult 

learning. For the purpose of this study, every attempt was made to understand mentoring within 

the context of adult learning. Lindeman (1926) describes an intuitive and experiential approach 

that formulates a theory and lays a foundation for adult learning. Lindeman assumes (a) Adults 

are motivated to learn as they experience needs, (b) Adults' orientation to learning is life-

centered; therefore, the appropriate reason for organizing adult learning activities is the 

connection with life situations, (c) Experience is the richest source of adult learning; therefore, 

the foundation of adult education is the analysis of experience. Merriam and Caffarella (1999) 

bring to our attention the significance to adult learning of the theory on Social Learning 

Orientation. This theory is based on the assumption that learning occurs or can be enhanced by 

observing others in a social setting. The theory poses a conceptual link to the social learning 

viewpoint in adult learning, interaction, and observation of others in a social context. As 

explored by Miller and Dollard during the 1940s, the behaviorists theorized that people did not 

learn from observation only; they must imitate and reinforce, or no learning would take place. 

Similarly, Bandura's research focused on the cognitive aspect of learning and maintained that 

one must imitate and observe to learn. Learning theorists combine the elements of behavior, 

interaction with others, and the environment as influencers in adult learning. Bandura's work on 

observational learning also recognized a social framework for role modeling and mentoring 

(Bandura, 1986). The premise here is that learning is inherently social and that individuals do not 

exist in a "vacuum" but observe and learn in complex organizations, which include social work 

settings. Appendix B illustrates the catalytic influence of mentoring in learning-focused 

organizations. 

History of Mentoring 

Historically, the first and most noted definitional role of a mentor in Western Civilization 

was a trusted friend of Odysseus named Mentor. When Odysseus, King of Ithaca, was away in 

the Trojan War, he entrusted his son, Telemachus, to his friend and advisor. Mentor served as 

guardian, teacher, friend, and surrogate father (Carden, 1990; DeWine, 1994; Merriam, 1983). It 

was Mentor, the wise and faithful counselor, who guided the son on a lengthy journey in the epic 

Odyssey. Actually, most of Telemachus’ guidance came from Athena, the Goddess of Wisdom 
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who was also the warrior goddess, and frequently appeared to Telemachus disguised as Mentor 

(Holme, 1979). Thus, the first definitional role of mentoring finds its ancient roots in the classic 

story of the Odyssey. Throughout history, the positive and powerful influence of a senior 

individual, particularly relating to caring, serving as an advisor, coach, teacher, and trusted 

counselor, embodies the term mentor (Dodgson, 1986; Shea, 1994; Umiker, 1998; Zey, 1990), 

and inclusively supports the conceptualization of the role of a mentor.  

The Concept of Mentoring Defined 

The literature provides practitioners with several definitions of mentoring and numerous 

methods for administering the mentoring, each based on the context in which they were written. 

According to Willie, Grady, and Hope (1991), mentoring has so many definitions that it may be 

difficult to find mentors because their function is not clearly defined.  

Merriam (1983) found that the lack of definition leads to confusion among researchers as 

to what factors contribute to successful mentoring. Jacoby (1989) argues that the definition and 

practice of mentoring are so diverse that a conceptual definition is difficult. Heeley and Welchert 

(1990) call for needed clarification of the issue, and confirmed that mentoring lacks a clear and 

functional definition. The next section consists of renditions of mentoring that were discovered 

in the literature. However, these definitions/renditions do not correspond to any specific types of 

mentoring experiences. Since the definitions of mentoring have expanded to include teacher, 

advisor, counselor, guide, or sponsor, the renditions and definitions are offered to inform the 

reader of the unique nature and characteristics of mentoring as a human development movement. 

Although commonalities among functional definitions and renditions are present, the literature 

has portrayed mentoring as a situation-specific phenomenon.  

1. "Mentors recognize that they are facilitators and catalysts in a process of discovery 

and insight." (Bell, 1996, p.7-8) 

2. "Mentoring as a behavioral activity refers to the one-to-one relationship that evolves 

through reasonable distinct phases between a mentor and an adult learner. An adult 

learner refers to any person eighteen years of age and above who enters into a 

mentoring relationship to develop, separately or in combination, his or her personal, 

educational, or career potential." (Cohen, 1995, p.2) 
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3. "Someone who is a trusted and experienced counselor… one who can influence the 

career development of an associate." (Dodgson, 1986, p. 26) 

4. "In the broader, metaphorical contexts of the word, Mentors are guides." (Daloz, 

1986, p. 17) 

5. "Whether as close as the classroom or as distant as history, mentors are creations of 

our imaginations, designed to fill the psychic space somewhere between lover and 

parent." (Daloz, 1986, p. 17) 

6. "The traditional definition characterizes the relationship between two individuals with 

different levels of expertise. For example, the expert and the novice." (Kram and 

Isabella, 1985, p.34) 

7. "What is mentoring, but one person sharing the wisdom of his experience with 

another? That is one reason it is an art." (Peddy, 1998, p. 3) 

8. "A developmental, caring, sharing, and helping relationship where one person invests 

time, know-how, and effort in enhancing another person's growth, knowledge, and 

skills, and responds to critical needs in the life of that person in ways that prepare the 

individual for greater productivity or achievement for the future." (Shea, 1994, p.13) 

9. "A mentor is a person who oversees the career development of another person, 

usually a junior, through teaching, counseling, providing psychological support, 

protecting at all times by promoting and supporting." (Zey, 1990, p.7) 

10. "In mentoring, an experienced or influential person guides and nurtures individuals or 

small groups of employees. Mentors teach a protégé how to survive, thrive, and 

progress within the organization or a profession... Mentors share visions of their 

protégés' future, perceive their potential, and challenge them when they are not living 

up to this potential…They teach, sponsor, advise, coach, counsel, guide, motivate, 

and admonish” (Umiker, 1998, p.15). 

11. Monaghan and Lunt's (1992, p.248) definition of the role of the mentor seems most 

appropriate: "...mentors are constructed."   

12. "A one-to-one relationship between a more experienced member (mentor) and a less 

experienced member (mentee) of the organization or profession. The relationship is 

developed to promote the professional and personal growth of the mentee through 
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coaching, support, and guidance. Through individualized attention, the mentor 

transfers needed information, feedback, and encouragement to the mentee as well as 

providing emotional support and putting in a good word when possible." (Mullen, 

1994 p. 259) 
 

Clearly, there may be good reasons to argue in favor of one definition or rendition, but 

since each mentoring program tends to bring diverse participants, the meaning of mentoring will 

continue to change. Definitions of mentoring have also been broadening to include mentors at all 

skill levels inside and outside organizations. 

Characteristics of Mentoring 

Researchers have taken this concept of caring and have conceptualized it into multiple 

meanings. Throughout the centuries, mentors and mentees have surfaced in virtually every 

discipline and career. In many educational, vocational, political, and professional arenas, a 

senior, more experienced person is still expected to teach, advise, befriend, and sometimes parent 

the younger, less experienced person, and to shape and mold him or her to assume the 

responsibilities of the more senior person.  

“Researchers have also sought to describe the complexities of the mentoring relationship 

and to emphasize its importance in the maturation of adults” (Merriam, 1983, p. 16). Levinson's 

useful rendition of The Seasons of a Man's Life is an extensive research project in which he 

studied forty men between the ages of thirty-five to forty-five to trace their adulthood. Levinson 

saw the role of mentor as multifaceted with an emphasis on the necessity "to support and 

facilitate the realization of the dream" of a mentee (1978, p. 97). According to Levinson, the true 

mentor fosters the young adult development by believing in him, sharing the youthful dream by 

giving it his blessing, helping to define the newly emerging self in its newly discovered world. 

Mentors create a space in which the mentee can work on a reasonably satisfactory life/work 

structure that contains the dream (Levinson, 1978, pp. 97-98). Levinson's study validated that as 

young adults, the most successful men had mentors with whom they connected in their early 

adult life.  

Increased uncertainties of career paths brought on by greater demands in the workplace 

have expanded the roles of modern-day mentors. Today, a mentor is expected to be a good 
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communicator, coach, broker, referral agent, advocate, confidante, role model, guru, and guide 

(Cunningham and Eberle, 1993). In this constantly changing organizational climate, Monaghan 

and Lunt's (1992) definition of the role of the mentor seems most appropriate: "...mentors are 

constructed."   

In addition to roles, certain characteristics have been identified as being important in a 

mentor, for example: (a) someone who goes beyond job duties in helping another; (b) someone 

who is other-centered; and (c) someone who enjoys sharing and giving (Shea, 1994).  In a study 

conducted by Cunningham and Eberle (1993), the respondents reported the following skills and 

qualities as important to them in a mentor: good interpersonal skills, organizational knowledge, 

supervisory skills, technical competence, power and charisma, status and prestige, willingness to 

be responsible for someone's growth, ability to share credit, patience and an inclination to take 

risks.  

Characteristics of the Mentor and Mentee 

There are many different roles attributed to a mentor. (Appendix C illustrates the 

dimensions of a mentee's personal development and learning, and Appendix D shows the role 

dimensions of a mentor). Although much is expected of a mentor, the value and difficulties of 

mentoring are often not fully recognized by senior levels of management within the organization. 

Shea (1994) identified three characteristics as being important in a mentor. They include: (a) 

someone who goes beyond job responsibilities in helping another; (b) someone who is other-

centered; and (c) someone who enjoys sharing and giving. Most mentors must maintain a full 

work schedule while supporting mentees. Mentors have years of experience and vast knowledge 

in the subject matter. Mentors require skills to manage day-to day interaction with mentees. 

Specific skills include planning and scheduling communication—to communicate with mentees 

effectively about the mentees' needs and how best to communicate those needs. The mentor's 

communication style can become a critical factor in the success of the mentoring relationship. 

Mentors often need to figure out where to begin, how to structure the most important 

information, and how to manage the information flow that can best benefit the mentee. 

Some experts are of the position that the rewards for establishing and maintaining 

mentoring relationships should not be unlike rewards for making and sustaining other long-term 

investments (Jacoby, 1989). Leaders and managers are often expected to devote a significant 
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amount of time and energy to functions perceived as primarily benefiting others. For some, the 

personal benefits of enhanced self-esteem, renewed interest in work, professional assistance in 

completing projects, or the satisfaction of helping to develop another is not enough. More visible 

recognition is needed (Murray, 1991). Recognizing that activities that are rewarded are often 

repeated, organizations should provide incentives to attract the best to mentor and provide some 

type of recognition of appreciation to motivate and keep them.  

Although most of the literature discussing mentoring relationships focuses on the roles 

and characteristics of the mentor, mentees, a more neutral term used by today's empowered 

workforce to identify the individual being mentored (Shea, 1994), also have a role to play in 

enhancing the beneficial outcomes of the relationship. Cardin (1990, p.18) identified the 

following five characteristics or behaviors as suitable for a mentee: "having an upwardly mobile 

attitude, being competent in one's role, being dependable, being interested in the mentor's work, 

and having discretion and a sense of propriety."  Turban and Dougherty (1994) conducted a 

study showing that certain characteristics of a mentee's personality often influenced the amount 

of mentoring received. The authors found that individuals with internal focus control (those who 

believe that their actions control rewards and outcomes), high self-monitoring (adapt behavior to 

social cues) and emotional stability were more likely to seek, initiate, and receive mentoring.  

Along similar lines, Murray (1991) identified being goal oriented, willing to assume 

personal responsibility for professional growth and development, actively seeking more 

challenging assignments and greater responsibility, and being receptive to feedback and coaching 

as highly desirable characteristics in a potential mentee. Additionally, Whitely, Dougherty, and 

Dreher (1991) found that those from higher socioeconomic groups tended to receive more and 

reap greater benefits from career-oriented mentoring.  

Traditional and Modern Types of Mentoring 

Informal Mentoring 

Traditional in its orientation, informal mentoring relationships develop from informal 

interrelations between junior and senior members within an organization. Mentors often select 

mentees with whom there is favorable commonality and chemistry. In such relationships, the 

mentor is completely willing to devote the time and attention needed in developing the selected 
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mentee. The degree of motivation between participants in an informal relationship is much 

greater than in a formal one because there is a mutual desire to be in the relationship (Chao, 

Waltz, & Gardner, 1991). Shea (1994) described informal mentoring as an "art form" based on 

sensitivity, intuition, spontaneity, and creativity, often made up as one goes along.  

Discussions between mentors and mentees tend to be more in-depth and personal, 

centering on issues involving interests, needs, and values (Noe, 1988), thus facilitating 

psychosocial development. There is no time frame associated with informal relationships. They 

can be impromptu, developing any time a situation arises that motivates one individual to invest 

time in or help another. They can be one-time interactions or can last a lifetime based on 

friendship (Shea, 1994). Informal mentoring is not managed, structured, or formally recognized 

by management or the organization (Chao, Waltz, & Gardner, 1991).  

Informal mentees reported a higher level of job satisfaction, organizational socialization, 

and salaries than formal mentees (mentees who are matched with a mentor by a third source). 

Moreover, when the two groups were compared concerning perceived career-related and 

psychosocial functions, the informal group of mentees reported significantly greater career-

related support than formal mentees. The means were identical; however, for the psychosocial 

functions, the results suggest that the psychosocial functions of mentoring could be achieved in a 

formal relationship as well (Chao; Waltz; & Gardner, 1992).  

Formal Mentoring 

Unlike informal mentoring relationships, formal relationships typically do not develop 

from traditional/informal interrelations between senior and junior organizational members (Chao, 

Waltz, & Gardner, 1992). Classified as modern day mentoring, formal relationships are usually 

arranged, managed, visibly supported by top management, and have goal-oriented assignments 

(Carden, 1990). The mentor/mentee match can be arranged through random assignment, 

committee selection, or mentor selection based on mentees' files (Chao, Waltz, & Gardner, 

1992).  

Much controversy surrounds the effectiveness of formal mentoring relationships. 

Opponents of formal mentoring argue that attempts to arrange, manage, and control something 

that should occur naturally diminish the chances of such relationships achieving the desired 

results. Formal mentors may not be interested in the individual assigned and fail to give special 
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attention and support to the mentee (Chao, Waltz, & Gardner, 1992). Being coerced or pressured 

into a relationship could result in decreased motivation on the part of the mentor and mentee to 

actively participate (Chao, Waltz, and Gardner, 1992).  

Noe (1988) reported receiving psychosocial benefits from the assigned mentor but 

limited career development support. They expressed concern that only a limited amount of time 

was actually spent interacting with the mentor, indicating that these mentees only received partial 

benefit from the relationship. Nonetheless, these participants also reported feelings of acceptance 

and confirmation, an environment conducive to exploring personal and professional concerns, 

and beneficial feedback from the assigned mentor, suggesting that some of the concerns of 

skeptics may not be warranted. These results also indicate that the expectations and needs of 

mentees vary and must be defined and considered when assigning a mentor. 

Organizational leaders realize the value of informal mentoring relationships; they also 

recognize that many potentially valuable members of their workforce are falling through the 

cracks and are not reaping the benefits of such relationships. Many acknowledge that women and 

minorities are routinely excluded from the informal network. Therefore, despite the controversies 

surrounding formal programs, it is recognized that in the search for innovation, in the need to 

survive merger mania and changes in workforce composition, and in the impact of labor 

shortages (Murray, 1991), mechanisms, other than happenstance, must be in place to meet 

rapidly changing needs. 

The managed aspect of formal programs has served to ease the fears and concerns of 

mentees and mentors in developing mentoring relationships. Mentoring relationships arranged by 

the company reduce the "misinterpretation of intent" of mentors (Triandis, Kurowski and 

Gelfand, 1994) especially if involved in a cross-gender, cross-racial relationship. In fact, women 

are reported to be more motivated to use mentors provided by formal programs (Noe, 1988). 

One-to-One Mentoring 

The most widely recognized form of mentoring is one-to-one. This relationship involves 

one mentor interacting with one mentee at a time. Although potentially rewarding to both 

individuals in a mutually desirable relationship, this type of chemistry is often difficult to capture 

in managed, formal relationships. A mentor/mentee mismatch can result in, among other things, 

decreased motivation to actively participate in the relationship (Chao, Waltz, & Gardner, 1992).  
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Peer Mentoring  

Peer mentoring, like the one-to-one approach, is believed to have the potential of serving 

some of the same functions. Such a relationship might be easier to develop since employees 

generally have more peers than bosses or mentors (Kram and Isabella, 1985). The researchers 

reported the following findings from their study: peer relationships were more mutual in terms of 

giving and receiving and tended to last longer than supervisor-subordinate mentoring 

relationships. Peer relationships fell into three general categories—information, collegial, and 

special peers. Information peers did just that, exchange organizational information. Collegial 

peers provided career strategizing, job-related feedback, and friendship. According to their 

findings, special peer relationships take years to develop and are lasting. They offer intimacy, 

confirmation, continuity, and stability. Disadvantages similar to those for group mentoring and 

competitive jealousy are potential problems peer relationships might foster. 

Group Mentoring 

Several problems face organizations with group mentoring programs. Inability to capture 

the chemistry of informal relationships, shortage of mentors for the growing pool of mentees, 

and other potential problems involved in cross-mentoring relationships that will be discussed 

later in this paper have prompted some companies to seek other alternatives. One of the 

alternatives is a group-facilitator-mentor (Kaye & Jacobson, 1995). This concept uses interactive 

mentoring groups. A mentor serves as facilitator for four to six mentees who do everything as a 

group. They exchange ideas, analyze development issues, receive feedback and guidance, and 

bond as a group. The responsibility for learning and leading is shared among the members of the 

group and the facilitator. Perceived advantages of this form of mentoring are a decreased chance 

of dependency developing; issues of personal chemistry mismatch being diffused; and increased 

opportunity for women and minorities to reap the full advantages of a mentoring relationship, 

including the psychosocial components. Because a mentor is leading a group of mentees, rather 

than one individual, there are, however, potential disadvantages: (a) less individualized attention 

for the mentee; (b) more time needed by the mentor to plan and motivate the group; (c) more 

opportunity for intergroup tension; and (d) increased difficulty in arranging a convenient meeting 

time.  
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Cross-Racial, Cross-Gender, Cross-Cultural, and Cross-age Mentoring 

Since the body of literature was limited as it related to cross-racial, cross-cultural, cross-

age, and cross-gender mentoring, the goal of this section is to establish and develop an  

understanding of the mentoring phenomenon through the lens of race, culture, age, and gender in 

multicultural organizations. Although some overlap appears in the literature, most studies tend to 

assume that the concepts of cross-racial, cross-cultural, cross-age, and cross-gender means 

differences in race, gender, culture, and age. In recognizing the need for inclusion, this study 

focused on same gender – two women. Since the participants in this study were women, and 

because so little research has been done on multicultural mentoring experiences for women, 

especially women of color, I am committed to being the voice for this mixed pair. 

Consistent with some of the findings revealed in the literature, Eubank (1987) found that 

topics were limited in cross-gender and same-gender mentoring. Eubank's overall purpose was to 

investigate the effect of cross-gender relationships compared to same-gender mentoring 

relationships on personal development, career development, and career satisfaction. The author 

concluded that female administrators with female primary mentors had statistically significantly 

higher levels of satisfaction in career development than female administrators with male 

mentors. Brooks' (1997) study examined the initiation strategies used in obtaining a cross-race 

versus same-race mentoring relationship. The study found in same-race relationships, there is 

more of an inclination for both mentor and mentee to take initiative to establish the relationship 

whether through indirect or direct means, 

Tysl's (1993) phenomenological investigation on same gender explored the dynamics of 

mentoring through the eyes of three women. The researcher enlarged the scope of mentoring to 

accommodate women's contextual issues. What was most obvious was that the mentoring issues 

that affected these women were linked to adult learning and career progression (Burke & 

McKean, 1990; Fagenson & Jackson, 1993; Ragins & Cotton, 1993; Wentling, 1995). Tysl's 

study revealed that mentoring is a developmental, career-enhancing activity. However, the 

researcher concluded that women did not have the same kinds of mentoring relationship as men 

because of gender-based and contextual issues that arise in the multicultural organizations. 

Women reported risks associated with cross-gender mentoring relationships, such as rumors of 

sexual involvement and jealously by co-workers. Despite these resulting problems, women 
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reported a positive influence of one or more mentors especially in cross-racial relationships 

(Triandis, Kurowski, & Gelfand, 1994). Some mentoring relationships were said to be not just 

career enhancing, but life enriching.  

Organizations that support mentoring gain the advantage of maximized productivity; 

however, the mentoring of women, especially by men, can be problematic. Women have 

difficulty obtaining mentoring and both male mentors and female mentees have difficulty 

managing cross-gender mentoring relationships. Young (1997) approached the study from a 

feminist standpoint. She explored the study against the backdrop of feminist theory on women's 

psychological and epistemological development. The research findings concluded that women 

perceive substantial and sometimes debilitating gender barriers during mentoring that affected 

the mentoring experience, the ability to manage gender barriers, developmental issues embedded 

in a patriarchal culture. Young's findings supported the work of Tysl (1993), who reported risks 

associated with cross-gender mentoring relationships. For example, women reported rumors of 

sexual involvement and jealously by co-workers. 

Eggeman's investigative study of women makes an important contribution to our 

understanding of women's career developmental needs. First, her study is unusual in that it 

analyzes aspects of a mentoring program conducted outside of the workplace in a women's 

network for an exclusive female audience. Sources of empowerment were compared to 

Touchtone mentoring program. As a point of reference, Eggeman (1996) found that the needs of 

Caucasian female protégés and African-American female protégés compared to other ethnic 

groups were different. The author reported a significant difference in satisfaction with mentoring 

African-American female protégés, as compared to Caucasian female protégés, who reported 

more satisfaction with the provision of psychosocial functions such as counseling, role modeling, 

acceptance, confirmation, and empowerment. The author encourages a multiple-mentor program 

designed to facilitate the empowerment of females to enhance their personal and career 

development. 

Compared to Eggeman, Brown's (1995) work examined the developmental function and 

meanings of mentoring and the relationship to Asian-American women. A secondary purpose 

explored the effects of demographic differences on the relationship when the mentor is of a 

different ethnicity, culture, and gender to the mentee. From a traditional perspective, Brown 
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permitted the participants to spontaneously construct narratives of their mentoring journey, 

which became the central themes of the data. The researcher concluded that the most meaningful 

aspect of mentoring and its contribution to adult development was psychosocial support received 

from the mentor. The most significant psychosocial support to the mentee was that the mentor 

bestowed confidence, faith, and belief in the mentee's abilities.  

Finally, this study found that cross-ethnic and cross-gender mentor-mentee relationships 

did not diminish the quality of the relationship. Furthermore, having a mentor from the dominant 

culture was considered an advantage and positive experience because these mentors were able to 

help participants work through cultural barriers. Contrary to Brown's study, assumptions 

reviewed in the literature suggested that mentor and protégés experienced minor to severe 

difficulty in establishing and maintaining multicultural mentoring relationships (Brinson & 

Kottler, 1993; Jacobi, 1991; Scott, 1993; Thomas, 1993).  

Mentoring Functions 

Of the many functions mentors are expected to fulfill, they all seem to fall into three 

general categories: career development, psychosocial, training functions (Geiger & Boyle, 1995; 

Scandura & Victor, 1994; Triandis, Kurowski, & Gelfand, 1994). The career development 

functions attempt to prepare the mentee for career advancement, and the psychosocial functions 

help to give to a protégé a sense of identity, self-worth, and self-confidence (Noe, 1988; 

Scandura & Victor, 1994). Although different in focus, the career development and psychosocial 

functions work together in a holistic way to accommodate the many needs of the mentee. 

According to Levinson, the mentor's primary function is to be a transitional figure: one who 

fosters the young man or woman's development from a parent-child to adult-peer relationship 

with other adults (Levinson, 1978). 

The mentoring functions most focused on developing the career of a mentee include the 

following: sponsoring—having connections that will open doors for a mentee; teaching a mentee 

the ropes; protecting—providing support and acting as a buffer when necessary; exposing—

introducing a mentee to various opportunities; and providing challenging work—delegating 

challenging assignments to the mentee (Gordon, 1993). Although commonalities among 

functional definitions are present, the literature has portrayed mentoring as a situation-specific 

phenomenon.  
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Career Development Functions 

Many reports in the literature compare the career advantages experienced by those who 

have been mentored with those who have not. Roche (1979) surveyed several hundred top 

executives and found that those who had been mentored earned more money at a younger age, 

were better educated, were more likely to follow some type of career plan, and were more 

willing to become mentors (Burke & McKean, 1990). Additionally, they appeared to be happier 

with the progress of their careers, derived greater pleasure from their work, and appeared to be 

less willing to move. Similar results concerning rate of turnover were reported with a group of 

public accountants. Those who received higher levels of support in career development reported 

lower intentions of leaving the firm (Scandura & Victor, 1994). Scandura (1992) also found that 

career development mentoring had a significantly positive impact on the promotion rate of a 

group of managerial mentees studied. Daloz provides a developmental perspective in Effective 

Mentoring and Teaching when he claimed that there is not a more potent and critical relationship 

available to benefit one's career development than mentoring (Daloz, 1986). As Daloz implies, 

mentoring holds a special place in the pantheon of developmental relationships used by 

employees in organizations. 

Other perceived advantages of career development mentoring include improving the 

management pool of the organization which, in turn, helps to shape future leaders (Geiger & 

Boyle, 1995); serving as a very effective mechanism for disseminating information and 

knowledge throughout the organization (Geiger & Boyle, 1995, p. 52); and serving as an 

effective mechanism for helping women (Burke & McKean, 1990; Fagenson & Jackson, 1993; 

Ragins & Cotton, 1993; Wentling, 1995) and minorities advance up the corporate ladder. 

Psychosocial Functions 

Although many advantages of career development mentoring are recognized, the 

psychosocial components provide the foundation needed for the process to take place (Scandura 

& Victor, 1994). In fact, studies have shown that in many instances, mentees place more 

significance on these functions than on those of career development (Cunningham & Eberle, 

1993; Scandura & Victor, 1994). The psychosocial functions valued the most by mentees include 

the following: role modeling—demonstrating desired behavior, attitudes, and skills; 

counseling—providing a helpful and confidential atmosphere for discussing personal and 
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professional concerns; acceptance and confirmation—building self-confidence and self-image 

through regular reinforcement; and friendship—having mutual caring and intimacy extending 

beyond daily work tasks (Gordon, 1993; Fagenson, 1989).  

Additionally, Fagenson (1989) found that attending to the mentee's psychosocial needs 

enhanced the mentee's sense of well being within the organization, helped to develop the 

mentee's sense of competence and professional identity, and helped the mentee to mature 

personally. Although not directly connected to the career goals of mentees, these functions 

appeared to be essential in defining the mentoring relationship by providing the trust and respect 

needed for the career development functions to occur (Scandura & Victor, 1994).  

Individual Development Functions  

Mentoring has been used as a training and development tool for centuries. Although the 

name has changed— master-apprentice, employer-employee, and teacher-student—the goals of 

the relationship have remained basically the same. Mentoring is the process in which one person 

is taught, guided, or coached by a higher ranking and more influential individual in order to learn 

from his or her skills, knowledge, or expertise. One of the interesting paradoxes of mentoring is 

that it has gained increasing support as a way to develop human capital within the organization, 

particularly for management and leadership positions. However, the evidence and understanding 

of how mentoring increases capacity to develop the workforce remains severely limited (Hale, 

1995).  

Despite clear evidence of the effect that mentoring has in increasing workforce 

development, we also know through intuition and experience that mentoring helps to develop the 

individuals by transferring skills, knowledge, and expertise between individuals. The specific 

benefits of transferring knowledge through organizational mentoring are three-fold. It helps both 

individuals and organizations: (a) to do better work (b) enhances motivation and learning; and (c) 

inculcates organizational norms, values, and opportunities. 

In a 1994 study of mentoring relationships, researchers discovered that most participants 

remembered the mentoring relationship as extremely positive. The most frequently mentioned 

positive outcomes were job enhancement and career development. For example, individuals said, 

"I was able to gain more money and freedom to exert more influence over my position."  "My 
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mentor gave me advice on going to conferences as an equal" and "After two years of guiding my 

career, I obtained a management position" (DeWine, 1994, p. 332).  

Benefits and Pitfalls of Mentoring 

Benefits 

The benefits of mentoring, which have been widely expressed in popular and scholarly 

literature, include greater career satisfaction, promotions, increased self-esteem, better 

compensation, and greater job responsibilities. Individuals in mentoring relationships are clearly 

at an advantage in comparison to those who have never had the opportunity to be mentored 

(Ragins & Cotton, 1993, p. 98). Earlier research argues that mentoring is related to positive 

outcomes for the mentee such as better socialization, better performance, and greater 

commitment to an organization, higher salaries, and promotions (Dreher & Ash, 1990; Fagenson, 

1989; Whitley, Dougherty, & Dreher, 1991).  

As Hale (1995) implies, the benefits of mentoring are knowledge-based. That is, the level 

of knowledge increases through dialogue between the mentor and mentee. Knowledge generated 

through organizational mentoring leads to doing better work because it is generated to serve the 

multiple learning and work needs of individuals, managers, and the organization.   

Pitfalls 

The potential benefits derived from a mentoring relationship have been outlined, but 

potential pitfalls for both the mentor and the mentee should be recognized by practitioners in 

developing a mentoring program.  

For the Mentee 

1 Concern by some supervisors that mentoring activities will conflict with job 

activities. 

2 Concern that the mentees might play their mentor against their boss. 

3 Some mentees might have unrealistic expectations regarding mentoring and the 

promotion process. 

4 Mentors sometimes do not meet the expectations of the mentees and vice versa. 

5 Mentees may have different perceptions of the goals of the mentoring relationship 

than the mentor (Cunningham & Eberle, 1993; Murray, 1991). 



 

 - 37 -

6 Mentees are sometimes reluctant to take responsibility for their own development. 

7 Being a mentee can sometimes invoke jealousy and gossip from peers. 

8 Mentees may become too dependent on the mentor. 

For the Mentor 

1 Mentor may feel pressured to mentor when he or she is not suited. 

2 The mentor may lack adequate training or skills to be a good mentor. 

3 The mentor may not take the mentoring role seriously, which includes setting aside 

quality time for the mentee. 

4 A mentor may become too possessive of the mentee. 

5 Or become jealous and resentful of the mentee. 

6 The mentor may be overly protective of the mentee. 

7 Or, the mentor may exploit the mentee by taking credit for work performed by 

mentee. (Cunningham & Eberle, 1993; Morris, 1992) 

Characteristics of Modern Day Mentoring Programs 

Gordon Shea left indelible marks on the future of mentoring theory and practice by 

discovering concepts and characteristics that are significant to organizations. According to Shea, 

the characteristics of mentoring are transforming compared to mentoring programs of the past. 

Many mentoring programs are more democratic—including a wider variety of mentees; more 

demanding—expecting mentors to use human development skills; more individualized—

empowering mentees; more ability oriented—cross training mentees; more versatile—shifting 

away from just one-on-one mentoring; more long term—learning to respect and appreciate the 

needs of peers and coworkers; not limited by organizational or geographic boundaries—cross-

cultural mentoring across national and international boundaries; more introspective—serving as 

role models; and more a way of life—about developing human relationships. In Appendix A the 

characteristics of modern day mentoring programs are illustrated. 

Issues in Developing Mentoring Programs 

Mentoring relationships arranged by an organization can reduce transcending something 

only done at work to an organizational development tool—using a network of mentors to achieve 

organizational goals and objectives (Shea, 1994). Having company-sponsored mentoring 
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programs has served to ease concerns of some mentees in developing mentoring relationships. 

Mentoring relationships arranged by the company reduce the "misinterpretation of intent" of 

mentors (Triandis, Kurowski, & Gelfand, 1994), especially if involved in a cross-gender, cross-

racial relationship. In fact, women were reported to be more motivated to use mentors provided 

by formal programs.  

Although there appear to be organizational advantages to providing mentoring programs, 

only a small number of companies actually have them (Murray, 1991). Examples of the negative 

aspects in organizations are: frustration when clear benefits of such programs are not realized; 

more organizational commitment in terms of time, finances, and personnel needed for the 

success of the programs; difficulty of coordinating other programs with the mentoring program; 

difficulty in selling such programs; and expense and complications of administering such 

programs (Murray, 1991). However, in the last decade there seem to be more companies that 

have realized the benefits to mentoring than those that have actually adopted formal mentoring 

programs in their organizations. 

Diversity and Multicultural Issues in Mentoring 

Before discussing gender and racial mentoring relationships, it is important to identify 

issues concerning workplace diversity and networking. Since surveys indicate that racial 

minorities (Gordon, 1993; Ibarra, 1993; Triandis, Kurowski & Gelfand, 1994) and women 

(Blank & Slipp, 1994; Burke & McKean, 1990; Scandura & Victor, 1994; Triandis, Kurowski & 

Gelfand, 1994) report less access to informal mentoring and networking than white males, an 

attempt will be made to explain why.  

Women and minorities possess three common characteristics: (a) "Both groups are 

considered numerical minorities within societal and organizational power structures; (b) Both are 

subject to negative stereotypes and attributes concerning work-related competencies or aptitudes 

and fitness for managerial responsibilities; and (c) Both groups share characteristics (race and 

gender) of lower status in this society" (Ibarra, 1993, p. 57). Because of these similarities, many 

of the barriers that will be discussed will be common to both women and minorities. Unique 

problems such as those generated from gender role difficulties and racism will be discussed 

separately. 
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Diversity Issues 

Despite debate, the lives of women are qualitatively and structurally different from the 

lives of men. Raised to value attachment and affiliation, women can find it difficult to function in 

typical competitive organizational culture (Gordon, 1993). Additionally, racial minorities, 

especially African-Americans, are confronted with negative stereotypes and tokenism, making it 

difficult for them to compete successfully (Gordon, 1993). With over one-half of today's 

workforce comprised of women and minorities, the organizational environment of tomorrow will 

undoubtedly encounter more changes and new challenges.  

Diversity is defined as any attribute humans use to tell themselves apart from one another 

(Triandis, Kurowski & Gelfand, 1994). Unfortunately, in having the ability to tell themselves 

apart from one another, humans also tend to devalue those who are very different. This 

devaluation often results in social distance, stereotyping, and lower levels of interpersonal 

attraction (Triandis, Kurowski & Gelfand, 1994). Exaggerating these differences is the growing 

reluctance of diverse groups to give up their cultures and personalities to become more like the 

dominant group (Triandis, Kurowski & Gelfand, 1994), which, until recently, has been the 

American Anglo male.  

Much has been written about the advantages and disadvantages of diversity in the 

workplace. Advantages such as more creativity and higher quality decisions; reduction in the 

probability of "groupthink" (thinking that comes from homogeneous, cohesive groups committed 

to unanimity); the potential for increased productivity (Triandis, Kurowski & Gelfand, 1994); 

and workers who are empowered to use their full capacity (Carnevale & Stone, 1994) would be 

very beneficial to the organization if handled and managed effectively. However, to reap full 

benefits, individuals would have to abandon their ethnocentric ideas, their "assumptions about 

the universal rightness of their own ideas" (Carnevale & Stone, 1994). Conversely, a workforce 

reluctant to abandon these ideas risks precipitating undesired results, such as reduced 

interpersonal attraction, more stress, and higher rates of turnover; group decision making being 

more complex; communication difficulties; (Triandis, Kurowski & Gelfand, 1994); subtle and 

not-so-subtle barriers to participation and creativity of the differing groups (Thomas, 1994); and 

decreased productivity, increased costs, and products and services of lower quality due to 

cultural clashes (Carnevale & Stone, 1994).  
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Multicultural/Diversity Initiatives and Awareness Training 

In many industries, an increased number of employees with differing value systems and 

cultural backgrounds are interacting on work-related project teams, mentoring in organizational 

networks, and serving an increasingly diverse pool of customers (Carnevale & Stone, 1994). 

With the belief that sensitizing people to cultural differences, to value those differences, and to 

understand that the standards and values of others are as valid and important as one's own 

(Carnevale & Stone, 1994) would help to diffuse some of the tension existing among groups, 

many organizations have launched efforts to develop diversity training workshops for their 

employees. Coco-Cola, Sears, Fannie Mae, and Seattle Times demonstrate examples of best 

diversity practices. Appendix E illustrates best diversity practices in multicultural organizations.   

Overall, this training has taken two primary approaches: awareness-based diversity 

training and skill-based awareness training. The awareness-based training, cognitive in nature, 

was designed to provide general information about diversity, to increase awareness and 

sensitivity to diversity issues by revealing hidden assumptions and biases, to assess attitudes and 

values, to address myths and stereotypes, and to encourage group and individual sharing. The 

long-term goal of this approach was to improve morale, productivity, and creativity (Carnevale 

& Stone, 1994).  

Skill-based training, behavioral in nature, was designed to provide tools for promoting 

effective interaction in heterogeneous work settings, marketing mentoring programs, building 

diversity-interaction skills, reinforcing existing skills, and taking stock of skill-building 

methodologies (Carnevale & Stone, 1994). The long-range organizational goals were the same as 

those of the awareness training.  

Unfortunately, some of the training programs failed to achieve these goals. "White male 

bashing," blaming white male managers for being insensitive to women and racial minorities 

(Blank & Slipp, 1994), emanated from many such workshops. In other instances, trainers failed 

to consider the differing expectations diverse trainees would have of the program (Clark, 1994). 

Additionally, some trainers failed to recognize that cultural differences affect how people view 

and describe events and other people. In addition, the way one understands, analyzes, diagnose 

events, past experiences and approaches used in learning influence one's understanding of 

situations. Finally, cultural differences affect the way attitudes are formed about situations based 
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on perceptions, understanding, and experiences (Gordon, 1993). Also, some programs that failed 

to get visible, active commitment from the organization's leadership led to skepticism, 

frustration, and increased distrust from employees who viewed management as providing "lip 

service" rather than following through on touted directives (Carnevale & Stone, 1994). 

Although organizational demand for diversity training has grown, the mistakes and 

failings of some programs have served to sour support and foster resistance against them. 

Authors Carnevale and Stone believe that underlying some of this backlash and resistance is 

discrimination emanating from racism and sexism (Carnevale & Stone, 1994). Fear is also a 

factor not to be overlooked. Fear is a critical factor behind the resistance of some white males to 

diversity issues. They perceive themselves as being excluded from diversity concerns and, as 

mentioned earlier, are often considered the cause of many diversity concerns (Carnevale & 

Stone, 1994).  

Conversely and surprisingly, women and minorities often resist diversity programs 

because they fear inclusion in such programs. They fear being stereotyped and perceived as 

"women" or "minorities" by the dominant group instead of being viewed as qualified and capable 

in their own right and sometimes refuse to take advantage of the networks designed to help them 

(Carnevale & Stone, 1994). 

The fear women and minorities have of being stereotyped by the dominant group for 

participating in diversity networks is a valid concern. Defined as "the assumed characteristics of 

a group of people" (Gordon, 1993; Triandis, Kurowski & Gelfand, 1994; Triandis & Vassiliou, 

1967), stereotyping often reduces the accuracy of perceptions about groups of people (Gordon, 

1993).  

Stereotyping, by grouping people, often fails to allow others to recognize individual 

differences and judge people based on observed behavior rather than on the behavior of the 

group to which the person belongs (Gordon, 1993). Additionally, it has been shown that 

collectivism may be associated with stronger boundaries between in-group (dominant) and out-

group (minority) members. Supportive, self-sacrificing behavior is directed toward in-group 

members and cool, hostile behavior toward out-group members (Triandis, Kurowski & Gelfand, 

1994). Conversely, the boundary between in-group and out-group members with individualists is 

very weak. When there are cognitive and behavioral similarities, and the out-group member acts 
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like the in-group members, it is easier for the out-group member to become part of the in-group 

(Triandis, Kurowski & Gelfand, 1994). For women and minorities, this stereotypical, collective 

grouping often creates barriers to advancement within the organization. 

In trying to identify ways to validate stereotypes, types that agree with social science 

research findings, Triandis and Vassiliou (1967) conducted a study on how contact affects 

stereotyping. The results of their data suggested that the more interaction groups have in general 

with one another, the more likely stereotypes would change to sociotypes (valid stereotypes). 

Identifying common elements between groups also led to the development of sociotypes. The 

more elements of commonality identified between groups, the greater the perceived similarity. 

The greater the perceived similarity and opportunity for contact, the more rewards experienced, 

resulting in more interaction and positive intergroup attitudes. High rates of interaction resulted 

in knowing more about the other person, thus making intimacy possible (Triandis, Kurowski & 

Gelfand, 1994). 

Although many theorists have suggested that prejudice (negative feelings, beliefs, and 

behavioral inclinations toward out-group members) (Triandis, Kurowski & Gelfand, 1994) is an 

unavoidable consequence of stereotyping, the results of three studies comparing the knowledge 

of a stereotype with personal beliefs (Devine, 1989) revealed encouraging findings. Stereotypical 

attitudes are usually instilled during childhood. If one’s personal belief about a group or person 

changes, the individual consciously and intentionally suppressing them can inhibit prejudiced 

responses to learned stereotypical attitudes. Individuals can censor thoughts and behaviors they 

deem inappropriate. However, it should be noted that even though the belief about the 

stereotyped group or person changes, the stereotype would never be erased from memory 

(Devine, 1989). One can only surmise that similar behavioral constraints are exercised when the 

frequent interaction between differing groups changes stereotyped attitudes to the more desirable 

sociotypes. Perhaps the perceived similarities seen in sociotypes can serve as the first link in 

developing networks among a diverse group of people. 

Summary 

After examining the mentoring phenomenon, and in light of the related literature, several 

issues were considered for this exploratory study on the challenges of peer mentoring. 
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Significant studies validate the importance of mentoring as an HRD strategy for governmental 

agencies as well as for organizations. The industry trends indicate the following:  

1 Mentoring reflects the great strength of America - the heart and soul of the American 

people. During National Mentoring Month, we recognize the dedicated individuals 

who volunteer their time to mentor young people, and we encourage more citizens to 

give back to their communities as mentors. Mentoring Proclamation – National 

Mentoring Month. (http://www.whitehouse.gov/news/releases/2004/01/2004).  

2 The Government workforce is aging and much-needed expertise is dissipating. In 

addition, qualified replacements are difficult to recruit and retain. In an effort to 

develop new employees, the Department of Health and Human Services recently 

introduced an HHS Career Mentoring Program (http/www.hhs.gov/news 02/2004).  

3 Eighty-two percent of 427 women included in a web-based collaborative study 

between Simmons College School of Management and Compaq Computer 

Corporation reported that they had been involved in an informal mentoring 

relationship and commented on the prevalence and importance of the peer mentoring 

developmental relationship (Blake-Beard, 2001).  

4 Mentoring in organizations is rapidly growing, but the role of training personnel is 

heavily overlooked. The need for mentor training is strong (Hegstad, 1999).  

5 Public organizations like Federal Express, IRS, and the U. S. Department of 

Transportation are supporting the mentoring phenomenon (Kram & Isabella, 1985).  

6 Mentoring is not defined in terms of formal roles, but in terms of the character of the 

relationship and the functions it serves (Levinson, 1978).  

The issue of cross dimensional peer mentoring in organizations, specifically multicultural 

organizations, is inconclusive and very few studies focus on peer mentoring in multicultural 

organizations. While there are references to mentoring relationships as they relate to race and 

gender, for the most part the literature is somewhat silent on the issue of mixed-pair mentoring 

relationships in multicultural work settings. This study will assist in broadening mentoring 

studies of peer mentoring relationships in multicultural work settings. Much of the literature 

supports the premise that mentoring relates to career development and job satisfaction. 
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CHAPTER THREE 

METHOD 

 The path of success to success is paved with road signs, warning symbols and 
obstructions. But when you start a new trail equipped with courage, strength and 
conviction, the only thing that can stop you is you. 

        Vanzant  

Introduction 

This chapter presents the qualitative research methods used in this exploratory study. The 

chapter describes the study questions, research design, organizational context, organizational 

setting and participants, sampling, selection criteria, and the conceptual definition of peers. To 

ensure reliability and validity of the data, data collection materials and interview manuscripts 

were organized in the following manner: data collection, interview protocol, data analysis 

process, data analytical style, and data organization and coding. Topics also addressed in this 

chapter are the pilot study, acquiring permission and access for human subjects, and 

confidentiality.  The objectives of qualitative research approach and the need for case studies are 

also discussed.  

The central purpose of this case study was to examine the challenges and experiences of 

peer mentoring in a multicultural work setting. The secondary purpose of the study was to 

identify issues that relate to cross-racial, cross-cultural mentoring relationships.  

One aspect examined the relationship, functions, and challenges of a mixed-pair mentor 

and mentee that are diverse in ethnicity, culture, and age. Another aspect examined specific skills 

and competencies required of a mentor and mentee. In the context of this study, a qualitative 

approach provided the most appropriate method to explore the peer mentoring phenomenon. Peer 

mentoring in this context means a one-on-one mentoring relationship between a more 

experienced employee, teaching new skills, sharing knowledge, and providing support to a less 

experienced employee. 

Case Studies 

Case studies allow a researcher to focus specifically on a phenomenon of interest, and 

offer the greatest potential for revealing the richness, holism, and complexity of naturally 
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occurring events (Swanson & Holton, 1997).  According to Stake (1994), case study research 

should be viewed through the lens of a qualitative mode. He further argues that a case study 

offers benefits of learning for the researcher and the participants. Stake takes this notion one step 

further and claims that the knowledge learned in case studies is uniquely different in four ways: 

a) more concrete - resonates more with one’s experiences, b) more contextual - experiences are 

rooted in the context, c) interpreted more by readers - lead to more reader generalizations, d) 

encourage the reader to extend generalizations more to the population. Merriam (1998, p.27) 

defines a case study in terms of its end product: “A case study is an intensive, holistic description 

and analysis of a single instance, phenomenon, or social unit.”  Yin (1994) defines a case study 

as an empirical inquiry that investigates a contemporary phenomenon within its real life context, 

when the boundaries between phenomenon and context are not clearly defined.  Miles & 

Huberman (1994) claim that a case study is a phenomenon of some sort occurring in a bounded 

context. The case in effect becomes a unit of analysis and provides an example.  Note the 

example below of the heart patient in Figure 3.1.  The boundary defines the family and hospital 

as the context. The boundary is defined by time, the organizational setting, concepts and 

sampling questions.  

 

       BOUNDARY 

  

   

 

 

   

 

Figure 3.1. The case of the unit of analysis. 
 

The objective of this case study is to give meaning to the events in the interactive process 

of the mentoring relationship. Case studies are suitable if one is interested in process. Therefore, 

during the analysis process every attempt is made to better understand the events as they occur 

through the participants own words. For example, the first step in this case analysis focused on 

the participants to better understand their stories in the context of their environment or 

FOCUS
Settings 
Concepts 
Sampling 
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organizational setting. Using this approach strengthens the research design and provides the 

context for inquiry and discovery (Miles & Huberman, 1994). The second step examines and 

explores interactions, relationships, patterns, challenges, barriers, learning experiences. This step 

provides meaning and context to the events that occur. Through specific inquiry the researcher 

questions and searches for meaning, probing deeper into the phenomenon - What is occurring in 

this setting and why? What does this mean for the mentor or mentee? What is the dynamic 

between the mentor and mentee? What is the mentor doing? What does this mean for the 

mentee? Why are these events developing? How are the events developing? What is most 

striking? Why is the mentor’s action necessary? Is there a strong motive? Who really benefits 

here? What causes the interaction? How intense is the interaction? In other words, the primary 

objective of the case study analysis is to discover pockets of knowledge by questioning, 

identifying, exploring, examining, and interpreting events of the researched phenomenon. A 

qualitative approach provided the best framework for the participants and for the study design. 

Using this approach provided in-depth insights into the mentoring phenomenon.  

Research Design 

A research design can be defined as a plan for addressing a research problem. This study 

used a qualitative case approach called naturalistic inquiry. Naturalistic inquiry can be seen as a 

blueprint for investigating human subjects, where there are no prior assumptions. It 

acknowledges the relevance of primary sources; that is, individuals relate events from their own 

perspectives. Because of the holistic approach to naturalistic inquiry, the “human instrument” or 

researcher is sensitive to the essence of the situation. In naturalistic inquiry, a researcher begins 

as an anthropologist might begin learning about a culture, by immersing himself or herself in the 

investigation with as open a mind as possible, permitting impressions to emerge (Guba, 1978). 

To help immerse the reader along this naturalistic journey, the data for this research design was 

organized considering two approaches to the data analysis – the data organization for human 

subjects (participants), and the organization for the data tools. These two approaches became the 

roadmap for what I did during the study, and how the study was the research was organized and 

conducted.  
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Figure3.2. Data organization for human subjects -describes the dimensional differences. 
 

Methodological and Analytical Approach for Data Organization Tools and documents 
 

 Transcribed Interviews- Int1= Mentee alone, Int2= Mentor alone, Int3= Mentor and 

Mentee together 

 Analyzed the interviews and used open coding techniques to place codes, notes and 

observations on each interview document  

 Designed coding matrices (CM) with categorical labels to code the notes and 

observations using axial coding techniques. CM1= Coding Matrix1 for the first 

interview, CM2=Coding Matrix 2 for the second interview, CM3=Coding Matrix 3 

for the third interview. The purpose here was to make sense of the data. 

 Revisited each transcribed interview using select coding techniques to assign a 

special key or code assessment (CA) for each code - (CA 1- Code Assessment –Most 

Striking, CA 2- Relevant, and CA 3- Important). The purpose here was to look for 

patterns and themes, 

 Additional Selective coding - Revisited each transcribed interview and coding matrix 

and special code assessment key to discover interrelationships among the data, 

frequency of  themes, and to analyze how themes impacted the data. 

 Created Data Logic Diagram to compressed the data into overarching themes 

The discussions that follow are organized in the following manner: 

 Research Questions 

 Organizational Context 

 Organizational Setting and Study Participants 

 Sampling 

Mixed Pair 
Mentor – Hispanic 
  Mentee – Black 

Culture /Ethnicity 
African American 

Hispanic 

Age 
Mentor– 50-60 
Mentee –30-40 

Gender 
Mentor– Female 
Mentee - Female 
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 Selection Criteria 

 Data Collection 

 Interview Protocol and Instrument 

 Data Analysis Style 

 Data Organization and Coding 

 Analysis of the Data 

 Pilot Study 

 Lessons Learned for the Pilot 

 Acquiring Permission and Access for Human Subjects 

 Confidentiality 

The purpose of this study was to examine the interactive process of the mentoring 

phenomenon in order to contribute to understanding the process of mentoring as it relates to 

mixed pairs of mentors and mentees. Since this study sought a holistic, context-oriented, theory-

generating interpretation of mentoring, it was best explored using the qualitative case design. 

Research Questions 

This case study was guided by three research questions, from the perspective of the 

mentor and mentee: 

1. What challenges and barriers did the mentor and mentee face in their cross-racial, 

cross-cultural, and/or cross-age peer mentoring relationship in this specific 

organization?  

2. How did the mentor or mentee address cross-racial, cross-cultural, and cross-age 

barriers?  

3. What skills and/or competencies as perceived by the mentor and mentee’s 

experiences are needed to make a cross-racial, cross-cultural, and cross-age peer 

mentoring relationship successful?  

Organizational Context 

The study participants were selected from a multicultural educational organization 

classified as a Charter School. This school was appropriate because the organizational structure 

was multicultural. Charter Schools are sponsored, and administered outcome-based, public 
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schools that operate under a contract between the school and the local school board or the state. 

To establish a charter school, certified teachers and/or other individuals or organizations, such as 

colleges, cultural organizations, governments, parents, draw up plans for an innovative, outcome-

based school. Charter Schools are exempt from most state and local laws and regulations. 

However, many schools have opted to follow sate and local regulations, specifically testing 

regulations. To gain charter, the school must prove that the administrators and staff have gained 

the educational skills that the school and its sponsor specified in the initial contract. Charter 

schools are measured by the degree of education of its staff members, (a bachelor’s degree is the 

minimum education requirement), the number of occupational specialties, the professional 

activity, and the emphasis on teaching and professional training.  

Organizational Settings and Study Participants 

Located in the District of Columbia inner city, this Charter School is open to all District 

of Columbia students.  The posted mission of the school is -  i “to provide a rigorous, academic 

program that promotes high levels of student achievement and fosters high self-esteem, 

inspiration, and motivation for life-long learning”.  The school is proud to offer an array of 

services and programs for bilingual instruction to small class sizes in a secure school 

environment. The students’ course of study includes international studies, foreign language, 

math, science, humanities, and the arts. The curriculum is an integration of all core subjects 

using the inquiry and discovery method, learning in context, perspective approach, and common 

themes or essential questions. Students demonstrate their mastery of learning concepts through 

performance-based assessments and performance on the Standard-9 standardized tests.  The 

school’s empowering culture promotes critical thinkers, problem solvers, and effective 

communicators. Another important dimension of the school culture is multicultural education, 

which is a culture that promotes gender, racial, and social-class equity. 

As part of its commitment to develop and train new teachers quickly, there is a culture of 

mentoring throughout the organization. The organization supports an informal mentoring 

program as a core value in its school culture. As the school becomes more diverse, supporting 

mentoring programs in its multicultural work setting may pose a challenge. The challenge is – 

how do you get people who are from diverse backgrounds work together to achieve 

organizational objectives? However, the school believes that managing and mentoring a diverse 
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organization is one of the best options for retaining the best teachers and students, both 

domestically and internationally. Participants in this study expressed a commitment to support 

the organization’s culture of maintaining diverse. 

Sampling 

According to Miles and Huberman (1994), two of the primary issues that need to be 

discussed to ensure the reliability of any study results relate to sampling and the selection of 

participants. They noted that in qualitative research, sampling tends to be purposive rather than 

random. Purposive sampling is based on the assumption that the researcher wants to discover, 

understand, and gain specific insights from the sample. The idea in purposive sampling is to 

select cases for a purpose. The purpose is to yield information about a specific case, as opposed 

to representative sampling that is selected on a random basis. In representative sampling, one can 

only generalize in a classical way, from a sample of people to the population. In purposive 

sampling, one can generalize in a different way - one generalizes from a theory to a broader 

theoretical model. However, not all-qualitative research can do this. In many ways, purposive 

sampling achieves a much more powerful result. Patton (1990) claims that the logic and power of 

purposeful sampling lies in the selection of information-rich cases for study in depth. Sampling 

procedures in this study were purposive in nature, meaning select people in whom you are 

interested. In qualititative research, the number of sample participants studied is relatively 

unimportant. What is important is that the researcher uncovers what is important to the 

participants and the meanings that they attach to those events. Each participant selected aids the 

researcher in developing insights in the stories that are being told. 

Glaser & Strauss (1967), in their insightful work The Discovery of Grounded Theory, 

advocated the use of theoretical sampling is to generate information about subject elements and 

their connection within a theoretical framework. The unit of analysis or mixed pair studied was 

consistent with the purposive method in this research project. To determine where to begin with 

purposive sampling, one must first start with choosing good selection criteria. 

Selection Criteria 

To select participants for this study, the researcher first fashioned guidelines for the 

selection criteria. An announcement was posted at the local organization, (which was 
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recommended by an associate through networking) asking for peer mentors and mentees 

volunteers that were multicultural. The announcement led to volunteers that were employed in a 

multicultural educational organization - a Charter School. In selecting the participants, the 

research paid special attention the attributes of mixed pairs. Attributes were based on work 

experience, mentorship experience, race, gender, culture, and age. The selection attributes served 

as a guide to identify information-rich cases. The specific attributes that were described for the 

multicultural mentors and mentees were: 

 Mentors - 5-10 years of work experience with the organization 

 Mentees - 1-3 years of work experience 

 Mentors - 40-60 years 

 Mentees - 22- 30 years   

 Both mentor and mentee must be involved in a mentoring relationship for at least one 

year. 

 The mentor and mentee must commit to continue the relationship during the study. 

(As evidenced by their participation in all three interviews and follow-up interviews if 

necessary). 

 Mentors and Mentees from all ethnic backgrounds were considered. – African 

Americans, Asians, Caucasians, Hispanics, and Middle Eastern.  

Worth noting, is that the mentee responded first, and announced that she was employed at 

a multicultural Charter School. She volunteered to participate, and contacted her mentor. As a 

result of the mentee’s genuine interest in this study, the mentor responded. Follow-up calls were 

made to the mentor and mentee volunteers asking the reasons for their interest, and to identify 

the specific attributes for a mixed pair. Discussions were held with the mentor and mentee 

separately, and included different aspects of the study. The goal was to use a strategy to select a 

mixed pair of mentor and mentee that were different on two or more dimensions. For example, a 

mixed pair may be the same gender, however, of a different race, culture, and age or ethnic 

background. The mixed pair selected, a Hispanic female mentor, and African American female 

mentee was the same pair who voluntarily agreed to tell their stories. The mixed pair had been 

involved in a peer mentoring relationship for the past three years. 
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Figure 3.3.Illustration of selection attributes of the mixed pair selected – the attributes are 
different on three dimensions.  

Data Collection 

Before I selected the mixed pair for this study, each respondent was interviewed by 

phone to provide information regarding the purpose of the project, and its context. The technique 

was to select the most appropriate pairs by asking key questions relating to race, gender, culture, 

and age. Every attempt was made to select a pair with the appropriate attributes, to collect 

sufficient data that could be analyzed, and provide relevant findings for the study. An assessment 

of the selected pair offered the researcher an opportunity to communicate by phone with each 

participant, and to develop a good rapport. Spradley (1979) refers to rapport as a harmonious 

relationship between the interviewer and the participant. That means that the participant must 

develop a sense of trust to feel comfortable with the interview, and allow for a free flow of 

information. For example, during the mentor’s interview, she said, “When you first called, I 

wasn’t quite sure what I would say so I cancelled the first meeting because I did not feel well. 

However, when you called to reschedule, I felt more comfortable with the meeting.”   

Developing rapport with the participant provides a means for creating an atmosphere of trust to 

conduct confidential face-to-face interviews. 

The interview questions and observations were a key strategy in collecting meaningful 

data and served as a conductor to identify and discover issues perceived by the mentor and 

mentee. Three interviews were conducted at three different junctures. The first planned interview 

was the mentee, second the mentor, and third interview was the mixed pair together. Worth 

noting to the reader, because of the holistic approach to this naturalistic study, I was very 

sensitive to the purpose and essence of the interviews. Therefore, the study was specifically 

designed to allow the participants to relate the events from their own perspectives naturally, and 

without any interference. Accordingly, I never sat in on any of the mentoring sessions. First, this 

Cross-Race 
Mentor – Hispanic 
Mentee – American 

Cross-Culture 
Mentor – Hispanic/Caribbean  
Mentee- African American 

Cross-Age 
Mentor– 50-60 
Mentee –30-40 

Same Gender 
Mentor – Female  
Mentee – Female 
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meant that I might have caused the participants to put on view functions that are part of the 

mentoring process, and that was inappropriate for me as a researcher. Second, I avoided any 

actions that were contributing and participating as supportive of the mentor or mentee. Third, just 

by being there might have suggested to them that they needed to think more carefully about what 

they were doing during the mentoring session. As a researcher, my position was to collect data 

about the participants’ experiences that were rooted in the context of their environment. Teachers 

purposely utilize information to enhance learning; my purpose in this study was to do exactly the 

opposite. I did not want to influence the process only watch the mentoring process reveals itself 

in its natural environment. This research study provided an opportunity to see them together 

which was the purpose of the third interview.  

Interview conversations were recorded via audiotape and transcribed by a professional 

transcriber. To ensure that the same format was consistent for all interviews, the same transcriber 

completed all the transcriptions. The unedited transcriptions were reviewed by the researcher, 

and then mailed to the interviewees to be reviewed for accuracy and confidentiality prior to the 

analysis and coding process. Edited transcriptions were returned by each participant with no 

corrections. Transcribed data and any field notes were also stored on a diskette and on the 

computer. 

Method and Triangulation of the Data 

This study employed a triangulation approach for analyzing the data. After each 

interview was reviewed and coded, primary themes were entered in the coding matrix to be 

categorized. All of the emergent themes for the three interviews were grouped into nests. Nesting 

the themes gave birth to a method for triangulation of the data. To triangulate meant to use a 

combination of same constructs to establish accuracy of the information, by comparing three or 

more types of views or perspectives. Characterized by the case and field method of research, the 

researcher examined the data sources (interviews, coding material, observations, and memo 

notes. The combined data sources were used concurrently – at different times (bearing on the 

same findings) to compare the participants’ views, values, perceptions, experiences, and 

philosophies. Triangulated data were related to cross-racial, cross-cultural, and cross-age 

mentoring. The purpose here was intended to augment the case studies, give more in-depth 

richness to the findings of the study, and strengthen the reliability and validity of the data 
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(Merriam, 1998). For example, as a way of nesting the themes for this study each interview was 

grouped according to the (CA) code assessment: CA1 - Most Striking, CA2 - Relevant, and CA3 

- Important. Triangulated data from all three interviews, observations and notes, expanded the 

study and brought real life experiences into context. 

Interview Protocol and Instrument 

In qualitative research, most of the data are collected through interviews and 

observations. The main object of the interview is to obtain meaningful information. As cited in 

Lincoln and Guba (1985), both person-to-person and group interviews can be defined as a 

conversation with a purpose. Patton (1990) explains that interviews are necessary to find out 

things that we cannot observe … behavior, feelings, thoughts, intentions, reactions or how 

people interpret the world around them. For this study, a semi-structured topical interview 

instrument was constructed. Open-ended questions were designed to capture a broad perspective 

of the mentoring experience. It was also an excellent method to allow the participants to share 

their personal experiences in their own words.  The primary purpose of the interview was to 

obtain information and to record the participants’ mentoring experience. (See Appendix F for the 

semi-structured interview document).  

Data collected for this study were provided by two sources; a) the semi structured topical 

interview instrument with open-ended questions, and transcripts for three separate interviews – 

first the mentee, second the mentor, and third the mentee and mentor together. The individual 

interviews ranged from forty-five minutes to one hour and ten minutes. Topics were intended to 

ignite the conversation and focused on areas that impact the mentoring relationship, interaction, 

functions, characteristics, benefits, and challenges. 

(See Appendix G for the three transcribed interviews – Interview 1 – mentee alone; Interview 2 – 

mentor alone; and Interview 3- mixed pair- mentee and mentor together.  

Data Analysis Style 

The data analysis for this study was guided by the analytical style set forth by Merriam 

(1998). This style is a multi- method analytical approach, because the researcher analyzes the 

data much like an interpreter searching for meaning…identifying, labeling, sorting, rearranging, 

verifying, categorizing, until the theoretical truths are revealed in the data. This analytical style is 
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consistent with the multi-method approach used in ethnography, phenomenology, and grounded 

theory. It moves the data along a continuum from the collection phase to the interpretive phase.  

 

 

Collection……………………………………………………Interpretation 

Figure 3.4. Data process continuum. 

Data Organization and Coding 

The next step was to code the transcribed interview data. I envisioned the process looking 

into two separate lenses. The first lens or phase was the Data Filtration Process. The second 

phase or lens was the Data Reduction Process.  Next, I designed a step-by-step process to 

organize, classify, and condense the data for simpler readability and analysis. 

1. A coding matrix was designed and labeled with six data elements in order to code the 

data: Key Words and Phrases, Key Code Words, Categories, Dimensions, Themes, 

and finally the Overarching Construct. 

2. The interview files were number coded according to the order in which the 

participants were interviewed. They were referred to as Int1 for Interview 1 – mentee, 

Int2 for Interview 2 – mentor and Int3 for Interview 3 (mentor and mentee together). 

Throughout the data coding process the interview files were kept separate.  

3. Three coding matrices were designed to classify the data for each interview and 

coded as follows - CM1, CM2, and CM3. The code CM2.1, for example referred to 

Coding Matrix 2, page 1. This process created an easily, identifiable system to code 

the data.  

4. The interviews were coded using the coding matrix; pertinent key code words were 

classified by code assessments and placed into categories - “Most Striking” – 

meaning a major influence, “Significant” – a meaningful code word linked between 

the mentor and mentee, “Important” – affecting the course of events, relevant to the 

study.  

5. Category codes that were repeated were designated as dimensions and themes.  

Coded 
Data 

Identified 
Key words 

Sorted 
Categories 

Rearranged 
Categories 

Emergent 
Themes 
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6. Observations that were noted on the interview transcripts were coded as memo notes. 

This step provided insights and added clarity to observations that were noted in the 

interviews. 

7.  A “Data Logic Diagram” was designed to reduce and compress the data into Coding 

Level 1 at the first audiotape review, Coding Level 2 at the second audiotape review, 

and Coding Level 3 at the third audiotape review. Significant themes that emerged 

from the data were carefully compared, and explored. The process associated with 

qualitative research is an extensive comparative analysis of data, which spirals a 

deeper understanding of the interpretative process. 

8. Finally, emergent themes grounded in the data evolved as overarching constructs. 

(see Appendix H for the three coding matrices and Appendix I for the data logic 

diagram). 

Abridged Analysis of the Audiotape Interview Documents 
  

 

From   

             

Figure 3.5. Abridged analysis of the audiotape interview documents. 

The data analysis for this study was guided by the analytical style set forth by Merriam 

(1998). This style is a multi-method analytical approach because the researcher analyzes the data 

much like an interpreter searching for meaning - identifying, labeling, sorting, rearranging, 

verifying, and categorizing until thematic patterns are revealed in the data. Following the 

analysis and review of the audiotapes, a matrix was designed to tag or label the data as described 

in Miles and Huberman (1994, p.56). The tagging and/or labeling process assigned units of 

meaning to the data, and produced different levels of coding in the analysis. The idea here was to 

assign codes to the transcribed data, make sense of what was happening, and follow the events as 

they unfolded: (a) During the first audiotape review, one or more key words or phrases were 

affixed to the right side margins of the interview manuscript (first level coding); (b) memo notes, 

observations and striking remarks were also noted on the left margin; (c) during the second 

audiotape review (second level coding), key words and phrases were sorted into categories to 
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identify relationships, major influences, and common occurrences. To decipher the categories 

meaningfully, code assessments were assigned to compress and move the data along the 

continuum, while keeping the relationships unbroken. Following the third audiotape review 

(third level coding), data were sorted to identify similarities, relationships, patterns, and themes.  

(see Appendix H, Coding Matrix, for each interview). The purpose of this type of analysis is to 

show the degree of differences in the participants' perspectives on the mentoring relationship. 

The goal is to look for patterns in the data. This analytical style is consistent with the multi-

method approach used in ethnography, phenomenology, and grounded theory. It moves the data 

along a continuum from the collection phase to the interpretive phase.  

 

Table 3.1  

Abridged Analyses of the Audiotape Interviews (four review sessions for each interview) 
Tape Review Sessions Coding Levels Goals of the audiotape review sessions 

First audiotape review First Level Coding  
(Open Coding) 
 

To assign codes to the transcribed data, 
make sense of what was happening, and 
follow the events as they unfolded. Key 
words or phrases were affixed to the right 
side margins of the interview manuscript 
 

Second audiotape review Second Level Coding  
(Axial Coding) 

Listened and asked questions about the 
events – Why is this happening? When is it 
happening? Who is responding to whom? 
What was most striking? Sort events into 
categories. Identify relationships, major 
influences, and common occurrences. Move 
the data along the continuum, while keeping 
the relationships unbroken.  
 

Third and Fourth 
audiotape review 

Third /Fourth level coding 
(Axial Coding and Select 
coding) 

Listen to identify, patterns, relationships, 
barriers, interactions, differences in 
perspectives, and themes. Purpose here is to 
show the impact of differences or 
similarities in the participants' perspectives, 
cultural values, philosophy, and the effects 
of the mentoring relationship.  

Analysis of the Data 

Coding is the process of analysis that reviews a set of field notes, transcribing and 

directing them meaningfully while keeping their relationships intact. “Codes are defined as tags 

or labels, which assign units of meaning to descriptive or inferential information compiled during 

a study” (Miles & Huberman, p. 56). Best described by Strauss & Corbin (1990), inductive 
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coding techniques are the most helpful in qualitative studies. In this study the researchers used 

open, axial, and select coding to code the data.  

Open Coding is a first step in the data analysis process that breaks down, examines, sorts, 

compares, and categorizes the data. Open coding pertains to a crucial step in the analysis that 

specifically names and categorizes each idea by way of examining the data. Without this first 

basic step, the rest of the analytical process could not take place. During the open coding 

process, each interview was examined separately using the line-by-line approach to fully 

understand the meaning of what each participant said. Each phrase or sentence was read, reread, 

and examined with awareness to make sense of each participant’s point of view. As I read the 

data, notations were made in the margins. Lengthy responses were treated as a separate thought 

and their meanings written in the margin of the manuscript. For example, meanings were first 

categorized and coded as “mentor’s attributes”, mentor gives instructions” and were later 

categorized by themes during the data reduction phase. 

During axial coding, the data are examined in a new way. They are woven together by 

making connections between the categories and sub-categories. According to Strauss & Corbin 

(1990, p.211), “One begins to notice patterns and repeated relationships between properties and 

dimensions”. Axial coding focuses on the specific properties of a category, the conditions that 

caused the category to occur, and the consequences surrounding it. For example, questions that 

lurked in the data were: why was this action carried out, and how was it handled? Axial code 

words were created to identify relationships, develop insights, themes, and concepts relating to 

the mentoring phenomena. Emerging patterns and relationships stood out as I searched the data 

for meanings. Although open coding and axial coding are two distinct analytic processes, I found 

that the data toggled, or alternated, between the two modes. 

Key concepts that emerged from the data were coded to assist in identifying and labeling 

the categories, themes, dimensions, and names that categorized the phenomena. Further 

categorizations of the code words were used to assign meaning to relationships that linked open 

code words to axial code words. Coding and recoding the data ended when all the codes were 

saturated. In a manner consistent with Glaser and Strauss (1967), an interpretative framework of 

the data such as sense-making and theoretical insights emerged.  
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Sense-making methodology is a qualitative research method developed by Dervin (1992) 

that attempts to identify how individuals make sense of their surroundings and actions in a given 

situation. Sense-making methods can combine a range of data gathering techniques, including 

participant interviews, questionnaires, and document analysis. The sense-making researcher 

attempts to insolate the “what is” about the participants’ experience that leads to a specific result, 

and to discover “how” an individual handled challenges and barriers. Sense making does not 

assume that a researcher can tell by observing other people whether they can be helped to 

understand difficult or challenging situations. Rather, it encourages the researcher to ask what 

Dervin describes as “significant questions” concerning the participants’ experiences, focusing on 

the blocks or barriers. Examples of questions targeted to make sense of potentially difficult 

situations can be: a) what information does the mentee seek? What   cultural barriers did the 

mentor experience? What type of assistance would the mentee like to receive? This approach 

allows the researcher to view the participant’s experiences from a broader scope. Examples of 

sense making approach and exerts from the participants are explained in Chapter Four beginning 

on page 90.  In addition, the sense-making method ensures that the data gathered were fully 

explored, not just from the researcher’s perspective but also with active collaboration with the 

participants. This cooperative process ensures that the participants are co- researchers in this 

project. Selected members of the Virginia Tech community, including the committee chair Dr. 

Boucouvalas and research advisor Dr. Cline, also provided feedback and recommendations of the 

coded data interpretations. Finally, the researcher prepared a specific explanation for each case.  

Pilot Study 

This study employed a pilot case study during the spring and summer of 2000 to test and 

refine interview skills as suggested by Yin. According to Yin (1994, p.4), “the pilot case study 

helps the researcher to refine data collection techniques with respect to both content of the data 

and the procedures that were followed.”  The pilot study was conducted at a multicultural 

business organization that is committed to mentoring as an integral part of individual and 

organizational development. Participants in the pilot study were new employees who were 

assigned mentors at orientation. The project, designed to determine the success and value of their 

mentoring experience, yielded data from 432 phone surveys - males and females. Approximately 

fifty percent of new employees were involved in a peer relationship that was cross-racial, cross-
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gender, cross-cultural and/or cross-age. Overall, mentees rated the mentoring experience as 

positive, but with challenges and barriers.  

While the pilot study examined responses provided only by the mentees, I realized that it 

was also important to learn what occurred from the mentors’ perspective. The mentors’ reaction 

would have provided a much broader framework and richer insights to the pilot study. Thus, 

focusing solely on the mentee did not give a complete picture of what types of interactions 

actually occurred during mentorship. This gap impelled the justification for the present study. 

While this pilot project was not a strict case-study application, the researcher learned many 

lessons from the project as discussed below.  

Lessons Learned From the Pilot Study 

To establish validity and reliability of the data collection, the researcher followed Yin’s 

three principles: a) use multiple sources of data - interviews, documents, and observations, b) 

create a data-base for notes, interviews, documentation, and c) maintain a log of events. Insights 

and lessons learned from the pilot project created the framework for this study.  

 Identified the “how” and “why” research questions and topics  

 Developed the mental framework to guide the conversation in this study,  

 Revealed mentee’s expectations and perceptions of mentors.  

 Established an organized data-driven method to organize and validate the data. 

This study is designed to build on the framework of the pilot study. Consequently, the research 

design was organized to capture similar characteristics of the pilot. (see Table 1.2, Chapter One). 

Common themes that emerged from the pilot survey, field notes, and from the mentees 

responses were: 

1. Political Realities of the organization  

 Hostile attitudes of several managers  

 Cultural incompetence of several managers 

 Tension in the work environment 

 Hostility between several peers  

 Risks that new-comers face about the realities of the job 

 Lack of a peer community 
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2.  Mentors’ Behavior - What came across very strongly were the mentees’ expectations 

and perceptions of a mentor. For example: 

 Good first impression of mentors made a difference in the relationship. 

 Mentor’s style for sharing experiences and insights 

 Credibility of Mentors  

 Mentor’s openness to share experiences 

 Support – mentor’s ability to assist mentee beyond the state of confusion 

 Role modeling 

 Psychosocial support - assisting mentees through emotional and sometimes 

ambiguous learning experiences 

 Transitions - assisting mentee in transitioning to the new work environment 

3. Cultural Differences and mentoring challenges that emerged from the pilot study: 

 Cultural barriers  - lack of connection between the mentor and mentee 

 Cultural Differences that affect learning and understanding of new material. 

 Cultural differences in processing information 

 Level of mentor’s interest in mentee 

As mentioned in Table 1.2, Chapter 1 - Comparison of the Study Characteristics, the pilot 

created the framework for the research questions, and for the topical interview questions that 

were used to interview the human subjects. 

Acquiring Permission and Access for Human Subjects 

Voluntary participation and control of the information about human subjects by the 

researcher is an important part of a qualitative study. Participants were fully informed about the 

research, risks, and benefits and agreed to participate in writing. This written agreement to 

participate voluntarily after having been fully informed is referred to, and signifies, “Informed 

Consent.” According to Lincoln and Guba (1985), the four items required to begin the research 

study are: (a) making initial contact and gaining entry, (b) negotiating consent, (c) building and 

maintaining trust (d) identifying and interviewing participants.  

Application forms to obtain permission and approval were submitted to the IRB 

(Institutional Review Board, Office of Compliance at Virginia Tech). The Institutional Review 

Board’s application for Approval of Research Involving Human Subjects was approved prior to 
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the interviews. Each participant received a copy of the approved research application. (See 

Appendix J for the IRB Approval for Research Involving Human Subjects). 

Confidentiality 

A confidentiality statement was provided to each participant. Each participant 

acknowledged that the document was read and agreed upon. The acknowledgement section 

provided a place for the participant’s name, signature, date, and an agreement to be audio taped 

by the interviewer at least three time. 
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CHAPTER FOUR 

RESULTS OF THE STUDY 

Education gives us wings. It has the power to expand our lives and to inspire us. Without 
it, we cannot compete, and we play into the hands of those who would be quite content to 
have us drop out of the competition. With education we have mobility onward and 
upward.           
       William Saunders Scarborough 

Introduction 

John W. Kronik's published essay (1990), called On Mentoring Women: Then and Now, 

revealed that women's mentoring needs are quite different than those of men, offering a gender 

perspective of what occurred when men mentor women.  A study by Chew focused on women 

mentoring women and provides a meaningful and applicable context for this study. The Chew 

(1992) case study, The Characteristics and Functions of Female Mentor Relationships, analyzes 

(a) personal characteristics of female mentors, (b) the functions (career or psychosocial) of 

female mentoring relationships, (c) the effects of gender on mentoring, and (d) the impact of the 

institutions on women's mentoring activities. The study, reviewed in Chapter Two, concludes 

that women lack confidence in the importance of their mentoring activities, and therefore need to 

be encouraged to recognize their importance and potential influence on others. Since the 

participants in this study were women, and because so little research has been done on women 

specifically mixed pairs in multicultural organizations, this study will raise awareness and 

understanding of the cross-cultural mentoring relationships of women.  The data collected for 

this study were guided by three broad questions: 

1. What challenges and barriers did the mentor and mentee face in a cross-racial, cross-

cultural and/or cross-age peer mentoring relationship in this specific organization?  

2. How did the mentor or mentee address cross-racial, cross-cultural and/or cross-age 

barriers?  

3. What skills and/or competencies as perceived by the mentor and mentee’s 

experiences are needed to make a cross-racial, cross-cultural, and cross-age peer 

mentoring relationship successful?  
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Three separate interviews were conducted: 

1. Mentee alone 

2. Mentor alone 

3. Mentor and Mentee together - (the reason for the third interview - I gathered the 

dyadic views of this session, and was offered an opportunity to see them together). 

The data from the first two interviews (mentor and mentee alone) set the stage for 

different points of views and the triangulation process which enlightened me about 

the dynamics of the mixed pair.  

Organizational Context 

The study participants were selected from a multicultural educational organization 

classified as a charter school. Charter schools are sponsored and administered outcome-based 

public schools that operate under a contract between the school and the local school board or the 

state. To establish a charter school, certified teachers and/or other individuals or organizations, 

such as colleges, cultural organizations, government bodies or parents, draw up plans for an 

innovative, outcome-based school. Charter schools are exempt from most state and local laws 

and regulations. To gain charter, the school must prove that the administrators and staff have 

gained the educational skills that the school and its sponsor specified in the initial contract. 

Charter schools are measured by the degree of education of their members, the number of 

occupational specialties, the professional activity, and the emphasis on teaching and professional 

training.  

This chapter is organized in a review format of previous chapters to prepare the reader for 

better understanding the heart of chapter four, which includes the interpretative data analysis of 

the case stories. 

1. The first review topic provided an introduction and a brief description of the 

organizational context, which includes background information relating to the 

organization's environment. It is especially important that the reader understand the 

diverse nature of the ethnic and racial makeup of the charter school's teachers, 

students, and parents. Although information about the organization's context is 

presented in chapter three, a brief description in this chapter is provided so that the 
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reader can focus on the context of data, and raise the level of awareness and 

understanding from a multicultural perspective.  

2. Next, the second review topic presents an abridged analysis of the audiotape 

interviews, and illustrates a three-dimensional table describing the tape review 

sessions, levels of coding (open coding, axial coding, and select coding), and the 

goals of the audiotape review sessions. The process of data analysis was divided into 

three phases. The first phase incorporated interviewing, transcribing, coding, 

identifying, and sorting. The second phase integrated filtering, categorizing, 

verifying, analyzing. The third phase included sorting, rearranging, identifying 

patterns and similarities, relationships, themes, and developing constructs.  

3. A brief review of chapter three describes the process of data triangulation.  

4. Finally, the heart of this chapter addresses the interpretive bedrock process of coding 

the data, interpretation and stories for each interview. For example, CM1 (Coding 

Matrix 1) analyzed the first interview—mentee alone, CM2 (Coding Matrix 2) 

analyzed the second interview—mentor alone. CM3 (Coding Matrix 3) analyzed the 

third interview—mentor and mentee together.  Stories from each interview are 

divided into three sections:  

A. background and profile of the participant 

B. stories of the mentoring experience  

The chapter concludes with an illustration of a triangulated figure that compressed the categories, 

themes to highlighting the building blocks of a successful peer mentoring experience. 

Triangulation of the Data 

After each interview was reviewed and coded, primary themes were entered into the 

coding matrix to be categorized. All of the emergent themes for the three interviews were 

grouped into nests. Nesting the themes gave birth to a method for triangulation of the data. The 

purpose of triangulation is intended to compare three or more points of view, see things from a 

different perspective, and establish links in the data. The use of triangulation helps to augment 

the case study, give more in-depth richness to the findings of the study, and strengthens the 

reliability and validity of the data (Merriam, 1998). For example, as a way of triangulating the 

themes for this study, a coding matrix was designed for each interview as a method of 
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establishing the accuracy of the information – for example the transcribed interviews, 

observations, and memo notes bearing on the same categories, themes or dimensions. Code 

Assessments were integrated in the coding matrix and served as guide to group the codes into 

three categories according to the code’s intensity.  (a) CA1 -Code Assessment 1- Most Striking 

Codes, CA2- Code Assessment 2- Significant Codes, and CA3- Code Assessment  3 – Important 

codes. Triangulation of the data from all three interviews, observations and notes, and the coding 

matrices expanded the study and brought real-life experiences into context. See Appendix H for 

the coding matrices. 

Presentation of the Findings 

Three interviews were conducted, mentor and mentee individually and the mentor/mentee 

together. I found the interviews insightful, profound, and exciting. The discussion is organized 

into two sections. 

1. Participant profile and background information for the mentor and mentee. 

2. Case story of the mentoring experience derived from interviews with the mentor and 

mentee alone, and the mentor/ mentee together 

Findings and interpretation of the dyadic interview will be presented immediately after 

the mentor and mentee’s profile and background. The goal here is to focus on the underlying 

dynamics and interaction of the dyadic mentoring experience which is the focal point of the 

study. In addition, the purpose of focusing on the dyadic interview is to allow the reader to 

understand unique perspectives that augmented the mentoring experience of this mixed pair. 

Using the third interview as a focal point will also help the reader to be engaged in the mentoring 

process, as the interview data toggles back and forth between observations and findings of the 

study. 

Mentor's Profile and Background 

The mentor was a beautiful, well-proportioned Chilean woman with American Indian-

Hispanic features. She stood about five feet six inches tall. Her brilliant smile came alive as she 

greeted me warmly, but her eyes signaled that she was nervous. Her eyes held me trapped in 

silence as she watched me closely. I smiled back as we introduced ourselves and shook hands. 

When she shook my hand, I felt the firmness of a person who had used her hands time after time, 
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probably doing extremely hard work. Later I learned that life was not always easy for this 

mentor, and that she had worked very hard pursuing her career path as the director of special 

education for the last five years. She was a single woman with no children. My thoughts were 

that she might have worked as tirelessly in and around the house. The mentor's soft-spoken but 

deliberate voice offered me a chair and a place to lay the recorder. I took that opportunity to 

express my gratitude for her willingness to share her mentoring story. She was a likeable woman 

about fifty to fifty-five. She admitted that she was nervous but excited. She said, "When you first 

called, I wasn't quite sure what I would say so I cancelled the first meeting because I did not feel 

well; however, when you called to reschedule, I felt more comfortable with the meeting."   

During our first meeting, she wore her hair long and carefree, and a simple multicolored 

blouse that depicted the vivid colors of the Hispanic culture. When she spoke, she watched me 

closely, and I was attentive to her Chilean accent and the careful way she spoke each word. Our 

discussions were held at her beautifully decorated urban residence. She proudly claimed 

recognition for her newly renovated 1923 home and the design of the home's interior. Authentic 

paintings depicted the colorful South American landscapes. Other walls were adorned with 

family artifacts that were passed down for generations.  

Mentee Profile and Background 

The mentee was a sweet, likeable young woman between twenty-five and thirty. She 

stood approximately five feet nine inches tall and spoke with a very refined, well-trained voice. 

At our first meeting, she appeared a little cautious, but when she smiled her eyes came alive. Her 

olive skin served as a canvas for the beautiful light pink blouse and beige slacks. She was a well-

proportioned African-American woman who proudly wore a splash of her African-American 

roots draped on her head. She appeared to be grounded culturally in her heritage. Her strong 

sense of self gave me a stronger sense of my own history and reminded me of my mother's 

words, "Never let race get in the way of a relationship."  My mother taught me that being 

"different" is a positive attribute, a "strength" rather than something strange. There is strength in 

a multicultural society, and each one of us makes a contribution as part of that society. Each part 

of that society enriches our lives.  

Her neck was long and elegant. We shook hands and introduced ourselves. When she 

spoke, I envisioned her facing a classroom and lecturing to students. Her English was perfect. 
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She depicted the characteristics of a woman who had attended finishing school. She had well 

groomed nails and professional looking makeup, not painted on. Her shoes and handbag matched 

perfectly. She was a newlywed and had no children. I learned later in the interview that the 

mentee was an only child of a marriage union, and grew up in a small rural town in a 

conservative household. As in most families with one child, she was sheltered by her parents and 

influenced primarily by older relatives and friends. The mentee's mother and her aunts were her 

"sheroes."  

During her interview she expressed excitement about her career aspirations through her 

eyes. She appeared very enthusiastic about her job. After completing bachelor’s degree in 

sociology she was awarded a master's degree in clinical psychology and counseling. She 

interviewed for the position as a special education teacher, was hired immediately, and had 

served in her current position for three years. Her immediate career plan was to become a 

certified school psychologist. Since the mentee's current position as a special education teacher 

was her first professional job, she was very excited that she was selected for mentorship.  

Mentor and Mentee Tell Their Stories: A Dyadic Account  

In the following section, I explore what I learned about the mentoring phenomenon from 

the participants' interviews. In order to yield a variety of vignettes, the participants were selected 

on the basis of race and ethnicity, age, gender, culture, work experience, and the number of years 

in a mentoring relationship. The participants selected for this study were involved in a mentoring 

relationship for three years (the selection criterion required only one year of mentorship). I 

selected this mixed pair because during the initial dialogue to select the interviewees I was 

impressed by both of their interest in the study.  In addition, it was clear that both the mentor and 

mentee had the professional insights to respond to the interview questions with depth of thought 

as well as interest. Their attributes also fit the selection criteria professionally, racially, and 

ethnically. I was curious about observing this mixed pair, to see these two people together 

actually interacting in the mentoring process.  Mentoring is multi-dimensional process and I 

observed carefully, studied, examined, and analyze this phenomenon.  

After they were informed of the goals of the study, each participant received a copy of 

the interview transcript to review for accuracy. In this study, the demographic information or 
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'depiction' of the individuals fulfilled the requirement of a selection with a purpose, emphasized 

in chapter three. 

Climate and Setting 

The purpose of the third interview was to understand the underlying dynamics of the 

dyadic cross-racial, cross-cultural mentoring relationship. I also wanted to discover new or 

additional perspectives that augmented the mentoring phenomenon. Specifically, what resonated 

with this mixed pair? What were the major influences in this mentoring relationship? What was 

most meaningful? What insights illuminated this study? What spoke to me as the researcher? 

And, most important, what did I confirm?  Observations and data derived from the first 

interviews – with each participant alone came to life in the dyadic interview. 

The setting for this interview was the mentor's detached urban residence on a cold 

Sunday afternoon at 3:00 p.m. I arrived first, approximately ten minutes earlier, and was greeted 

warmly by the mentor. We engaged in light conversation while we waited for the mentee. The 

mentee arrived on time and was greeted with delight. It was quite evident that the mentor and 

mentee presented a certain magnetism both appreared to believe in, and respect, each other.  

For this interview, it is important that I describe the dialogue that preceded the event. As I 

attempted to set up the tape recorder, I turned quickly in the direction of the mentee's question, 

and her firm tone of voice. "Where is your cell," she asked the mentor!  The mentor appeared 

just as confused as I was, but there was no response. For the second time, the mentee asked the 

mentor, "Where is your cell?"  A sudden uneasiness about the mentee's question filled the space. 

Again, directed to the mentor, she asked, "Where is your cell?" implying that the question was 

important and required a response. A thin veneer of uneasiness disguised the mentor's facial 

expression. However, the mentee's inquiry did not seem to upset or disturb the mentor. She 

finally responded with a hand gesture, and said to the mentee with a sigh of relief, “It is 

upstairs."  I must confess that I was very confused by the mentee's inquiry. What the mentee was 

actually trying to discover is whether the mentor's cellular phone would disturb the interview. 

Here the mentor articulated and described the spontaneous event: 

 
Just before you put the recorder on, Sandy asked me a question and here again I couldn't 
even understand what the question was, and…but she asked me again, because of the 
time we are the business, we are in the office and she knows that I am always with my 
cellular with me. It's part of my feel good…my extension. But, sitting at home (for me it's 
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cultural) I would not even think of bringing the telephone to the front here for the 
interview. But she asked me three times as you can see because first when she asked me I 
couldn't even translate or I couldn't even think that she was asking me that. The second 
time she said to me and I'm saying why does she want me to have to tell her? And then 
the third time she asked, it dawned on me…oh she ask…no I would never leave the 
telephone downstairs.  
  
The preceding events set the stage for the interview, and I seized the opportunity to 

proceed with their history through this recording of the mentoring experience. Having the 

participants tell their stories through interviews achieved the results that no other method could 

generate. Drawing their attention to the purpose of the interview, the participants both appeared 

relieved and comfortable. My interpretation of the event is that the mentee crafted an intrusive 

method to make suggestions or in some instances correct the mentor. While this may be viewed 

as an undesirable approach of the mentee by an observer, the mentor may agree (in support of the 

mentee) that in this instance, the preceding dialogue validated the mentee's level of respect for 

her. Was the mentee eccentric?  I found the pattern of behavior, in this instance, to be pragmatic, 

for the mentor’s sensitivity and understanding demonstrated in this scenario confirmed the high 

level of trust in this mentoring relationship. What was the mentee doing here? This was an 

important mentoring event - they were being interviewed together and probably for the first time. 

From this perspective, the mentee’s action showed concern and thought that a telephone call may 

disrupt the event. In metaphorical terms, and for this unprompted event, the mentor viewed the 

mentee's actions with an eye of confidence, trust, and respect. To validate the mentee's action, 

the mentor quoted, “the mentee was watching her back.”  Did the mentor misinterpret the 

mentee’s behavior? One might also suggest an alternate interpretation that the mentor depends 

on the mentee to protect her in some ways, and her actions were just a show of support for the 

mentor. The mentor’s words left a lasting impression on the depth of trust in this mentoring 

relationship. 

 
She was covering my back so to speak. Because she wanted to make sure that  we were 
not going to be sitting here and the telephone was going to ring and we had to stop, so I 
feel very confident and that is what I didn't understand what she was asking me, I feel 
free to ask her again and ask her again until I find out what it was that she was trying to 
tell me. So that is the kind of confident and trust that I am talking about. 
 
Worth noting, as the mentor expressed her thoughts on the event, the mentee never 

interrupted the mentor; she waited on the mentor, and demonstrated active listening skills-
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looking directly at the mentor, and nodding in acknowledgement. I viewed the mentee’s actions 

as a sign of respect.  

First and foremost, although each participant brought her unique characteristics, 

personality, and expectations to this interview and to the study, the climate, insights, and 

perspectives set forth in this interview were influenced by the mentee. The mentee's 

assertiveness, personality, philosophy, and personal values set the stage for the unexpected. This 

interview was interactive, insightful, intuitive, spontaneous, and followed the intertwined 

mentoring journey of these two women.  

The Role of Willingness in Multicultural Mentoring 

Mentoring holds great potential for the new teacher. It is about transition, identity and 

active involvement in the hopes of reaching one's highest potential and capabilities, particularly 

as it relates to individual and career development. The first year for a new teacher is a pivotal 

point in his or her career. In its traditional sense, mentoring involves the teaching of specialized 

skills and knowledge, interventions, and functions for career development. While there are 

induction programs to assist new teachers with their careers, adjustments to their work habits, 

new environments are also necessary to gain a more realistic view of themselves if they are to 

succeed. In this study, I saw the relationship as one of mutual willingness to learn, share roles, 

responsibilities, and goals. 

The dyad's journey into this relationship began as the following code (refer to the coding 

matrix – CM3) indicated with a "willingness to be mentored."  This was one of the most relevant 

codes revealed in the data. The precise meaning of the word "willingness" is difficult to specify 

in the context of this study. However, the word may suggest a form of the mentor's dialogue.  

 
Because of the particular setting in the mentorship where there is the willingness of the 
person who is seeking the mentor with an open mind and I think with certain kinds of 
expectations of what they see you as the mentor that can benefit their experience and I 
think at the same time from my part to see and share some of the life experiences if you 
wish. And so this kind of give and take in a very positive, where there is no money 
between and where there is willingness from both parties.  
 
Did the mentor use a contemporary idiom to describe the overall attitude of the mentee? 

Or, was the mentor predicting success of the mentoring relationship from the onset? The 

meaning of the word willingness seems to imply in this context (and from the mentor's 
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perspective), good attitude, receptivity, mentee's readiness, or the mentee's entire perspective of 

mentoring. When asked if willingness to be mentored played an important role in the mentoring 

relationship, the mentor affirmed the question with this reply in precise terms:  

 
I think that's 99%...yes.  

 
The fact that the mentor affirmed the level of willingness in mathematical terms is 

unimportant. What is important is that both participants in this relationship felt it was important 

to put a willing effort into making the relationship work. In this case the mentee contributed 99% 

participation from the perspective of the mentor. 

The mentee's willingness is an example of a sojourner spirit - the willingness to 

understand and accept the individuality and diversity of another person. If one could have 

observed the mentor's facial expression during this interview, one would understand the level of 

confidence that the mentor had in the mentee. She looked at the mentee with admiration.  

Overcoming Linguistic Barriers - How did the dyad overcome linguistic barriers and gain 

cultural understanding? 

As mentioned earlier, the climate and themes emerged from the data were influenced by 

the mentee's background. The following theme, coded Linguistic Barriers, captured the barriers 

and challenges the mentor and mentee experienced during the mentoring relationship. To 

overcome those barriers, the mentee actually created a method of questioning and clarifying the 

mentor's instructions to breakdown linguistic barriers. Questions were directed to the mentor as 

points of clarification because of her Hispanic accent. In this context, the mentee played the 

bridge-builder's role in overcoming linguistic and cultural barriers - understanding a different 

accent. The mentee had this to say about her role in overcoming those linguistic barriers: 

 
 

For me I think one of the challenges initially because that is something that you can hear, 
was the language coming very fresh out of school, you meet some people…well you meet 
a lot of people from different cultures.  
 
But as far as working with people for an extended period of time, you really don't 
experience that until you are in the workplace and in the workplace it is very important 
that you understand what someone is asking of you and of course coming into a new 
position, you want to do your best and you want to make sure that you are doing your 
best because you can understand everything that the person is asking of you. 
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 So that was very important for me. So I didn't want her to feel as if…well okay she is 
asking me because she doesn't know…but I'm asking because I didn't understand clearly, 
but I know…I know what you are asking me to do, but I just want to make sure I 
understand you clearly and so I think we wanted to…that was established very early 
on…okay, well you know, Sandy knows what she is doing, it's just that maybe Sandy 
didn't understand what I said or what I asked of her. 
 
One can gain the respect of others if one takes personal responsibility and moves from 

the role of a stranger to that of a bridge-builder. The extreme of this case is that if you are talking 

to somebody who doesn't talk your language, and the other person says something in his or her 

language and you don't understand, you would not trust that person. Similarly, the other person 

would not believe words that cannot be understood. Trust was the key concept in this 

relationship. 

The Role of Cultural Understanding  

To achieve cultural understanding, ground rules for communicating with each other were 

established early in the mentoring relationship. For the mentee, understanding what the mentor 

communicated to her was an important dynamic in the mentoring relationship, culturally. As the 

mentee noted, cultural understanding, that is making meaning of another, is critical regardless of 

whether that person was of the same or a different culture. This finding addressed a major 

component of the first research question - what challenges and barriers do participants face in 

cross-racial, cross-cultural and/or cross age mentoring relationships?  The mentor also confirmed 

that the level of trust increased with the level of cultural understanding. This significant 

confirmation in the findings addressed question two – how do mentors or mentees address such 

barriers? -   one of the essential communicative skills for mentoring in multicultural work 

settings.   Merizow (1991) states, as adult learners we operate within horizons set by ways of 

seeing and understanding that is shaped by language, culture, and personal experience that 

collectively set limits for future learning. Here are the mentee's comments on the issue of 

understanding.  
 
And also it helped being coming into the profession, being able to speak up and I guess 
self advocate for yourself that hey I don't understand, could you explain that to me, 
because a lot of people will think, oh well I think that's what they are asking and then 
when you have the finished product, this is not what I asked of you and I need now for 
you to do it over and you may have wasted a day or more. And so for me I think that was 
good because I made that a part of me as far as a skill that I use so if I don't understand 
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what anyone is saying, it could be a person you know of my same culture, if I don't 
understand what you are saying, then I'm going to ask you to repeat it again. 
 
One critical concept of Mezirow's thinking is the idea that making meaning is central to 

what learning is about. Mezirow (1991) cites Habermas' Theory of Communicative action (1984, 

1987) as a major contribution to social theory and provide a new understanding of adult learning. 

Dialogue or communicative action occurs when individual wishes to reach an understanding with 

one another about the meaning of a common experience. Reaching an understanding is the 

purpose of communicative action. In communication action validity testing occurs, like the 

mentee validation on what was, implied or presupposed was critical in communicating with the 

mentor. 

Benefits of Mentoring to the Mentee and Mentor 

The mentor dispensed pearls of wisdom in a carefully laid out plan, which included 

direction and motivation for the mentee. Note that during this study the mentor does not promise 

the mentee that she will receive whatever success means in the context of the organizational 

plan. What the mentor does is inspire the mentee to believe in the realization of the dreams. The 

mentee's trust, belief, and faith in the mentor preserved the dreams. The concept of trust was a 

benefit to the mentee—she knew that she would never face challenges alone. Knowing the 

mentor was present kept fear from paralyzing the mentee's desire to succeed. Here the mentor 

shares her thoughts on the close working relationship with the mentee. 
 
Second phase of the relationship was when she came in then I think at that point, because 
we were just the two of us that was the organization and so unless she will be very open 
to express and not having no one else to bounce back because there was no one else then 
just the two of us. Things like we have only one phone and we didn't have a secretary, so 
we had to get ourselves the telephone, and I remember going into the city and calling you 
and we got more into details, but just practicing how we were going to tell the customers. 
 
The mentee continues with an account of how she received direction from the mentor to 

complete the assigned tasks, which included goal setting, time management, and learning new 

administrative duties for the charter school start-up project. Working together on specific tasks 

deepened the relationship and confidence in getting the work done. 

 
Because we worked so closely together that we really learned more about each other. We 
were extremely disciplined…you know as we started with our 'To Do List' each week and 
I think it was kind of fast paced because now even as I think back on it, it seems like it all 
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just kind comes together to the point where it's like wow! Because it happened fast. I 
mean and that was like a rolling, running project. We came out of just running. It wasn't 
like…okay, this is what we're going to do for the next couple of months…no, we had a 
month's worth of work to do in a month or less or two weeks.  
 

Working together on specific tasks deepened the relationship and confidence in getting the work 

done. Analysis of the data in this interview found that the mentor's direction, vision, and 

assigned responsibilities benefited the mentee and led her to the fast track developmentally. Four 

areas of growth surfaced rapidly and were obvious: (a) goal setting and time management—

mentee took control of weekly goals and expectations; (b) problem-solving—cognitive skills 

increased ability to stay focused and manage projects; (c) motivation—ability to concentrate at 

the task level, and (d) learning new skills—increased knowledge, in this context, greater 

knowledge implied greater responsibility. The mentee continued to describe the weekly schedule 

of tasks and responsibilities. 
 
I think that the good thing was the…that weekly expectation because that first week, I 
said okay we have to do this, this, this, this and the other and then we were doing all that 
and then…okay so many things and we didn't have the whole thing, we had a time table 
when we had to open up and so we worked backward and then we said okay, now this is 
how we need to do each week. 
 
There were times during this interview; and by necessity the mentee took the lead of a 

specific aspect of the interview conversation. For example, the mentee provided a specific 

account of the mentor’s leadership skills in contract negotiation.  

  
Well I love seeing her in meetings. I love it when there is no negotiating and she  gets 
down to business.  
 
In peer mentoring the mentor and mentee needed to consider the relationship continually 

and make the commitment to each do her part to nourish each other as the relationship thrives.  

The Mentor's Leadership Role: A Woman's Perspective  

The specific skills and competencies that were identified as important for effective 

leadership remains a masculine notion defined by the subtle and deeply rooted cultural norms 

and assumptions that are perceived in many organizations. This section of the study examines the 

paradox embedded in the traditional leadership model. It argues that although most models 

emphasize leadership from a male perspective, the leadership model exhibited in this study 



 

 - 76 -

credits the female perspective. As I explored the affects of the traditional leadership model, study 

findings were not so straightforward. Women who had female mentors reported a greater a 

number of promotions in leadership positions than those without mentors. (Blake-Beard, 2003; 

Clutterback, 2003; Chew, 1992; and Scandura, 1992). Findings in this study revealed several 

striking codes that emerged from the data - woman's dominance, woman's leadership power, and 

role modeling.  

Just look at leaders who are role models. Role modeling in leadership can be a powerful 

influence either positively or negatively. They can influence someone from a distance. To make 

a significant impact on the lives of people role modeling must be demonstrated up close and 

personal. Why, because we are influenced by what they see. Seeing gives meaning to the 

unfamiliar. Empirical investigation of mentoring and career mobility found that counseling, 

acting as a friend, and role modeling were psychosocial aspects of mentoring (Scandura, 1992). 

However, the role modeling function emerged as a separate entity. The emergence of role 

modeling as a functional aspect is significant for women. Here are the mentee’s thoughts on the 

role modeling: 

 
You know I can just sit back in the meeting and I don't have to say anything because she 
is really geared up and she's going to take it and that I could notice that either through 
her body language, her voice…she becomes very firm and direct and at that point and 
time…you know, we are not negotiating. We are making some key points here and we're 
going to make some decisions and we are going to finalize it and that's it…it's over. No 
more negotiating. It's not up for discussion anymore.  
 
As is the case in this study, the mentor exemplified her leadership skills in this situation 

to model that of a skilled negotiator. It was important for the mentee's development to see a 

woman of power dominating the negotiating process. The mentee vividly describes the mentor’s 

performance at meetings  
 
Well I love seeing her in meetings. I love it when there is no negotiating and she gets 
down to business. Number one I think I like it because I'm a woman and she's a woman 
and so it's very interesting to see someone you know in control or being in control of a 
meeting and of course a lot of times unfortunately we see men dominate meetings and we 
see men come off very forceful and they are kind of guiding the process and so seeing a 
woman in that position and exhibiting that type of power is very interesting, motivating, 
and inspiring for me, so I love to see her go into no non-negotiating mode. It gets very 
exciting. And she does it in a way in which she is very direct, but throughout the entire 
process, she's still very professional. 
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For this mentor, situational leadership (a leadership that is situation-specific) was a 

preferable model because it placed the emphasis on the negotiating process. During this 

leadership activity, the mentee sees and understands the process. She observes the mentor in 

action as an expert negotiator and under the concept of power in the leadership role—woman's 

power. With time, and direction from the mentor, the mentee can replicate the negotiating 

process. The mentee recalls and summarizes what skills are needed to negotiate – controlled 

disposition, changes in tone, when to comprise or lose interest in the negotiating process. She 

points to specific negotiating skills/ behaviors demonstrated by the mentor. Here the mentee 

continues her comments about the mentor’s skills. 
 
I've never seen her lose her cool to the point where people are not taking her seriously. 
When they see her, and a lot of people they can tell when her tone changes. They 
know…okay it's time for me to get busy and do what is asked of me or okay, I'm not going 
to negotiate with you any further and I've seen some people who don't understand that 
process…for their situation not to come out so positive because they end up negotiating 
too much…pushing, pushing that trigger to the point…you know…then she is just not 
interested. 
 
To confirm the matter of leaders versus followers, expert Warren Bennis spoke to the 

issue of leadership in this tone - it is the capacity to develop and improve skills that distinguishes 

leaders from their followers. To satisfy followers' needs and achieve positive outcomes, leaders 

must provide four things – meaning and direction, trust, hope and optimism, and results as 

indicated in Table 4.1. 

 
Table 4.1  
 
Leadership Strategies for Mentoring 
Individual Needs for: Leaders Provide: To Help Create: 
Meaning and direction Sense of purpose Goals and objectives 

 
Trust Authentic relationships Reliability and consistency 

 
Hope and optimism Confidence that things will work out 

 
Energy and commitment 
 

Results Provoked action, risk, curiosity, and courage Confidence and creativity 
Source: Information derived from Bennis, W. (1999, Spring). The leadership advantage. Leader 
to Leader, 12, 18-23. 
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Leaders can help others become more aware of their innate capacities. For example, by 

examining the kinds of decisions they make and don't make, senior executives and those they 

manage can develop their own character and cultivate new leadership throughout the 

organization. 

A Dyadic Perspective on Cross-Age Mentoring 

Hunt and Michael (1983) identify the mentor's age, gender, organizational position, 

power, and self-confidence as the most commonly cited characteristics of mentors (1983, p.80). 

Their first distinction—age is consistent with Levinson's thought which emphasizes mentors 

should be older than the mentee by at least half a generation, meaning eight to fifteen years. 

Levinson (1978) cautions that age differences much greater than the above are not uncommon 

but may pose threats to the relationship. When a mentor is a full generation older—say twenty 

years or more, three is a greater risk that the relationship may be symbolized as a parent-child or 

platonic in nature. The mentor's power may be activated and interfere with the mentoring 

functions. In this study, however, the age of the mentor (twenty years greater than the mentee) 

did not appear to adversely impact the relationship. When asked about the issue of differences in 

the age dimension, the mentor responded with a smile: 

 
So you can see the age difference and thanks for the compliment. Because I'm almost 
double the age. So I was even saying maybe I'm going to retire…oh no, no, no, no, 
…that's what happened to my aunt and now she is more involved than anything and so 
that makes you feel good all over again.  
 
The mentee indicated: 
  
For me the age thing was never a big deal. Although she is older than I am, you did not 
see her as being older because I would oftentimes have to remind her I need lunch…may 
we eat please? Or it's 9:00 at night, when are we going home? So a lot of times it was I 
you would have thought I was the older one…I need lunch, I need a break and she was 
that one that could go all night.  
 
So I think no one really sees age with my mentor. Age never affected our relationship. 
For the most part, I was around older people, so I do have a lot of old ways. 
 
The mentee adds clarity to the issue of age and provides her insights. She speaks of her 

association with older people that may have influenced her stages or level of maturity. The 

mentor provides her assessment of the mentee's maturity with these words: 
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That's what I said in my first interview that I thought that you were very mature for your 
age and so since I also didn't have any children, so I saw her as a career person who was 
eager to learn and to experience things in the world or so I think that.  
 
Keeping in mind the characteristics and functions discussed in this study, attention must 

be directed to the importance of interpersonal traits and compatibility demonstrated in this 

mentoring relationship. Kram (1983) adds another school of thought to the dimension of age in 

mentoring; she claims that mentoring relationships provide career and psychosocial functions for 

senior participants in midlife. These psycho-social functions are dependent on trust, mutuality, 

and respect that characterize the mentoring relationship. In addition to the role of age, an 

important fact to note is the role of gender in mentorship. Male-female relationships often have 

unexpected complexities. Female mentees often experience mistrust and discomfort in male-

mentored relationships. In male-mentored relationships female mentees often have experienced 

over-protectiveness, social distance, and have reported sexual tensions and fears, public scrutiny 

(Hunt & Michael, 1981, p. 481.).  

Levinson's (1978) research indicates that older mentors can potentially improve their 

sense of self worth and form new friendships as a result of the mentoring experience. Kram 

(1983, p. 609) adds "adult growth is enhanced by midlife in order to redirect one's energies into 

creative and productive action."  

Mentor-Mentee Interview - Author's Notes 

This third interview is a collection of reflections and interactions I observed between the 

mentor and mentee. To get to the heart of this dyadic story, one had to be there—to feel the 

synergy to become part of it—to be passionate about it. What was profound about the third 

interview, was essentially the social core of verifying, expanding, and adding another perspective 

to the first two interviews. What was significant is that the third interview came closest to the 

phenomena I wanted to study,   What was revealed, - the first two interviews were a reflection of 

the third and made all the interviews more understandable. In fact, analysis and verification of 

the data for the third interview provided a broader perspective of the dynamics I needed to 

describe. For example, I observed mentoring in action – For example, the dyad interactions were 

overflowing with smiles of admiration from the mentor and mentee, as the mentee described her 

experiences, the mentor's shoulders lifted with signals of respect, and with mutual gestures of 

agreement. There were times when the mentor’s blushed with surprise. Trust and respect were 
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the critical factors in the success of this mentoring relationship. The dyadic interview took on a 

life of its own, and moved between dialogues that were full of fun and laughter. But most 

important, I learned something special, something different from observing these two women. I 

learnt that the mentoring relationship structure was built on trust, mutual respect, cultural 

understanding, and psycho-social support. Metaphorically, trust - like a farmer prepared and 

cultivated the field of uncertainty. Professionally, the mentor irrigated downstream implications 

of the relationship with vision, opportunity, openness and fairness. To conclude this final 

thought, the mentee, poured the rain of cross-racial acceptance, cross-cultural understanding, 

support, and respect for the mentor.  As I continued to peel off the layers of meaning in the data, 

I stopped, reflected upon, and appreciated the opportunity to be part of this journey.  

My level of theoretical sensitivity focused on a special person in my life—my mother. I 

reflected on the numerous hours she spent preparing me for me, and mentoring me through this 

thing called life. It was part of the refining process, the unofficial rite of passage experienced by 

many Caribbean women that were raised in Trinidadian culture. Those instructions were to help 

me to be a well rounded, balanced human being, but most importantly be a morally sound 

woman. There were also other women on life's journey to whom I could write or speak at any 

hour of the night. I could always trust and confide in them. They validated me as one of their 

own and encouraged me to not only reach for my dreams but to exceed them.  

As mentioned earlier in this chapter, the mentee story will be presented next followed by 

the mentor's case story.  

Emergent Themes from the Mentee's Story 

Mentee's Role in Building Cross-Race Relations—what was the mentee doing? 

Building or bridging the gap in cross-race relations is a challenging task. Because our 

differences in race, age, and culture affects our perception of how we see the world and the 

places in it. The challenge to mentors and mentees - how we overcome the obstacles or negative 

perceptions about specific race and culture which influence values and philosophy of life.  I beg 

the question; should we let our differences, or the existence of a cognitive labeling society, 

detract from the opportunity to be free to reach out to someone? For example, during the dyadic 

interview, I vividly recalled as the mentee as questioned the mentor with a look of conern about 
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interrupting the interview. What the mentee did was important to the mentor as she reached out 

to support and cautions her of a possibility interruption. In the mind of the mentor, the mentee 

was watching her back and viewed the mentee’s concerns and interactions as sign of respect. The 

mentee must be commended for her actions in building cross- race relations by responding to a 

mentor who was of a different race and culture. Perhaps the mentee felt that her role in this 

cross-race mentoring relationship would be successful only if she understood, accepted, and 

assimilated into the Hispanic culture. Within this perspective, the mentee statements confirmed 

her actions during the third interview. When asked if differences in culture and background had 

an effect on the mentoring relationship, this is what the mentee stated: 

 
I think being different added to the relationship because we were able to share different 
experiences. So being different actually added to the relationship.  
 
Why did the mentee decided that being different added to the relationship? One might 

suggest she felt that sharing different cross-racial or cultural experiences meant breaking down 

racial or cultural barriers and forming new paradigms. In this way, she could trust her mentor. In 

reaching across racial boundaries, the mentee gained deeper insights into the relevance of the 

multicultural mentoring relationship.  

As the mentee's story unfolded, she established a notable level of willingness to adjust to 

the mentoring relationship. As she assumed the role of the mentee, did she question whether the 

relationship would work? Yes, she did. However, the mentee must be recognized for putting her 

willingness and faith into action. To assimilate into this Hispanic culture, she demonstrated 

genuine interest by simply watching the mentor so that she could learn proper school protocol. 

Additionally, as noted by the mentor, she was curious and asked questions about things that were 

ambiguous and raised concerns about new and odd ways in her new environment. (These 

comments were coded as mentee's curiosity in the analysis – see coding matrix Int1 on pp….). 

Despite their difference - age, appearance, culture and background - the mentee embraced the 

mentor. She seemed comfortable in accepting her mentor. The mentee embodied, embraced, the 

concept of acceptance in a culturally diverse environment. Like many of us in the world today, 

the mentee could have used race and differences in culture as a reason for separation. However, 

she saw an opportunity to bridge that gap, to learn about the mentor's differences. Indeed one can 

view the mentee as assertive for making the connection, for her bridge-building skills, and her 
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willingness to be mentored by a Hispanic woman. She is a symbol of what we as a society can 

be, if we get past our racial differences and look at our commonality as human beings. Here the 

mentee affirmed how the dyad understood each other: 

 
But we learned to understand each other and to work through our difficulties to the point 
where no one was upset or angry or offended. 

 
Unfortunately, I never had the opportunity to see the difficulties as they unfolded, and 

never saw the difficulties unfolding in specific events that constituted the mentoring process. A 

great deal of adjustments in the relationship was diminished when I met the mixed pair. Since the 

mentoring relationship had existed for three years, it was obvious that the two had bonded. It 

would have been useful if I had the opportunity to interview this mixed pair before they 

developed all of their trust, and to observe with my own eyes the development of trust and how it 

works. By definition, the specifics of a behavior like “trust” usually work differently that the 

way people talk or generalize about it. Indeed, the specifics of a behavioral event may contain 

properties that are not present in the generalization. What was unique in this case study, is that 

concept of trust was discovered as the overarching construct. 

Understanding, one person, support, openness, and trust for another, were all dimensions 

of the dyad. None of these were singular events. Out of this mentoring relationship, it was the 

way in which the dyad matured over time that developed into a beautiful friendship. The mentor 

reflected and commented on precisely what those dimensions were all about. 

 
I think it’s very interesting that you are saying that because when you asked me to do this 
I was thinking and I said…you know, it moved from supervisor to mentor, which I think 
now is another dimension and I don’t even know what you can call it now…the only thing 
I know that is a…where I think that she feels very free to talk not only in terms of her 
career, but also about her emotional things in life and I also can share with her. So I 
think it has become a beautiful friendship. 

 

Mentee's View on Cross Cultural Sensitivity and Cultural Awareness  

Two relevant codes clearly emerged from the evaluation of the data—cultural sensitivity 

and cultural understanding. According to Edgar H. Schein (1992), culture can be defined as a 

shared pattern of basic assumptions that a group learns as it solves problems of external 

adaptation and internal integration. In many societies, culture that has worked well enough to be 
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considered valid can be taught to new members as the correct way to perceive, think, and feel in 

relation to problems. Although there are numerous ways in which culture is defined, the 

definition tends to embrace race, ethnicity, national origin, and values. Cornell (1994, p.10) 

describes "culture as something we share. It is a collective mindset that distinguishes the 

members of one category of people from another."  Frequently the differences in culture are the 

visual attributes we recognize in multicultural work settings. Hernandez (1999) refers to cultural 

attributes as differences in race, religion, language, and ethnic characteristics. When cultural 

differences are used or described in the above context, it is not surprising that there are barriers 

to cultural sensitivity and understanding in the work place. Being sensitive to each other was 

important.  

Despite their differences, the mentee did not keep her distance but demonstrated her 

willingness to appreciate and understand differences. She looked for opportunities to dialogue 

and gained exposure from a cross-cultural perspective—opportunities to expand cultural 

awareness, sensitivity, and understanding,   Sensitivity and understanding is the first criterion of 

trustworthiness and their professions facilitated this. The similarities in values were strong, and 

perhaps strong enough to overwhelm cultural differences.  

When asked what kinds of benefits she gained from being culturally different, the mentee 

expressed the benefits achieved, and the importance of cultural sensitivity in this response:  
 
More exposure. I think a lot of times professionally you must have the ability to 
understand people, to know where people are coming from. If people are not from your 
same ethnic background or cultural background, it's still very important for you to 
recognize that and be sensitive.  
 
Perhaps most important, her approach was to understand and make the relationship 

connections professionally and to be more sensitive. Her approach probably encouraged closer 

interactions relating to mentorship, career development, and a better structure for the mentoring 

relationship. In the context of the mentee's awareness of cultural sensitivity, she demonstrated a 

zeal for, and the desire of, a sojourner to understand, to be sensitive, and to recognize those 

cultural differences in others professionally. The results of her efforts were mutual goals for the 

mentoring relationship. Here the mentee expresses her thoughts on mutual goals for the 

relationship. 
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I think career wise just having that knowledge and I think she understood that I was very 
competent in my area and not only was I competent, but that I actually loved what I was 
doing. That in itself was very helpful to the relationship because we were definitely…we 
had the same goals.  
 

Mentee's View of the Mentoring Relationship Structure 

First, I looked at the critical aspects of the mentoring relationship structure between the 

participants, and concluded that the relationship was actually built on trust—the overarching 

construct. The reason why trust is the overarching construct is that a variety of events, behaviors, 

and factors embodied that single concept called "trust."  Based on analysis of the data, there is 

more to their relationship than just trust, but trust is the central part of what's happening in this 

mentoring relationship. When the mentee was asked the question about the kind of relationship, 

she characterized the mentor's relationship style as genuine and caring, and offering positive 

criticism when it was appropriate. The above question invoked this response from the mentee: 

 
She is a very nice person so it was very easy to develop a good rapport with her that led 
into a relationship, that was more than just a kind of work relationship where you can 
actually sit down and have lunch and talk about something other than the children, other 
than the staff, so it was a very easy relationship.  
 
My mentor, she is very nice. She is a very warm person. She has a certain drive that can 
get everyone around her just very involved and engaged and excited. I am in education so 
very excited about learning and working with children and anyone who knows how 
important education is for children you need people like that in that business and it's 
exciting to see people who are just as interested in making an impact on children's lives. 
 
In other words, the mentee felt that the mentor's style impacted the relationship in a 

positive way, thereby causing the relationship to solidify into more than a work relationship 

during the initiation phase. Kram (1983) found that in the initiation phase of the mentoring 

relationship (characterized by six to twelve months), the mentor is admired and respected for his 

or her support. Hunt and Michael (1981) also claimed that the initiation phase serves to allow the 

mentor and mentee to clearly define their roles. Following are comments made by the mentee 

about the importance of a caring mentor: 

 
When you meet people that you feel genuinely care about you that is very important. That 
they care about your work, that they are very concerned that you are doing the best 
possible job that you can do and then also giving you that push…that push both 
personally as well as professionally.  
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The mentee expressed and affirmed the value of the mentor's genuine care and support.  

She also noted that when the mentor demonstrated that kind of relationship style, that she, the 

mentee could be pushed, or motivated, to do things personally as well as professionally. She 

trusted that whatever she did, she was protected from impeding difficulty or problems with the 

relationship because the mentor genuinely cared for her. That meant that any cultural differences 

were irrelevant. 

Before I continue with the mentee's story, I think it is important to clarify what the word 

"push" means in a cultural context and from a theoretical sensitivity perspective. It is 

characteristic of Hispanic or Caribbean women in power to "push" their subordinates to work at 

a higher level. While this strategy can be viewed as inspirational and motivating, the strategic 

action is actually results-oriented. The goal is to push the targets to achieve higher standards and 

to gain better results. The targets can be children, spouses, or subordinates in the workplace. The 

ultimate goal in "pushing someone" might be imbedded in several ancient Caribbean work-

related principles. "Work hard to succeed." "The will does it." "Hitch your wagon to a star."  

These work-related principles were classroom wall posters that were embossed in my 

imagination as a child in Trinidad. The mentee trusted the mentor in certain kinds of things. She 

understood her to be someone more experienced, and someone who could offer professional 

guidance or insights. To validate trust in the mentor's professionalism, the mentee's comments 

follow:  
 
It was very helpful and just kind of seeing how she conducted her meetings and how she 
developed that rapport with the parents in making them comfortable. If it was just 
something as simple as would you like some coffee, can I get you some water? How are 
you today? Things of that nature.  
 
I respect her drive and her level of professionalism and her experience and then informal 
she is just a great person. She is really nice, easy to talk to, very down to earth.  
 
Trust, in this context, meant that the mentor would be on her side. She was non-

judgmental. She understood. She was flexible. She was never punitive. Researchers also 

recognize the value of trust when participants are interviewed. When researchers engage in face-

to-face confidential interviews, what we communicate, how we communicate, and our 

communication style tells interviewees that we are trustworthy people. For example, the mentee 

credits the mentor for her trust and support: 
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It was very beneficial because it allowed me to do my job on a more confident level. It's 
always helpful when you can get some support…maybe I had a question about an 
evaluation and I could kind of run to her…Miss B, is this the way that this should go? 
Should it be written this way? Could you proof this for me, I just want to make sure I 
didn't leave anything out. Did I say this the correct way or should I phrase it another 
way? So that was very helpful. Very helpful!  Someone to kind of present ideas to and get 
immediate feedback. Someone who was right there…who could see the work and knew 
exactly what I was doing.  
 

Mentee Judgmental Trust in the Mentor  

There are two aspects to the domain of judgmental trusting.  

1. Trust in the mentor's professional judgments. 

2. Trust in the mentoring relationship structure   

First, the mentee developed notions of trusting the mentor in terms of the mentor's 

judgments. Now two aspects of judgment could be explored here, two kinds of judgments that 

the mentee came to trust. First, mentee trusted the mentor's professional work. The mentee 

believed that the substance of what the mentor expressed, such as ideas about the profession, and 

their work activities as professionals were superior. It was accurate. The substance of the 

judgments that her mentor made (i.e., when she made a judgment about something, it was 

accurate). Further, in terms of judgment, there was still a different aspect to how she felt that the 

mentor's judgment could be trusted. She was making judgments about how the two of them 

related to each other. The mentee recalls different aspects of the relationship. 
 
A lot of times in a school setting or when you get that first job you are kind of thrown in 
and you are expected to know everything and you just kind of learn from your mistakes 
you just kind of…just have to go with it and yes I was placed in that position, but it was a 
good feeling to know that you had someone there who could a lot of times catch you 
before you fall so to speak'. 
 
And sometimes I think she even recognized and knew when it was too much and she knew 
that I knew what I was doing and I could run with it and most of those times she would 
just kind step back and she would say…I'm sorry…I'm sorry…okay now you go…so she 
sometimes…because she gets so excited about whatever task that is at hand that a lot of 
times she will become a little overly involved…but it was okay.  
 
I knew that she was a special person. She reminds me of an aunt that I have…a hard 
worker, a person that is very hard to say no to, even if you are tired, you would just do it 
for her Miss B…just because. Not only that, but I have a true respect for supervisors who 
are right there with you the whole time. A lot of times supervisors they'll tell you to do 
something and they'll be in the background kind of watching you or doing their own 
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thing, but if we had a large task given to us, she would be right there just as hard…side 
by side with you.'  
 
What the mentee was saying is that she really trusted her way of relating, or that it 

resonated with the mentee's idea of what a mentor should be. This point is not so much to the 

substance of what is being communicated to the mentee, but to the mentor's styles—her personal 

relationship with the mentee. What were those ways? She related to the mentee in a personal, 

trustworthy way.  

Mentee's Trust in Mentor's Professionalism, Skills and Competencies 
 
She was able to give me those necessary skills so that I could relate to those parents and I 
could read the report in a way that the parents would understand and I wouldn't feel as if 
I was the complete bearer of bad news. So being able to... I guess eloquently, comfort the 
parents, and at the same time give that information.  
 
The mentee's statement validates the relationship and conveys that she understands and 

trusts the mentor as teacher. This person is competent and able to transfer some ideas into words 

that one can understand and learn from. She is a good teacher. She knows how to teach me, and I 

trust her as competent. When the mentee was asked the support she received for her 

development, she stated: 
 
Definitely!  Definitely! Because that is a very important piece is being able to relate to 
parents and yes you go to school and in your studies…those are the things that you don't 
learn out of a book. How to talk to the parent and how to explain that report in layman's 
terms so that a parent will understand what learning disabilities are about…you know…a 
lot of times parents think that it's a lot more than what it is when you just basically want 
that parent to understand that your child learns a little differently and at a different pace 
than other students.  
 
Very, very helpful in the field of developing a rapport with parents. As a school 
psychologist I test students for learning disabilities and/or gifted and talented. But many 
times unfortunately it's for the learning disabilities piece and a lot of times you complete 
the evaluation, it's typed and you are sitting at the table across from parents and you are 
having to tell a parent that your child is learning disabled (LD) and they are functioning 
two grades or more below their academic level and seeing the reaction whether it's 
verbal or nonverbal from the parents. That was very difficult for someone very new on 
the scene.  
 
There are several different kinds of competencies demonstrated by the mentor. Being a 

good teacher is one of them. Being a good professional is another. Being a good person with 

psychological sophistication, one who knows how to respond appropriately to the mentee, is 
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another aspect of trust. The mentee notes above that the mentor is competent in her field, and 

instructs her professionally. She believes that the mentor knows a lot about what she is talking 

about professionally and can impart explicit knowledge (knowledge that is clear and precise). 

Specifically, the mentor provides her with the important skills to be able to relate evaluation data 

to parents. Below are the mentee's noteworthy comments about presentation skill development.  
 
Definitely, she increased my confidence, self-esteem, provided me with a wealth of 
knowledge about different things…not necessarily related to education per se.  
 
Because we also started a charter school and I was exposed to so many things and now I 
can say I know how to obtain a building permit. I know how to obtain the 501C3, so it's 
just things that I would have never…probably received the opportunity to do. 
 
But the second part is that the mentee believes in this person. (Now this is related more to 

the mentor's style), that this person is competent and that she can do things correctly. She has an 

overall belief…a trust that this person is competent in her field. This person knows how to act 

appropriately to me. She knows how to understand me, react to me, and think about me. It says 

she understands and that she trusts this person as a teacher. She knows her business as a special 

education supervisor. The mentee affirms the mentor's value in special education. 
 
A lot of times…with charter schools we go through several monitoring processes and at 
those times it can be very stressful and she was the Special Education Coordinator at that 
time, so she was responsible for all of the special education services at the school and I 
fell under her as a school psychologist.  
 
There were very stressful times. But we learned to understand each other and work 
through that to the point where no one was upset or angry or offended.  
 

Mentee's Trust in the Mentor Overcame the Mentoring Challenges  

Newly hatched baby turtles struggle to get out from under the sand. The turtle's 

destination is the sea. However, by picking them up and putting them in the ocean, they are soon 

devoured by the denizens of the sea. Turtles that are allowed to continue the struggle and make it 

to the sea on their own strength survive in the sea. Why? The strength they need to survive was 

gained in their struggle. This analogy can be applied to the mentee's strength to survive the tough 

challenges and assignments delegated by the mentor. 

There is no question of the mentee's trust and loyalty for the mentor. However, I 

questioned whether the mentor provided the mentee with the appropriate skills to accomplish the 
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assigned tasks. While the mentee accepted all assignments and challenges regardless of the 

difficulty, she perhaps thought that this was a process of initiation into the charter school world. 

Here the mentee describes one of her challenging assignments. 
 
She asked me to assist her in starting a charter school and I knew that I had never started 
a school before. As far as how to run a business or start a business organization…again, 
I had no experience with that. And I actually…I had to ask her why me? What can I 
provide to you? Her response was, well I know that you will get the job done.  
 

The mentor's trust in the mentee's abilities ignited and motivated her to take action. That 

explicit level of trust appeared to be related to the level of responsibility. Trust validation of the 

mentor’s belief in the mentee was critical. 

 

 

      

 

 

 

    
      
Figure 4.1. Mentoring relationship structure. 
 

As the level of trust increased in the relationship, the level of responsibility and 

confidence also increased for the mentee. This underlying dynamic set the mentee on a course 

that she believed she could do anything that she set out to do. Challenges or obstacles placed to 

the mentee seemed invisible. The perception of this dynamic increased my theoretical sensitivity 

to the mentee's bold attitude to accept those challenges or obstacles. My position is that 

challenges and obstacles are actually placed in our lives not to deter us, but like the baby turtles, 

to give us the strength to overcome. The themes—mentor's trust, greater confidence, and 

increased responsibilities—were symbols the mentor stood for. Here the mentee recaps her 

personal challenges:  
 

Trust 

Increased Confidence  
+ 

Increased 
Responsibility 
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So that was a great compliment; however, it was also a personal challenge for me 
because then I felt as if…okay, I have to really step-up to the plate and I have to really 
produce.  
 
So, she would give me a list of things to do within that week…it could be anything from 
obtaining emergency codes or the building codes. Let's see…find out the building permit, 
contact the fire department to make sure that the building is safe and all the codes are 
met. I had no idea. So I would go and I would have to ask a lot of questions, but I got it 
done. All of the things.  
 
How glorious an inscription: "I did it."  It is indeed wonderful to have our moments of 

glory. The joy after call comes largely from working towards a goal and the excitement of 

achieving those goals. Some of us may have to content ourselves with, "she tried."  But who 

really wants to hear the words "she tried… and gave up" to make her departure. If we cling to 

our commitments and personal challenges to the best of our ability, we can congratulate 

ourselves at the end of the day with "I did it" just like the mentee. Just a quick note about people 

who accept difficult assignments but see them as personal challenges; they are motivated people 

with good survival skills. The mentee worked hard like a hurdler who was being trained. If she 

was running against or running towards hurdles that were pretty high, she jumped over them. In 

the following quote, the mentee conveys some of her challenging assignments. 

 
I was responsible for hiring individuals, developing questions for the interviews, 
reviewing interview packets, interviewing teachers and again those were things I had 
never done before either, but I was able to do all the assignments.  
 
So now I'm a Director of Special Education, but I still have that school psychology 
background, so it's added to the many things that I can do now.  
 
Figure 4.2 presents a graphic interpretation of significant nested themes that were 

embedded in the data. The themes revealed are related to the mentee's perspectives and story in 

chronological order. Specific quotations relating to the described themes were identified and are 

highlighted in the graphic.  

Example - Cultural Barriers and Challenges - Linguistic Barriers 
 
Perhaps the accent, I had to become accustomed to. That was the only thing. But we 
learned to understand each other and worked through our differences. Because a lot of 
times when we... if I began talking fast right now, you may have difficulty understanding 
me and her accent is very, very apparent and so sometimes when she gets excited, I 
would say, I need you to slow down Miss B and say that one more time. 
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Emergent Themes from the Mentor's Story 

Mentoring the New Teacher in a Multicultural Work Setting -Growth and Development 

Functions 

Mentoring relationships evolve in a number of ways, and remain an important issue in 

organizations. Women, especially those in education, are mentoring other women and thus 

gaining respect and recognition for themselves. They are forming close relationships of trust and 

learning how to depend on one another. This is not new, but it is increasingly more valued in the 

multicultural organizations. The first year for an inexperienced teacher, especially for new 

teachers, is a stressful one. Mentoring certainly can help to establish a firm foundation for future 

growth and development. The mentor expresses her thoughts about the mentee's desire to start 

her journey toward growth and development:  

 
I think the kinds of questions that Sandy asks. The kind of questions not only in terms of 
curiosity, but actually learning experience that she was seeking and I saw that she 
wanted to grow and learn more about her career expectations and so those kind of 
dimensions I think that one sees in a person that instigates for you to provide mentoring.  
 
Well I think that one of the things…that sometimes people think that the person who 
really gave more is the mentee and I think that is a relationship where the mentor learns 
as much from the mentee, as the mentee learned from the mentor. And when there is that 
opportunity for growth for both of them, I think that is what makes a really great 
relationship.  
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Freedman and Kahn (2000), authors of The Role of Effective Mentors in Learning to 

Teach, offer valuable insights to the mentoring new teachers. The authors state that establishing 

strong mentoring relationships based on dialogue and observations between the mentor and the 

person being mentored should be an ongoing process. It is a relationship that should help the new 

teacher being mentored to define one's own teaching experience and teaching life. Sorcellini 

(1994) suggests that the ability of new teachers to navigate through the early years is critical to 

their success in and satisfaction with a teaching career. The author points out that the new 

teacher navigates the terrain of his or her new environment. Therefore the need to mentor a new 

teacher is crucial to short-term and long-term career success.  

In this study, the method of establishing an agenda for the mentees' growth and 

development was clearly linked to the mentor's willingness to accept the responsibility for 

mentorship. Quite often, this is the first hurdle in establishing a method for a mentoring 

relationship. The literature supports these methods of establishing a mentoring relationship listed 

in Table 4.2 (Burke & McKeen, 1990; Dodgson, 1986; Kram & Isabella, 1985). Based on the 

findings of this study, the following responsibilities and functions were characteristics displayed 

by the mentor. These were revealed in the data. 

 
Table 4.2   
 
Mentor's Responsibilities and Functions 
 

Mentoring Responsibilities and Functions 
 
1. Willingness to assume responsibility for the mentee's growth and development 
 
2. Provided the mentee with challenging assignments and a greater level of responsibility 
 
3. Identified developmental needs and set goals 
 
4. Utilized a problem-solving approach to teach the mentee new skills 
 
5. Created a reward system for goals accomplished 
 
6. Willing to share tacit knowledge relevant to the mentee's needs 
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Trust from the Mentor's Perspective 

Trust is hard earned. Some counsel us not to trust anyone. It may seem to be the smartest 

thing to do, to run lives thinking the worst of others and never letting down our guard. However, 

in trusting we can help others, and later our actions may be reciprocal. There are things that 

people can learn to do in order to look like they are trustworthy. First, you must believe the other 

person to be trustworthy and communicate your belief. The second aspect of trustworthiness is 

the evidence of trust.  In the context of this study, the data revealed trust from the mentor's 

perspective had multiple meanings to different situations. For example, when questioned about 

trust that the mentee developed, the mentor describes different types of trust:  

 
A mutual trust, I think it was trust and respect. 
 
Trust in her judgment. 
 
Trust in terms of that I could depend on her. 
 
And I think that at the same time she trusted me that I would not make a judgment if she 
would make mistake rather than see how she could improve from the experience and so 
she felt free to communicate. 
 
The mentor characterized the stages of the mentoring relationship as a progression and 

that the relationship was built on "mutual trust," one of the "most striking" codes labeled in the 

data (See Coding Matrix CM2). For example, the mentor recollects with this comment another 

aspect of trust that the mentee developed professional trust: 

 
And then there was a trust where she developed a trust in me in terms of the kinds of 
things that I was able to help her and then at the same time, share with me in a 
professional way things that she was doing and how I was doing it and how we learned 
from each other, so that by the time it came in to go into another dimension, I would say, 
and I approached her to really come in and start a new venture, she was almost ready 
and took her some time, but she really felt that because I was asking her to do that, then 
she felt  it was an opportunity for herself that yes she could do it.  
 
To understand another aspect of the definition of trust, we can view a different type of 

trust but in the same context. The question is how do people with different statuses trust one 

another? As is the case in this study, the statuses were a vertical hierarchy, where the mentor is 

higher up on that hierarchy and the mentee is lower by definition. So how does that gap between 

them function with respect to their trust? In this case with these two women, that gap was small. 
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The mentor points to the reciprocal learning relationship that validated the small hierarchical gap 

in their status:  
 
And then there was a trust where she developed a trust in me in terms of the kinds of 
things that I was able to help her with and then. At the same time she shared with me in a 
professional way things that she was doing   
 
We learned from each other, so that by the time it came in to go into another dimension, I 
would say, and I approached her to really come in and start a new venture, she was 
almost ready and took her some time, but she really felt that because I was asking her to 
do that, then she felt  it was an opportunity for herself that yes she could do it.  
 
The gap in status was relatively small despite the fact that the mentor was a lot more 

experienced and significantly higher in the profession, but it was still small. Because they both 

had a lot of confidence in each other's professionalism the dyad operated like peers. But one 

could easily see other kinds of mentor/mentee situations that you are going to come across in 

which that gap is much bigger, and a much more important one that contributes seriously to a 

lack of trust between the two. The mentor recalls another aspect of trust in the second phase of 

the mentoring relationship: 
 
That was the second phase…where she trusted me and so we got energy from both into 
this new venture that materialized…we became an enterprise. I think… we went through 
a lot together. And, for her I think personal, but then I think that the mentoring dimension 
became bigger because it was not only was it just her and me, but family…her family and 
my family.  
 

Trusting allows one to see the good in people. Trust promotes the need for commonality and 

harmony; without trust there is none.  

Mentor's Vision for the Mentee 

As a child grows, a parent or guardian nurtures and holds fast dreams that sometimes a 

child is too immature or reluctant to claim or maintain. Over the years, parents and children may 

not claim the same visions at the same time. And, at times, the two may struggle against each 

other. The dream gets scrambled but never dissipates. However, the parent is a tenacious giver 

and keeper of the dream. Is it irrelevant whether the dreams come to be or not? What is critical is 

that the dream is instilled.  

The parent teaches the child just as the mentor teaches the mentee, by example, the 

necessity of dreaming. Time and experience assist in instructing the mentee how to cling to 
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dreams. A mentee needs to learn to dream in order to realize his or her wholeness as a person. 

According to Levinson (1978), the functions of a mentor are to sponsor, guide, provide and 

support. He also assigned a mentor the developmental task, "to facilitate the realization of a 

dream," and emphasized that this mentoring function was a crucial one, developmentally. In this 

study, the mentor implanted a vision so that the mentee had something to look forward to and it 

is an accurate picture of what she expects that the mentee can reach for, not something that was 

out of her reach. In this study, to facilitate the realization of a dream, the mentor inspires the 

mentee with an entrepreneurial vision of a new charter school. Note that this vision does not 

include a recipe or promise of success, just a belief. The mentor conveys these words to the 

mentee:  
 
Yes. It was the day I asked her to leave her job…very secure job to jump in with me into a 
new venture where I was hoping and I opened up very much and told her all the plans 
that we were making for the new venture and I mentioned to her that I would go into this 
especially if she would come with me, but we were starting with zero dollars and zero 
students and zero everything and she believed that we were going to make it and we did 
make it and so I think that was a key. 
 
Can anyone be content with only dreams? Hardly. Hopes and dreams give us reason to 

live, and should be passed on as a gift on to the next generation. We get stronger when we 

dream, stronger still when we pursue our dreams. The mentee's belief in the mentor made her 

stronger. Here the mentor's comments solidify the value of dreams.  
 
'Oh it made me feel really good. No matter, what, this venture was going to succeed. Now 
I really needed someone who believed in me. That made me strong and there was no 
looking back.  
 
In some families today, the structure is weakened in part because too many of our 

mothers are too young to have learned the value of dreams, the hope, and the strength of dreams. 

Thus, some children may grow up in hopelessness and without dreams or visions.  

In this study, the mentor instilled visions gave the mentee the feeling of high 

expectations, and the mentee strived to live up to those expectations. The mentor made demands 

on the mentee and I wondered if those demands were fair. She made her accountable; however, 

she also made her believe that she could handle the challenges. Specifically, the mentor 

structured her own picture of the mentee success and gave her a larger vision of herself, probable 

beyond her perception.  
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Mentor's Role in Motivating the Mentee  

Motivating someone is debatable. All you can do is instill a positive vision or attitude and 

hopes it catches on. Motivation comes from within. Mere motivation has made countless 

disadvantaged individuals successful, whose significant advantages resided in their positive 

attitude and vision. What is involved in motivating a person? How do you get somebody to be 

motivated? What can you do to motivate someone? Well, one of the things you cannot do is use 

the carrot and stick approach. The carrot is placed in front of a person to make them jump 

towards it. That is motivating. A stick is used to make the person move. That is another kind of 

motivation. But it is a self-defeating motivation. So what does the mentor do to motivate the 

mentee? What are her techniques for motivating this woman? Well, I will tell you one of two 

examples that were revealed in the data (a) by describing accurately what the future may look 

like or what successful behavior would look like, and (b) promoting the concept called trust.  

 
And I think that at the same time she trusted me that I would not make a judgment if she 
would make mistake rather than see how she could improve from the experience  and so 
she felt free to communicate. 
 
What I'm getting at is there are many aspects to motivation. Motivation is a complicated 

concept, and as I explored and examined the data, I discovered that the mentor introduced an 

achievement-based approach, which became an important objective for motivation.  

Psychosocial Support from the Mentor's Perspective 

In life there are crises. Like thunderstorms, some are scarier and more explosive than 

others. But we must remember that there was peace before the storm, and there will be peace 

after. Crises usually seem overwhelming, since they dominate our lives for a short time. 

Although the mentor did not speak of the crisis she experienced, she found greater sense of belief 

in people knowing that the mentee trusted her. Like a passing thunderstorm, she reassessed the 

level of trust that one puts in others and decided that it was refreshing that people like the mentee 

can be counted as genuine. It would appear that while the mentor overcame her crisis, she was 

infused and refreshed with inner strength, confidence, composure and optimism that surged from 
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the mentoring relationship. At this point, the relationship was "completely different."  The 

mentor reveals her personal thoughts on issues that she confronted in her life.  
 
I think that the trust that she had in me at that point…it benefited her, but I was going 
through in my own personal life and a very trial time on a personal, academic and 
business level and to have someone that trusted me…it made me believe again in people 
and so it was a point in my life where I was really reassessing the trust that you can put 
in people and so I had to stop and think of that time in my own life, so I think it was 
refreshing to see that you have to go through life believing in people, that other people 
are genuine.  
 
At this point in the interview, the mentor became very emotional. I stopped the tape 

immediately, to allow the interviewee to regain her composure. Silence was inevitable. Silence is 

also speech. Silence can also be a great communicator. Indeed, when we watch the characters in 

a movie or play, note the moment that gives you the greatest insights into the characters. They 

are, times when the characters react with their eyes, their mouths, their bodies, and their whole 

physical beings. The mentor's reactions were intuitive. I watched the mentor in silence and saw 

the pain; her face was flushed with emotion. I was speechless, and felt bolted to my chair. 

Whatever crisis she experienced, it was probably explosive. Her body language told the whole 

story. She appeared to be frozen in time. Her words came out puzzlingly, but did not jibe 

together.  

 
You know… the energy passing around... so I think… you know… And I think… 
 
This was the unexpected and I felt powerless. Afraid that I would absorb her pain, I 

waited in silence and trusted her body language for the next clue. We needed silence in this part 

of the interview. Sometimes we need silence in our lives to think, to create, and to rest. We 

observed each other for approximately five minutes and waited silently as the pain flew by. 

Regaining her composure and strength, the mentor continued with such gracefulness it was 

almost like a cloud. Not all of us can make a claim of gracefulness, yet as women we know it 

when we see it. Gracefulness is an ease in motion that suggests inner composure and poise. It is 

not forced or aggressive, but natural in appearance. Here seated directly in front of me was a 

portrait of gracefulness. Moments of gracefulness occur in probably all our lives. As I looked at 

the mentor I thought - that gracefulness might be the way some women react to defeat, 
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disappointments, or respond to a crisis. The mentor sat gracefully letting go all anxiety and 

continued with these comments as the pain flew by: 

 
From that experience and I hope I was able to thank Sandy and her family that we were 
on sometimes things in life that came together and we were there for each other and we 
were not alone. 
 
And I think that I learned a lot more from that experience from her family and how to 
deal with different situations and more important to me was how to really rejoice in that 
day on that day and how that day was given and what happened on that day and see life a 
day at a time where in my family, we are always look about what was going to be 10 
years from now, but I learned from the family of Sandy.  
 

Mentoring for the Greater Good 

We are not solely individuals on this planet but part of a community. Our concentric 

circles begin with our family, and then move outward to include our neighborhood, the 

community and then the global community. When we make our selves stronger, we make our 

communities stronger. When we make our communities stronger, it makes every individual 

stronger, by providing more power, more opportunities, more role models, and more hope. 

In a new campaign to turn baby boomers into "do gooders" for the community, next 

January, 77 million baby boomers will have the potential to become an immense social resource; 

like the "older gate-keepers," the "do-gooders" can strengthen the community. Jay Winsten, who 

directs the Center for Health Communications at the Harvard School of Public Health, is 

preparing to launch a national media campaign that will encourage boomers to mentor young 

people and volunteer in their communities. As referenced in chapter one, the Mentoring 

Proclamation set for the by the President of the United States also proclaims:  
 
Mentoring reflects the great strength of America-the heart and soul of the American 
people. During National Mentoring Month, we recognize the dedicated individuals who 
volunteer their time to mentor young people, and we encourage more citizens to give 
back to their communities as mentors.  Mentors are friends, teachers, and role models. 
They open doors of opportunity, convey values, and help provide the stability and 
encouragement that young people need to succeed. By spending time with a mentee 
showing compassion and guidance, a mentor can profoundly affect a young life. 
Research shows that adolescents who have an adult mentor are far less likely to engage 
in high-risk behavior. Mentoring relationships create continuing cycles of hope and 
promise, as they not only provide positive influences for individual children, but also 
strengthen families and communities.  
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I envision two signs on the horizon for Winsten's campaign, and they could even become 

a reality. First, an immense number of boomers could emerge as true 'do gooders'; take an honest 

stand, and actively mentor men and women in ways that really make a difference. Second, the 

boomer mentors can work beside other women or men, like the mentee in this study who 

demonstrated a willingness to increase their learning capacity and potential. In essence, boomers 

can mentor to empower others with a cause. Of even greater potential is a new paradigm for the 

mentoring phenomena—a sisterhood and brotherhood that is essential for good relationships 

(especially in multicultural organizations) and friendships to restore balance and wholeness to 

our misunderstood workplace. Like the mentor in this study, experienced women in education 

seek to strengthen the education community. When asked, how did the mentoring relationship 

impact her work experience?  

 
I think that is what has been so good about this mentoring/mentee relationship because it 
was not so much about that I was given, but rather how we were able to do for people, 
for children, for society. So it was not so much…I never thought until you are asking me 
the question in that way…I never thought about what I was doing for her rather than how 
we were given to each other to the community. 
 
The mentor/participant in this study can be characterized as a "do gooder" of education, 

"pushing the mentee" in a wider context of the education environment to gain greater capacity 

and potential. A question pertaining to the way mentoring impacted the community invoked this 

response. 

 
In a very specific way. How to help the children to cope in school systems. For parents to 
learn more about their own children and how they can deal with the children who have 
difficulties of learning or emotional problems, to deal with them and see them as 
individuals rather than sick children…just to see them as children. To open up new 
opportunities for children to have a choice and a new school. So it was not so much 
about what I'm giving or what she is receiving, but rather how we can do this thing for 
the community. So I think that…but you know, in the process, I think that we got 
enrichment ourselves.  
 
In a large communal sense, the mentor's words set forth a paradigm that changed the 

purpose and landscape of the mentoring relationship structure from one-to-one mentoring to 

mentoring for a greater good—for the community. Mentoring at a community level can allow us 

to embrace all that we are as people, and draw from the rich matrix of different cultures. Why not 
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share our many strengths and differences, and mentor others to enrich the community—this is 

the message that this mentor/mentee pair offered. 

Findings on a Thematic Level 

For this study, data analyzed to develop the themes were induced inclusively from the 

data and parallels were drawn for the analysis. As the categories and themes evolved, each beam 

of data had to fit with each other in a logical way. I created a mental flowchart of the themes that 

significantly impacted the relationship. This required that the researcher go deeply and directly to 

insights in the data that were blocked from sight and find each beam to fit the patterns logically. 

The patterns revealed how these simple beams of data became the structural units of the 

mentoring relationship structure. I sought to deepen the level of consciousness, broaden the 

range of experiences and turn toward the theoretical patterns that had been blocked from sight 

(Spielberg, 1965, as cited in Merriam, 2000). In a logical and thematic mode one can view the 

themes below as a framework that embodies the foundations of peer mentoring of a cross-racial, 

cross-cultural, and cross-age nature. The themes are:  

 
1. Trust and Respect 

2. Willingness to participate 

3. Cultural Understanding 

4. Mutual Compatibility and Psychosocial Support 

5. Knowledge Sharing and Role Modeling 

6. Leadership 

The thematic findings are discussed below (see Figure 4.3). 

Cross-Racial, Cross-Cultural, and Cross-Age Peer Mentoring 

(Thematic Findings from the three interviews) 

 

 

 

 
Figure 4.3. Major themes of cross-racial, cross-cultural, and cross-age mentoring.  
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1. Trust and respect were the most striking codes that surfaced in each interview and 

were the overarching construct, and core foundation of this cross-racial, cross-

cultural, and cross-age mentoring relationship. The mentor instilled mutual trust and 

respect, and created a culture that fostered high standards of ethics and fairness 

toward the mentee. She also demonstrated a sense of corporate responsibility and 

commitment to mentoring relationship. 

2. Willingness to participate was striking code- willingness from the mentor's 

perspective was quantified as 99%, which meant that the attitude, receptiveness, and 

readiness of the mentee were significant to the mentorship success. 

3. Cultural understanding was a relevant code that ignited the mentee's leadership skills 

relative to overcoming cultural barriers, cultural awareness, and cultural sensitivity. 

The mentee looked for opportunities to dialogue with the mentor, and created a 

unique method bridge the linguistic gap. She questioned and clarified mentor's 

instructions in her mission to breakdown linguistic barriers. 

4. Psychosocial support – The mentor responded appropriately to the needs, feelings, 

and capabilities of the mentee in different situations. She was  tactful, compassionate, 

sensitive, and treated the mentee with respect. 

5. Knowledge sharing and role modeling benefited the mentee notably. From the 

mentee's perspective, several competencies demonstrated by the mentor: Expressed 

facts and ideas were clear, convincing and presented in an organized manner. The 

mentor was admired as a good teacher, a professional, and a person with 

psychological sophistication. She also shared knowledge as a role model. 

6. Leadership skills demonstrated by the mentor instilled mutual trust and respect. The 

quality of leadership depicted some of the best practices for multicultural work 

settings …valuing people, developing people, and motivating and energizing people. 

Summary 

This chapter presented from a cross-racial, cross-cultural, cross-age perspective the 

mentoring relationship of two women in a multicultural educational work setting. The 

participants brought a rich resource of experience and insights for the case study development. 

Each story brought clarity, purpose, and depth of the mentoring phenomenon because each 
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participant became empowered by their own experience. The objective of this case study was to 

give meaning to the events in the interactive process of the mentoring relationship. Case studies 

are suitable if one is interested in process. Therefore, during the analysis process every attempt is 

made to better understand the events as they occurred through the participants' own words. For 

example, the first step in this data analysis focused on the participants to better understand their 

stories in the context of their environment or organizational setting. Using this approach 

strengthens the research design and provides the context for inquiry and discovery (Miles & 

Huberman, 1994). The second step in the process examined and explored interactions, 

relationships, patterns, challenges, barriers, learning experiences. This step provides meaning 

and context to the events that occur. Through specific inquiry the researcher questioned and 

searched for meaning, probing deeper into the phenomenon. 

Transcriptions provided an essential record to draw upon for the individual roles in the 

mentoring relationship, and provided the conversational structure for this chapter. Exploring the 

tape recordings of events helped to put the study in context, authenticated the codes, patterns, 

themes, relationships, and constructs that emerged for the data. Additionally, the researcher 

learned unique, new insights and appreciated being let into their very special life-worlds. I was 

fascinated by how quickly the microcosm mentoring experience for this mixed pair became a 

function—a synergistic multicultural function for mentor and mentee. Being part of this venture 

was a gratifying professional opportunity. I now feel connected to the mixed pair who shared the 

satisfaction and pleasure of having successfully met the challenge of a cross-racial, cross-

cultural, cross-age mentoring experience. This study was worth sharing. As we look into the 

future, I envision a larger movement for multicultural mentoring- a macrocosm of mentors and 

mentees as a multicultural movement.  

Chapter five provides a summary of these findings, ignites a discussion of the  

conclusion (in a broader perspective), strengths and weaknesses of the research, and 

recommendations for both practice and future research. 
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CHAPTER FIVE 

SUMMARY, DISCUSSION, RECOMMENDATIONS, AND CONCLUSIONS  

Mentors are guides. They lead us along the journey of our lives. We trust them because 
they have been there before. They embody our hopes, cast light on the way ahead, 
interpret arcane signs, warn us of lurking dangers, and point out unexpected delights 
along the way. 
        Daloz (1987) 
 

Introduction 

Mentoring has been used as a training and development tool for centuries (Hunt & 

Michael, 1988). Once exclusive in nature, organizational changes have prompted human 

resource departments to shift the focus of such mentoring relationships to involve more 

employees. Changes, such as greater difficulty in developing talented, competent managers and 

employees to replace those retiring (Burke & McKeen, 1990), the increased number of women 

(Burke & McKeen, 1990; Fagenson & Jackson, 1993; Ragins & Cotton, 1993) and minorities 

(Triandis, Kurowski, & Gelfand, 1994) in the workplace, have grown larger and more 

impersonal (Murray, 1991), and have challenged organizations to seek more democratic, 

unrestricted, and inclusive peer mentoring relationships and programs. 

The benefits of mentoring, which have been widely expressed in popular and scholarly 

literature, include greater career satisfaction, promotions, increased self-esteem, better 

compensation, and greater job responsibilities. “Individuals in mentoring relationships are clearly 

at an advantage in comparison to those who have never had the opportunity to be mentored” 

(Ragins & Cotton, 1993, p. 98). Earlier research argues that mentoring is related to positive 

outcomes for the mentee such as better socialization, better performance, and greater 

commitment to an organization, higher salaries, and promotions (Dreher & Ash, 1990; Fagenson, 

1989; Whitley, Dougherty, & Dreher, 1991).  

The central purpose of the study was to examine the challenges and experiences of peer 

mentoring in a multicultural work setting. The second purpose was to identify issues related to a 

cross-racial, cross-cultural, and cross-age mentoring relationship. This chapter is organized into 

four sections: (a) summary, (b) discussion, (c) recommendations, for both practice and future 

research and (d) conclusions. First, the summary of the study highlights the purpose, data 
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collection, and findings. Second, the discussion offers insights into the mentoring process: what 

factors appeared to have affected the success of the mentoring relationship, and how the mixed 

pair created a bond. Offered also is an integrated understanding of the study as it relates to the 

literature reviewed in Chapter Two. Third, recommendations ignite a conversation for future 

research and mentoring challenges in a broader perspective. Finally, the fourth section presents 

conclusions. 

Summary of the Study 

Because of the exploratory and illuminating nature of the study, this last chapter is simply 

one step toward understanding the nature of a multicultural mentoring relationship: cross-racial, 

cross-cultural, and cross-age but of the same gender. Through a social learning orientation, the 

study was based on the assumption that learning occurs or can be enhanced by observing others 

in a social setting. The conceptual framework of social (observational) learning, á la Bandura 

(1986) was central to this investigation of mentoring and contributes further to the understanding 

of mentoring and role modeling as a social/adult learning activity.  The premise here is that 

learning is inherently social and that individuals do not exist in a "vacuum" but observe and learn 

in complex organizations, which includes work settings. 

Previous research has demonstrated the importance of mentoring as a developmental, 

career-enhancing activity by which individuals learn the rules of the game necessary for 

advancement. A growing body of literature has recommended that despite pitfalls and problems 

in mentoring, participants have reported a positive influence of one or more mentors 

(Cunningham & Eberle, 1993; Murray, 1991). Mentors and mentees have also described the 

relationships as being more than just career enhancing, but life enriching.  Kronik (1990) and 

Chew (1992) concluded that women did not have the same kinds of mentoring relationships as 

men because of gender-based and contextual issues that arise in the workplace.  Levinson (1978) 

confirmed that the most meaningful aspect of mentoring and its contribution to adult 

development was psychosocial support received from the mentor. Brown (1995) noted that the 

most significant psychosocial support to the mentee was that the mentor bestowed confidence, 

faith, and belief in the mentee's abilities.  Professionals, in particular, are viewed as benefiting 

from learning activities that not only enable them to assimilate new concepts and pragmatic 
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information, but also help them to apply such knowledge acquired through mentoring directly to 

their occupational focus (Ibarra, 2000; Cohen, 1995).  

This study is unique because it examined simultaneously same gender, but different race, 

culture, and age.  Few studies have examined race differences, and no prior studies to the 

author’s knowledge have examined the mentoring phenomenon from same-gender, cross-racial, 

cross-cultural, and cross-age perspective. The study also considered the knowledge aspect of the 

mentoring phenomenon and posed the question of what skills and/or competencies are required 

of the mentor and mentee to influence same-gender, cross-race, cross-cultural, and cross-age 

mentoring relationships. Previous studies have focused primarily on benefits to the mentee and 

mentoring functions as they relate to career development.   

Data Collection and Analysis 

A qualitative approach provided the best research design for the participants in this study. 

Using this approach provided in-depth insights into the mentoring phenomenon. The data 

analysis was guided by the analytical style set forth by Merriam (1998). This style is a multi-

method analytical approach because the researcher analyzes the data much like an interpreter 

searching for meaning—identifying, labeling, sorting, rearranging, verifying, and categorizing 

until thematic patterns are revealed in the data. Following the analysis and review of the 

audiotapes, a matrix was designed to tag or label the data as described in Miles and Huberman 

(1994). The tagging and/or labeling process assigned units of meaning to the data, and produced 

different levels of coding (open coding, axial coding, and select coding illustrated in Table 3.1). 

The idea here was to assign codes to the transcribed data, make sense of what was happening, 

and to follow the events as they unfolded.  Data were entered into a coding matrix to display the 

codes. These qualitative grids provided an organizational tool to understand assemblies of the 

data. Coding matrixes have significant power since they are used as a channel to record, sort, 

examine, categorize, match, verify, and guide the data as the events unfold. A data logic diagram 

was developed to decipher the themes and constructs meaningfully, while keeping the 

relationships unbroken. This analytical style is consistent with the multi-method approach used 

in ethnography, phenomenology, and grounded theory. This method of analysis moves the data 

along a continuum from the collection phase to the interpretive phase.  
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Findings 

Three research questions guided the study. 

Question 1.  

What challenges and barriers did the mentor and mentee face in their cross-racial, cross-cultural, 

and/or cross-age peer mentoring relationship in this specific organization?  

Question 2. 

How did the mentor and mentee address cross-racial, cross-cultural, and cross-age barriers?  

Question 3. 

What skills and/or competencies, as perceived by the mentor and mentee’s experiences, are 

needed to make a cross-racial, cross-cultural, and cross-age peer-mentoring relationship 

successful?  

Table 5.1 offers a brief depiction of the findings 

 

Table 5.1 

Research Questions and Answers (Succinct- abbreviated insights, Chapters Four and Five 

address an integrated understanding of the three areas of inquiry.  
Research Questions Insights 

Research Question 1 - What challenges 
and barriers did the mentor and mentee 
face in their cross-racial, cross-cultural, 
and cross-age peer mentoring relationship 
in this specific organization?  

Linguistic and cultural barriers crested challenges for the 
mixed pair – specifically dialect and accent. However, 
this was not a significant cultural barrier.  
Clearly the role of the job, tasks, and commonality of 
interest overwhelmed their cultural differences  
They were motivated primarily by the greater good of the 
organization rather than exclusively by their own self 
interest. 

 
Research Question 2 -How did the mentor 
or mentee address cross-racial, cross-
cultural, and cross-age barriers? 

 
The mentee embraced the concept of acceptance in a 
culturally diverse environment. She looked for 
opportunities to dialogue and gained exposure from a 
cross-racial, cross-cultural perspective—opportunities to 
expand cultural awareness, understanding, and cultural 
sensitivity. 

 
Research Question 3 - What skills and/or 
competencies, as perceived by mentor and 
mentee’s experiences are needed to make a 
cross-racial, cross-cultural, and cross-age 
peer-mentoring relationship successful?  
 

 
The mentor created functions and activities that were 
capabilities driven to share knowledge and teach the 
mentee. The most important skills that benefited the 
mentee were: presentation skills, problem-solving skills, 
negotiation skills, and setting up a charter school.  
Teachable moments, such as presenting evaluations 
edified the mentee. 
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Discussion 

This study offers several insights relevant to understanding peer mentoring in multicultural 

organizations. Findings revealed five characteristics that embodied the mentoring relationship 

structure: compatibility, confidence, capability, communication, and cultural understanding, 

which I have coined the Five C’s, depicted in Tables 5.2 to 5.6.  

The Five Cs of the Mentoring Relationship Structure 

Table 5.2 

Compatibility 
Compatibility Data Driven Response 

Relates to the chemistry and 
connection made between the 
mentor and mentee. 
What were the unique 
dimensions that connected this 
mixed pair? 
Good feelings 
Similar family values 
Similar philosophy of life 
Career philosophy 
Unique connection 
 
 

The main thing I think was the value system…it was very similar and as I learn 
more about her parents, I see a lot of those values in my own parents, so I think 
that is something that is very unique  possibly in terms  your own philosophy of 
life and career that I think made a very unique…connection. (Mentee) 
 
I think it's very interesting that you are saying that because when you asked me 
to do this I was thinking and I said…you know, the relationship moved from 
peers, which I think now is another stage... and I don't even know what you can 
call it now…the only thing I know is she feels very free to talk not only in terms 
of her career, but also about her emotional things in life and where I also can 
share with her. So I think it has become a beautiful friendship. (Mentor) 
 

 
Table 5.3  

Confidence 

Confidence Data Driven Response 
Relates to the ability to 
have confidence in one 
another, and as a result 
trust one another as 
professionals despite 
racial, cultural, and age 
differences.  
 
 
 

Definitely increased my confidence, self-esteem, provided me with a wealth of 
knowledge about different things…not necessarily related to education per se. 
(Mentee) 

  And then there was a trust where she developed a trust in me in terms of the kinds of 
things that I was able to help her and then at the same time, share with me in a 
professional way things that she was doing and how I was doing it and how we 
learned from each other, so that by the time it came to another dimension, I would 
say, and I approached her to come in and start a new venture, she was almost ready 
and took her some time, but she really felt that because I was asking her to do that, 
then she felt it was an opportunity for herself that yes she could do it. 
 And I think that at the same time she trusted that I would not make a judgment if 
she would make a mistake. Rather, the goal was to see how she could improve from 
the experience and so she felt free to communicate. 
I trust her judgment, trust in her value system, and trust in terms that I could depend 
on her. (Mentor) 
Worth noting - confidence and trust overwhelmed any differences, this conclusion requires 
further study with a different mixed pair. Trust is the single most important factor  in personal, 
professional and mentoring relationships 
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Table 5.4 

Capability 

Capability Data Driven Response 
Capability to see a larger 
view rather than a narrow 
view – of transcending 
individual self to a higher 
level  
 
In essence this means that the 
mentor and mentee were able 
to view the mentoring 
functions, problems, and 
solutions considered the 
larger interest of the 
organization. 
 

I think that is a much defined thing of what you want to accomplish and how you 
want to accomplish it. So she moved immediately in the process and she got her 
certification. Because then the next stage…and she had the experience of really 
working in and I don't know how much detail we want to go into…but the next 
step is because of her willingness to jump in and start with this new venture, then 
I will say to offer her the big position of being a director of the whole unit where 
it would have taken her maybe years to come to that. (Mentor) 

Pretty much like I always think about in my own life about the systematic 
approach to education which is to find your goal, to pick up very specific 
objectives, what method you are going to use, so that you really look at the date 
when you are going to complete, who is going to help you in the process, and how 
you evaluate. So this had been the mechanism that I always worked on myself and 
as I shared with her. (Mentor)  
Because I just didn't do one thing, I did many things and it was very interesting, it 
was a new experience. I believe that was probably the time in which I was just 
exposed to just so much in a very short period of time because everything from 
recruitment, to the building, to hiring, the administration happened over the course 
of a summer just about. So it was a lot of hard work in a very short period of time. 
(Mentee) 
We also started a charter school and I was exposed to so many things and now I 
can say I know how to obtain a building permit. I know how to obtain the 501C3, 
so it's just things that I would have never…probably received the opportunity to 
do. (Mentee) 
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Table 5.5 

Communication 

Communication Data Driven Response 
Relates to the facilitation of 
an open exchange of ideas. 
Fosters an atmosphere of 
open communication. Listens 
effectively and clarifies 
Supporting Literature 
Mezirow cites Habermas' 
Theory of Communicative 
action (1984, 1987) as a 
major contribution to social 
theory and provides a new 
understanding of adult 
learning.  
Dialogue or communicative 
action occurs when individual 
wishes to reach an 
understanding with one 
another about the meaning of 
a common experience. 
Reaching an understanding is 
the purpose of 
communicative action. 
In communication action 
validity testing occurs, like 
the mentee validation of what 
was implied or presupposed, 
which was critical in 
communication. 

I think a lot of times professionally you must have the ability to understand 
people, to know where people are coming from. If people are not from your same 
ethnic background or cultural background it's still very important for you to 
recognize that and be sensitive. (Mentee) 
 
So…I think that is kind of like what we were talking about that she knows that she 
will ask me until I know what she is asking me or I understand why she is asking 
me and I think maybe the reverse is the same…works the same way. (Mentor 
 
But we learned to understand each other and work through that to the point where 
no one was upset or angry or offended. (Mentee) 
 

 
Table 5.6 

Cultural Understanding 
Cultural Understanding Data Driven Response 
Making meaning of another is 
critical, regardless of whether the 
person is of the same or a 
different culture. 
Supporting Literature: 
Mezirow (1991) states that people 
operate within horizons set by the 
ways of seeing and understanding 
what is shaped by language, 
culture, and personal experience 
which collectively set limits to 
future learning. 

Perhaps the accent. I had to become accustomed to. That was the only thing. 
Because a lot of times when we…if I began talking fast right now, you may 
have difficulty understanding me and her accent is very, very apparent and 
so sometimes when she gets excited…I need you to slow down Miss B and 
say that one more time. The mentee noted that the level of trust increased 
with the level of cultural understanding (Mentee) 

The conditions of their professionalism, work values, and cultural 
understanding, transcended the effects of culture and allowed the relationship 
to reach beyond the culturally defined limits to learning. 
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Positive outcomes for the mixed pair in this study were linked to higher levels of 

compatibility, confidence, capabilities, communication, and cultural understanding. Despite 

differences in race, culture, and age, the levels of commonality transcended the level of 

differences.  Actually these women were not very different except for their visual ethnic 

characteristics. How? Chemistry, compatibility, and commonality were specific dimensions that 

connected the mixed pair. They shared similar personal values, family values, philosophy of life, 

and career philosophy, and as the mentor specifically noted, the above dimensions made a very 

unique connection. 

These five characteristics were derived from in-depth analysis and peeling off layers to 

acquire the final interpretation and intense analysis of all three interviews, specifically the third 

dyadic interview (mentee and mentor together).  A higher level of analysis from the third 

interview exposed new meanings, not only in terms of what occurred between the mentor and 

mentee, but why the dynamics occurred. Trust was the core foundation of the relationship. Here 

the mentor confirmed her beliefs: 

 
I think that at the same time she trusted me that I would not make a judgment if she 
would make a mistake. Rather, she could improve from the experience and so she felt free 
to communicate. I trust her judgment, trust in her value system and trust in terms that I 
could depend on her. (Mentor) 

 
Dimensions and themes came forth with new meaning and questions about what 

influenced the relationship, the role of values and philosophies of life, their similarities in family 

values, work ethics, and the importance of their communication style.  As the insights expanded, 

I gained deeper understanding of the dynamics of the mentoring phenomenon.  Trust and respect 

were the critical factors in the success of this mentoring relationship. The third interview took on 

a life of its own and moved between dialogues that were full of fun and laughter. But more 

important, I learned something special, something different from observing these two women: 

the level of cultural understanding they developed, the nature of the bonding they formed which 

progressed into a “beautiful friendship,” and the sensitivity they had for each other’s worlds.  

Most important, the relationship had evolved beyond how it might benefit the mentor or mentee 

individually to a motivation of mutual concern for how they might benefit the community.  As I 
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continued to peel off the layers of meaning in the data (notes, coded interviews, and 

observations), I stopped, reflected upon, and appreciated what I learned on this journey.  

The revelations and reflections led me to wonder what I would have observed if I had 

been a fly on the wall. Unfortunately, I never had the opportunity to see the difficulties and 

challenges as they unfolded, and never saw the difficulties unfolding in specific events that 

constituted the mentoring process. Based on the first research question, I intended to examine the 

challenges and barriers that mentoring participants faced. However, barriers and adjustments in 

the relationship had abated when I met the mixed pair. Since the mentoring relationship had 

existed for three years, it was obvious that the two had bonded.  It would have been useful if I 

had had an opportunity to interview this mixed pair before they developed all of their trust, and 

to observe with my own eyes the development of trust and how it works. By definition, the 

specifics of a behavior like “trust” usually work differently than the way people talk or 

generalize about it.  Indeed, the specifics of a behavioral event may contain properties that are 

not present in the generalization. What was unique in this case study is that the concept of trust 

was discovered as the overarching construct.  Psycho-social functions are dependent on trust, 

mutuality, and respect that characterize the mentoring relationship. 

What factors affected the success of the mentoring relationship?  

Because of the mentor’s years of experience, her competence earned her a supervisory 

position. At this point, she invested a great deal in the skills she acquired, and they in turn 

contributed heavily to a sense of who she was. She was confident in herself; her supervisory 

style was flexible, delegative, and defined both job and performance.  Her style was probably not 

formed consciously, and she never thought about it in terms of whether it was helpful in 

advancing others, specifically the mentee. In this regard, she developed psychologically, 

tactically, and culturally a style that made her a fabled outstanding mentor. She did not measure 

present training cost against future benefit, but concentrated on the long - term objectives for the 

mentee and the organization. To the mentor, this was the mentee’s first job – the beginning of 

teacher apprenticeship.  Because of her self-confidence, she expected that once the mentee had 

mastered her skills she would move on, or up, and that was probably a modest expectation for 

today’s work environment. Countless new teachers have done it before. The central issue for this 

mentor was finding the most effective way to train the mentee. As the mentee noted, it was 
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similar to a very fast track training program. High visibility tasks and projects were 

accomplished in approximately two weeks rather that several months. There were times when the 

mentee was overwhelmed, but the experiences she gained provided considerable visibility and 

opportunity which was inclusive in nature. Her environment was not limited. Throughout the 

mentoring process, the mentor strategically planned functions to offer hands-on experience.  For 

example, she provided  challenging assignments with greater levels of responsibility, utilized a 

problem solving approach to teach the mentee new skills, and shared tacit knowledge  relevant to 

the mentee’s needs. The mentor’s approaches - provided psycho-social support and broadened 

the mentee’s knowledge base.  It would be fascinating to pursue the psychological implications 

of this mentoring style. This style seems to be drawn from her owns experience in handling 

power, authority, freedom, as well as her sense of community.  

The mentor's leadership perspectives and actions were also organized around promoting 

openness and fairness—treating one another with respect. Thomas and Ely (1996) organized this 

concept of fairness into two overarching themes: (a) fairness promotes equal opportunity for all 

individuals, and (b) it acknowledges cultural differences among people and recognizes the value 

in those differences. In the context of this study, the mentor’s sense of fairness, and accordingly 

her actions, was characterized by her decisions to include the mentee in every opportunity to 

learn about the organizational context, environment, and structure. She promoted equal 

opportunity for the mentee, facilitated the mentee’s growth by transferring and sharing 

knowledge regardless of her cultural difference, and valued the mentee’s difference by offering 

equity share in administering a charter school. The activities were important to the mentee’s 

growth and development. 

Understanding the Mentoring Process- How did they create a bond in the relationship?  

This study specifically examined a cross-racial, cross-cultural pair to gain a better 

understanding of diverse pairings in mentoring relationships. A review of research on mentoring 

programs indicated that the bonding of two individuals provides an opportunity for 

intergenerational transfer of knowledge and experience, which can be extremely helpful in the 

mentoring process (Blackwell, 1986). Bonding is never a one-step process.  In some 

relationships it may never materialize. However, in mentoring relationships bonding can 

authenticate the experience and benefit the mentor and mentee if they can open themselves to 
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frequent dialogue regardless of their ethnicity or gender, or history.  In the context of this study, 

bonding required that the dyad work across differences to form alliances with each other. The 

mentee was especially committed, as discussed in Chapter Four.  Her actions involved a 

commitment of inquiry based on the belief that that you cannot engage in a relationship with 

some one that you do not know, and whose experiences you do not understand (Holvino & 

Sheridan, 2003).  Mutuality was essential to the success of this relationship, and helped to 

establish high expectations, improve self confidence, and promoted learning for the mentor and 

mentee.  In this study, several factors influenced the concept of bonding: chemistry, 

compatibility in values, career philosophy, and life philosophy, all of which helped to create a 

unique bond. Communicative action was also used as resource to bridge the cultural gap. The 

mentor expressed how the above factors were imbedded influences that bonded this cross-racial, 

cross-cultural mentoring relationship.  

 
The main thing [was] I think that the value system…it was very similar and as I learn 
more about Sandy's parents, I see a lot of those values of my own parents. So I think that 
is something that made a very unique relationship. 

 
The rewards for bonding appear to be connected to working, growing, learning, and 

developing. For people of different backgrounds, an open dialogue can result in positive changes 

in the work environment.  The mentee in this study focused on the inter-cultural communication 

aspect of the relationship. She engaged in communicative actions that questioned and clarified 

the mentor’s instruction to eliminate confusion, enhanced her perspective to discover what was 

articulated by the mentor.  From a cross-racial, cross-cultural perspective, the study offered 

valuable histories of the two women who bridged the gap of race, culture, and age and developed 

a long term mentoring relationship. The mentee commented on the growth level of the 

relationship: 

 
I think it's still growing. It's just growing now on a different level, but it's still growing 
and like I said whenever there is an opportunity for me to learn something or even if I 
have a question she is there.  

 
Linguistic issues that concerned the mentee were minimal.  I was struck by how they 

were able to overcome obstacles of race, culture, and age.  In this regard, the study found that the 

mentoring relationship was favorable, and benefited the mentee, mentor, and the organization. 
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Clearly the case revealed that trust was the foundation of the mentoring relationship structure, 

and that trust in each other helped to overcome racial, cultural, or age issues. As highlighted in 

Chapter Four, a three- dimensional relationship between the level of trust, level of confidence, 

and the level of responsibility seemed to emerge. 

It is recognized in the literature that mentoring is a complex phenomenon, especially 

between cross-racial, cross-cultural, cross-age pairs. Taking into consideration the 

characteristics, the functional aspects of mentoring, and relationship structure, organizations can 

use this information to initiate a variety of programs and activities that serves the best interest of 

employees at all levels. Most of the mentoring activities involving matching profiles (especially 

for mixed pairs), personnel administration, personnel interaction, compensation and rewards can 

be reallocated or restructured with existing resources. Although it is likely that mentoring 

activities, formal or informal, may require additional resources, any expense becomes a future 

intellectual investment and benefit for the organization and the employee. 

The benefits to an organization in a variety of peer mentoring functions hastens the 

induction process, increases organization communication, increases productivity, reduces 

training costs, and can improve cultural understanding in multicultural organizations. Additional 

mentoring benefits to the organization are to (a) develop a strong, informed, and progressive 

workforce, (b) fill the gaps for a much-needed, aging and dissipating workforce, and (c) 

circumvent problems that follow labor shortages. As Hale (1995) implies, the benefits of 

mentoring are also knowledge-based. That is, the level of knowledge increases through dialogue 

between the mentor and mentee. Knowledge generated through organizational mentoring leads to 

doing better work because it is generated to serve the multiple learning and work needs of 

mentor, mentee, and the organization.  

Benefits specific to the mentor can be viewed with respect to learning as well as personal 

professional growth. The mentoring relationship provides an opportunity for the mentor to 

expand relevant skills, and enhance communication and leadership skills (Bell, 1996). Mentors 

must become aware of the level of skills and competencies to be able to instill a sense of 

motivation and energize the mentee. Thus, the mentor has the opportunity to grow personally and 

professionally. Like the mentor, the mentee has the opportunity to learn, grow, and to journey 

along life's personal and professional pathways. Benefits of mentoring, which have been widely 
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expressed in popular and scholarly literature, include: greater career satisfaction, promotions, 

increased self-esteem, better compensation, and greater job responsibilities. 

Situating the Study with the Literature: An Integrated Approach 

While attempting to add to the contribution of the mentoring phenomenon, it is 

appropriate to discuss the literature as it relates to this study. The roles of the mentor have 

expanded over the years from those of teacher, adviser, and friend (Cardin, 1990; Hunt & 

Michael, 1988) to include those of communicator, coach, broker, referral agent, confidante, and 

role model (Geiger & Boyle, 1995; Cunningham & Eberle, 1993). Additionally, skills, qualities, 

and characteristics of an individual are also considered in modern-day mentoring programs. 

Unfortunately, although much is expected of mentors, the time and effort devoted to this role 

often go unrecognized by senior management or the organization (Jacoby, 1989). Like the 

mentor, mentees have also changed. Mentees have a role to play in enhancing the beneficial 

outcomes of the relationship, although further understanding is needed of the mentee role. 

Consistent with the findings in the literature, (Geiger & Boyle, 1995; Cunningham & Eberle, 

1993; and Geiger & Boyle, 1995), the role of the mentor in this study expanded to include those 

of communicator, negotiator, confidante, role model, and friend. Like the mentor, the role of the 

mentee was very focused in this study, and resonated with the literature in a positive way. The 

mentee enhanced her role in the mentoring relationship as the bridge –builder in cross-racial, 

cross-cultural relations. Bridging the gap in cross-race relation was a challenging task, because 

differences in race, culture, age affect our perception of how we see the world.  In reaching 

across racial barriers the mentee gained deeper insights into the relevance of the mentoring 

relationship. The empirical data, supporting literature, as well as the qualitative comments from 

the mentor and mentee, indicated that the peer mentoring relationship was successful. Both 

participants were satisfied with the experience and perceived themselves to be more effective in 

the organization. 

Mentoring functions tend to fall into two general categories: career development and 

psychosocial development (Geiger & Boyle, 1995; Scandura &Victor, 1994). Brown (1995) 

discovered in her research that the most meaningful aspect of mentoring was the contribution to 

adult development and psychosocial support received from the mentor. This study found that 

both career development and psycho-social development are important to the mentee, that 
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emphasis was placed on the psychosocial component of the relationship because the opportunity 

to develop a close, trusting, intimate friendship was the basis for trusting the mentor in the career 

development phase. The most significant psychosocial support to the mentee was that the mentor 

bestowed confidence, trust, faith, and belief in the mentee's abilities.  

Another significant finding was, as the mentor's level of trust increased in the mentee, the 

mentor delegated higher levels of responsibility and expanded the scope of assignments. The 

result was higher self confidence for the mentee as had been demonstrated in previous studies. 

These findings augmented the literature in mentoring. Many studies have indicated that those 

mentored have certain advantages over those not mentored (Carden, 1990; Geiger, 1992; Hale, 

1995). Testimonies of earning higher incomes at an earlier age, being better educated, being 

more satisfied with their jobs, being less inclined to leave their jobs, and having a sense of well 

being within the organization were some of the perceived advantages reported Hunt & Michael 

(1983); Kram (1983); Jacoby (1989). Mentoring appears to be an excellent mechanism for 

helping women to improve skills (Burke & McKean, 1990) and minorities advance up the 

corporate ladder.  

 Likewise for the mentee in this study, the peer mentoring experience increased her skills 

in the areas of problem solving, presentation, negotiating, and school administration. The 

primary and most important skills that benefited the mentee were communication, presentation, 

and cognitive/problem solving skills. All the skills mentioned were intentionally focused peer 

mentoring functions and were crafted by the mentor. The result was a promotion for the mentee.  

Mentors look for certain characteristics when selecting a mentee (Carden, 1990). Mentees 

who take more responsibility for the mentoring outcome usually receive the greatest benefits 

from the mentoring relationship (Murray, 1991). As was the case in this study, the method of 

establishing an agenda for the mentee’s growth and development was clearly linked to the 

mentor’s willingness to accept responsibility for mentorship. Quite often, this is the first hurdle 

in establishing a mentoring relationship, 

To reap the positive benefits of a mentoring relationship, "chemistry" must exist between 

the individuals (Kram, 1983). Similar goals, interests, beliefs, and culture help to bring people 

together. The more people have in common, the closer and more intimate a relationship can 

become. Conversely, the more dissimilar people are to one another, the less likely a close, 
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intimate friendship or relationship will develop. However, in this study dissimilarities in race and 

culture seemed not to have had an effect on the mentoring relationship. Differences were 

minimized, and as the mentor commented, the relationship developed into a beautiful friendship. 

In fact, as revealed by the literature in this review, studies suggest that the more people with 

underlying differences interact with one another, the more the perceived similarities can be 

realized, thus minimizing the differences.  

Consideration of these factors could be beneficial for formal mentoring relationships as 

well, which are defined as a third party deliberately bringing individuals together, hoping for a 

desired outcome. For such managed relationships to work, elements of an informal, spontaneous, 

mutually desirous relationship may be helpful. Racially-based and gender-based mentoring 

programs require planning and a conscientious effort for mentoring to succeed. What was most 

obvious was that the mentoring issues that affected these women were linked to adult learning 

and career progression (Burke & McKean, 1990; Fagenson & Jackson, 1993; Ragins & Cotton, 

1993; Wentling, 1995).  

For example, Eggeman's investigative study of women makes an important contribution 

to our understanding of women's career developmental needs. First, her study is unusual in that it 

analyzed aspects of a mentoring program conducted outside of the workplace in a women's 

network for an exclusive female audience. The author encourages a multiple-mentor program 

designed to facilitate the empowerment of females to enhance their personal and career 

development. Findings in this study resonate and confirm what Eggeman suggested.  To 

facilitate empowerment it takes more than competence and super skills to make it into the top 

career positions. Women need to build good relationships – mentoring relationships with 

effective leaders. Most striking in this study was the observation that the mentor focused on the 

results – taking charge, directing, demonstrating, and pushing the mentee for higher levels of 

achievement. She cast visions for the mentee, forming her aspirations from exposure to specific 

skills required for special education professionals. The mentee liked the idea of women in strong 

positions, and admired the mentor for demonstrating strong leadership. Based on the mentor’s 

skills and competencies demonstrated in this study as well, women can influence other women in 

the workplace from a position of strength, sharing specific knowledge that aspire mentees to be 

leaders. 
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Whenever there is a relationship where people are interacting, certain pitfalls do exist for 

mentors and mentees (Murray, 1991). Training might be needed to sensitize the potential 

mentors and mentees to possible pitfalls and strategies, and solutions for cross-racial, cross-

cultural, and cross-gender mentoring. However, when the organization sanctions programs, it 

helps to legitimize the relationships, thus relieving some of the tension. Organizations are 

experiencing many of the concerns expressed in the literature. With over 40% of women and 

minorities in the workforce, cross-racial, cross-gender, or cross-cultural mentoring is an option 

available for organizations to overcome race and gender barriers and sanction successful 

mentoring relationships. Mentoring programs, formal or informal, can be mutually beneficial to 

the organization, mentor, and mentee. 

A  Relationship in Process: A Missed Opportunity for the Researcher 

An unexpected finding for this study was that the perception of the critical variables of 

race, culture, and age were minimal. Both mentor and mentee generally indicated that cross-

racial, cross-cultural, and cross-age issues were not important, and that all the critical barriers 

and challenges were worked out.  I was struck by the level of confidence and trust the two 

women placed in each other and how they were able to overcome barriers and challenges of race, 

culture, and age.  Since I did not have the opportunity or direct knowledge of what those 

challenges were, and how they were overcome, I concluded that there were no remaining issues 

present (a positive finding). I can only speculate. In this regard, if I did have an opportunity to 

meet the mentor and mentee before cross-racial, cross cultural, and cross-age issues were 

resolved, findings of the study may have taken an opposite turn and probably with competing 

dilemmas. The mentoring stories that were recorded may have included dilemmas such as 

tension, unfavorable responses, and unsatisfactory consequences resulting from the mentoring 

experience. This may be an area for future research. 

Recommendations for Future Research 

Given the multi-faceted complexity of the peer mentoring phenomenon, it seems prudent 

to attempt to make recommendations. Findings of the study indicate some fundamental 

mentoring issues for future research and practice that may require organizational support. Many 

of the following recommendations evolved from the participants’ stories.  
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Mentoring style 

The need for a (situation – specific) mentoring style and the role of the mentor is essential 

for successful mentoring in any organizational setting. It is an elusive shifting issue. Different 

people, different racial backgrounds, different cultures to deal with, and different ages, require 

different roles and demand different styles.  The concept of mentoring is a universal one, but the 

process uses one or more variety of behavior styles. It was the mentor’s style that lent itself to 

delegating responsibility to the mentee.  She sent a very clear message, she trusted the mentee – 

she trusted her value system, her judgment, and trusted that she could depend on her.  

Consequently,  mentoring functions most focused on developing the career of a mentee include 

the following: sponsoring - having connections that will open doors for a mentee; teaching a 

mentee the ropes; protecting - providing support and acting as a buffer when necessary; exposing 

- introducing a mentee to various opportunities; and providing challenging work—delegating 

challenging assignments to the mentee (Gordon, 1993). Although commonalities among 

functional definitions are present, the literature has portrayed mentoring as a situation-specific 

phenomenon.  The underlying questions for most mentors and organizations are: 

 
a) How does a mentor (male or female) choose an effective mentoring style to be 

successful? 

b) What is decisive in determining the style to be adopted in a mentoring role? 

 
Chew’s (1992) case study which analyzed the personal characteristics of female mentors 

concluded that women lack confidence in the importance of their mentoring activities, and 

therefore need to be encouraged to recognize their importance and potential influence on others. 

Kronik's published essay, called On Mentoring Women: Then and Now, revealed that women's 

mentoring needs are quite different than those of men. Expanding this study to include cross-

racial, cross-cultural, and cross-gender male mentors and mentees will provide different 

dynamics and perspective on the mentoring relationship. Future research can include the 

dynamics of Asian Males and Caucasians Females in multicultural organizations. 
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Mentoring dimensions linking the level of trust, the level of self confidence, and level of 

responsibility.   

A significant finding in this study seemed to link three dimensions. As the mentor's level 

of trust increased in the mentee, the mentor delegated higher levels of responsibility and 

expanded the scope of assignments. Results indicated a higher level of self confidence for the 

mentee increased as well. Findings suggested that there may be a positive three-dimensional 

relationship linking the level of trust, the level of self confidence, and the level of responsibility 

which led to the high achievements for the mentee, a fruitful area for future inquiry. Since the 

study examined same gender (two women), it is also recommended that cross-gender, cross- 

racial, and cross-cultural pairs be examined for future research. Will the critical issue of trust 

surface as the foundation of the mentoring relationship structure in cross-gender, cross-racial, or 

cross-cultural pairs? What role can multicultural organizations play in encouraging cross-racial, 

cross-cultural, and cross-age mentoring relationships? For the purposes of this study, a 

multicultural organization supports a philosophical concept built on ideals of diversity, equality, 

justice and human dignity. An organization that fails to manage itself in terms of 

multiculturalism may expose itself to certain risks: a) dissatisfaction of some employees, b) 

communication barriers, c) cultural barriers - lack of connection between employees, d)cultural 

differences that affect learning and understanding of new material, and e) cultural differences in 

processing information. Many barriers and risks to multicultural organization can be avoided by 

broadly conceptualizing the value and purpose of cross-racial, cross-cultural, and cross-age 

mentoring.  

A Message to Human Resource Practitioners 

Today, it is important that HR professionals understand that working across differences is 

a blueprint for effectiveness in multicultural organizations. Holvino & Sheridan (2003) found 

that the most successful HR programs began with a strong rationale that links diversity to 

business goals. Beyond that, consistent visible sponsorship of multicultural/diversity initiatives 

from the highest levels were key elements of virtually every successful organization. In the 

context of this study, and for areas of practice offering mentoring programs that are inclusive, 

involving employees of the same or difference races and backgrounds have been shown to help. 

A wide range of studies reviewed in Chapter Two links the rewards of meeting diversity goals to 
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mentoring. After all, the perspectives and opinions of race, gender, culture, age, and background 

solve real business problems.  

Other Research issues that can be addressed 

 
1. Broaden the study to include cross-racial, cross-cultural, and cross-gender mentors 

and mentees who are involved in both formal and informal mentoring relationships. 

Are there similarities and differences?  A qualitative approach would identify 

different types of mentoring functions and provide insights from a different gender 

composition. 

2. Explore or select a different class of participant. For example include disadvantaged 

men and women. Using this approach, in a dissimilar organizational context may 

identify mentoring satisfaction or dissatisfaction from a fresh perspective. 

3. Explore other perspectives, for example - Do mentoring activities formal or informal 

benefit professional men or women when compared to disadvantaged men or women?  

What gender combination would benefit most? What would be the mentoring 

outcomes for women?  

4. In the context of this study, the supervisor/mentor played an important role in the 

mentoring process. This study also acknowledged that the mentor/supervisor was 

indeed a role model and transferred knowledge that clearly a benefited the mentee. 

Mentoring activities were focused on the personal growth and empowerment of the 

mentee. Future research in this area should focus on the role of the supervisor as 

mentor. 

 

Conclusion 

“Individuals in mentoring relationships are clearly at an advantage in comparison to those 

who have never had the opportunity to be mentored” (Ragins & Cotton, 1993, p. 98). The 

literature is consistent in arguing that mentoring is related to positive outcomes for the mentee 

such as better socialization, better performance, and greater commitment to an organization or 

the community, higher salaries, and promotions (Dreher & Ash, 1990; Fagenson, 1989; Whitley, 

Dougherty & Dreher, 1991). 
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Community-based organizations provide a fertile ground for mentor volunteers. Like the 

mentor in this study, experienced women in education seek to strengthen the education 

community. When asked, how the mentoring relationship impacted her work experience, the 

mentor replied: 

 
I think that is what has been so good about this mentoring/mentee relationship. It was not 
so much about what I was given, but rather how we were able to do for people, for 
children, for society. I never thought until you are asking me the question in that way…I 
never thought about what I was doing for her rather it was how we were giving to each 
other and to the community. 
 
The mentor continued: 
 
In a very specific way about how to help the children to cope in school systems. For 
parents to learn more about their own children and how they can deal with the children 
who have difficulties of learning or emotional problems, to deal with them and see them 
as individuals rather than sick children…just to see them as children. To open up new 
opportunities for all children to have a choice and a new school. So it was not so much 
about what I’m giving or what she is receiving, but rather how we can do this thing for 
the community, so I think that you know, in the process: I think that we got enrichment 
ourselves. 

 
In a large communal sense, the mentor's words set forth a paradigm that changed the 

purpose and landscape of the mentoring relationship structure from one-to-one mentoring to 

mentoring for a greater good -for the community. These comments advocated mentoring as a 

resource to address the education and learning needs of society. First from a micro perspective, 

the mentor’s experience was catalytic as the experience raised her level of awareness and 

consciousness shifting her focus from self to a much higher cause. Adult educator and scholar 

Boucouvalas (1997), offers her analysis and critique of the mentor’s experience as an adult 

learner based on her interpretation of Daloz. “Finally, for Daloz confirms Daloz, the process [of 

transformation] pivots on a catalytic relationship which leads to a deepening awareness. The 

theme is apparent in his earlier work which focuses on the relationship between an adult 

learner/mentee and mentor (Daloz, 1986), and his more recent research (Daloz et al., 1996) 

which concentrates on an individual relationship for a larger cause.(p.58), from a macro level 

mentoring at a community level is a multicultural mentoring concept involving all people. I see 

two fundamental principles from this macro concept: (a) a larger vision of community mentoring 
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/experimental education, and (b) fostering an appreciation of multiculturalism - an appreciation 

of human differences and commonalities. This approach may open doors of dialogue to embrace 

all that we are as people. Organizations can always benefit from the rich matrix of different 

cultures. Why not share our many strengths and differences, and mentor others to enrich the 

community. The challenges for mentors and mentees are: (a) to effectively share their expertise 

and be of service to the community, and (b) to enhance the growth of mentees from all cultural 

backgrounds – in a multicultural effort.  

As noted in Chapter One, on January 9, 2004, President George W. Bush re-emphasized 

his commitment to the American workforce and called upon the people of the United States to 

recognize the importance of mentoring, to look for opportunities and to serve as mentors in their 

communities. 

 
Mentors are friends, teachers, and role models. They open doors of opportunity, convey 
values, and help provide the stability and encouragement that young people need to 
succeed. Mentoring relationships create continuing cycles of hope and promise, as they 
not only provide service and positive influences for individuals but also strengthen 
families and communities. 

(White House, 01/09/04). 
 

One of the earliest pioneers of the American West, Bryant S. Hinckley, said: “Service to 

humanity is a virtue that distinguishes great men of all times and which they will be remembered 

by. It places a mark of nobility upon its subjects. It is the dividing line which separates the two 

great groups of the world—those who help and those who hinder, those who lift and those who 

lean, those who contribute and those who consume.” (Hinckley, 1963 p.2). Mentoring in any 

form is a service that provides collaborative and experiential learning - to give encouragement, to 

impart sympathy, to show interest, to banish fear, to build self-confidence, and to awaken hope 

and visions in the hearts of others. To mentor is to render one of the most precious gifts in human 

development. Mentoring is the sharing of your life with another person and helping that person 

to reach his or her full potential. 
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APPENDIX A 

CHARACTERISTICS OF MODERN DAY MENTORING PROGRAMS 

 

Characteristics Purpose/Functions 

Ability/ Skill Oriented 

 

Cross-training mentees 

Cross- Cultural Mentoring across national, cross-cultural and international 
boundaries, not limited by organizational or geographic 
boundaries 

 

Democratic Including a wide variety of mentees 

 

Demanding Expecting mentors to use more human development skills 

 

Individualized Demanding Empowering mentees 

 

Introspective Serving as role models 

 

Long Term Participating in long-term mentoring relationships and learning to 
respect and appreciate the needs of peers 

 

Versatile Shifting away from just one-on-one mentoring 

 

A way of life Developing more human relationships 

 

 
Source: Information derived from - Shea, G. R. (1994). Mentoring: Helping employees reach their full potential (5th 
ed.). New York: AMA Membership Publications Division. 



 

 - 137 -

APPENDIX B 

CATALYTIC INFLUENCE OF MENTORING 

 

Catalytic Influence of Mentoring in Learning Focused Organizations  

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Mentor 
Adult Development 

 
 
Organizational 
Development 

 
Organizational 
Learning   

 
 
Mentee 
 
Adult 
Learning 
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APPENDIX C 

DIMENSIONS OF MENTEE'S PERSONAL DEVELOPMENT AND LEARNING 

Dimensions of Mentee’s Personal Development and Learning through Social 
Interaction 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 

MENTEE’S 
PERSONAL 

DEVELOPMENT

Modeling and Response (Adult/Personal Learning) 
Learner observes, applies knowledge and imitates 

Interpersonal 
(One-on-One) 
Mentor teaches and 
demonstrates, and shares 
knowledge 
Mentee observes and 
practices. 
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APPENDIX D 

ROLE DIMENSIONS OF A MENTOR 

 

Role Dimensions of the Mentor 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 
 

Coach 
Works on 

performance, 
focuses on skills 

and uses a 
systematic 
approach

Teacher  
 

Completely 
teaches a 

curriculum or 
mentor’s program 

contract

Tutor 
 

Provides special 
and often intense 
help in specific 

skills 

Counselor 
Advises and assists 

in the personal 
decision-making 

process 

Mentor 
Provides a caring, 
sharing, helping 

relationship while 
focusing on 

meeting mentee’s 
needs
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APPENDIX E 

BEST DIVERSITY PRACTICES 

Examples of Best Diversity Practices in Organizations 
Organizations Highlights/ Best practices Impact on the organization and workforce 

 
Sears 
 

• Diversity became an integral part of 
the organization transformation 
strategy 

• Diversity education tools with a new 
dimension 

• Implemented and infused diverse 
perspective to run the business  

• Recruiters measured success by 
ethnic representation demographics 

• Recruitment of a diverse workforce became an 
essential element 

• Enhanced Sears’ marketability to America’s diverse 
population 

• Results – direct correlation between business and 
marketing to ethnic populations 

• Growth in diverse customer base 
 

Fannie Mae 
 
 
 
 
 
 
 
 

• Diversity became an integral part of 
the organization transformation 
strategy 

• Incorporates diversity as daily 
responsibility and demonstrates 
company’s commitment to diversity 
training 

• Sponsors peer mentor and corporate 
mentor programs as a diversity 
commitment 

• Diversity education tools with a new 
dimension 

• Recruitment of a diverse workforce became an 
essential element 

• Results – leadership positions underscore the value 
of diversity as a competitive advantage.  

• Results – direct correlation between business and 
marketing to ethnic populations 

• Recognized as a diversity leader in the U.S. and 
among multinational corporations 

 

Coca-Cola 
 

• Leadership values diversity in the 
company’s workforce –“believes that 
people are the greatest assets.”  

• Incorporates diversity as daily 
responsibility and demonstrates 
company’s commitment to diversity 
training 

• Promotes teacher programs for 
international understanding 

• Increased shareholder value – right people in place 
• Diverse workforce reflects the company’s global 

system 
• Results – leadership position underscores the value 

of diversity as a competitive advantage.  
•  

Seattle Times 
 

• Communicated the company’s 
diversity commitment to all 
employees – constant forum for 
discussion 

• Ensured the workforce at all levels 
reflected the diversity of the 
community 

• Developed a company-wide 
evaluation and assessment program to 
monitor progress throughout the 
organization review of diversity 
results 

• Recognized as leader in the media industry 
• Award – The National Association of Minority 

Media Executives 
• On-going communication to create and enforce a 

high level of diversity awareness 

Source: Based on the information in - Winterle, M. (1991). Workforce Diversity. Conference Board 
Report (1015, p11). 
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APPENDIX F 

SELECTED INTERVIEW TOPICS 

CROSS-RACIAL, CROSS-CULTURAL, CROSS-AGE MENTORING 
SELECTED INTERVIEW TOPICS 

 
• Explain why mentoring is useful. 
• Describe the impact of the mentoring relationship within the context of this organization. 
• Give reasons why mentoring relationships are more effective in formal or informal 

settings. 
• Describe the types of experiences shared by mentors that are most beneficial to the 

mentee.  
• Describe the types of experiences shared by mentors that are least beneficial to the 

mentee?  
• Discuss why mentoring is most effective when people are of: 
• Different cultural backgrounds or 
• Similar backgrounds 
• Describe how mentors and mentees benefit from the mentoring relationship? 
• Discuss to what extent the concept of mutual desire affects the mentoring relationship? 
• Explain how important the level of connectiveness is to the success of the mentoring 

relationship? 
• State specifically, what are some expected outcomes of the mentoring relationship? 
• What benefits are raised by cultural differences? 
• What challenges are raised by cultural differences? 
• Do mentors and/or mentees of the same race, gender, or cultural orientation gain similar 

benefits? 
• What types of mentoring relationships offer the most benefit to mentors? 
• What types of mentoring relationships offer the most benefit to mentees? 
• What does a mentor gain from the interactive process in the mentoring relationship? 
• What does a mentee gain from the interactive process in the mentoring relationship? 
• How does the amount of time spent with the mentee influence the quality of the 

mentoring relationship?  
• How do mentors initiate the mentoring process? 
• What types of learning activities are relevant in a mentoring relationship? 
• What does the mentoring relationship mean for those involved? 
• State specifically, what are some expected outcomes of the mentoring relationship? 
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APPENDIX G 

THREE TRANSCRIBED INTERVIEWS 

 
 

 
 
 
This is a recorded interview in preparation for a dissertation by Claudette Toppin, student at 
Virginia Polytechnic Institute and State University. The dissertation is A Qualitative Study of 
Mentoring in a Multicultural Educational Work-Setting: A Cross-Racial, Cross-Cultural, Cross-
Age Perspective of Two Women. The participant (mentee) has agreed to talk about her 
mentoring experience.  
 
Q: Sandy (pseudonym), we are recording this interview to fulfill part of the requirements for 

a dissertation. The title of the dissertation is The Personal Challenges of Mentoring in a 
Multicultural Organization. We will sort of have an informal chat about some aspects of 
your mentoring experience. I'm going to talk to you about the mentoring, but basically 
this will be a conversation about your mentoring experience. Do you understand that this 
is a voluntary…you are a voluntary participant for this interview? 

 
A: Yes, I do. 
 
Q: Okay. Tell me a little bit about your mentoring experience and I'm going to begin with 

the first question…the thing is that why…how did you meet your mentor? 
 
A: Well, my mentor in I want to say it was 2000…the year 2000. And I knew that we would 

have a special relationship because a very close friend of mine…she interviewed for the 
position and after I was hired, I asked her why I was chosen over the other individual and 
her response was that because she felt as if I was very personable, someone that she could 
really communicate with. She thought that I would be excellent with the children as well 
as I had a pending certification and she said that showed growth that I was interested in 
furthering my education.  

 
Q: Okay. Why do you think that there was a connection between your mentor and you from 

the onset? 
 
A: My mentor, her name is Miss B. and she is very nice. She is a very warm person. She has 

a certain drive that can get everyone around her just very involved and engaged and 
excited and I am in special education so very excited about learning and working with 
children and anyone who knows how important education is for children you need people 
like that in that business and it's exciting to see people who are just as interested in 
making an impact on children's lives as you are so… 

 

 
  MENTEE’S INTERVIEW - CM1
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Q: Okay. As far as your mentoring relationship, tell me how did the relationship  actually 
evolve? Did you connect right away?  

 
A: Yes, we did. Again she is a very nice person so it was very easy to develop a good 

rapport with her that led into a relationship that was more just kind of like a work 
relationship where you can actually sit down and have lunch and talk about something 
other than the children, other than the staff, so it was a very easy relationship. When you 
meet people that you feel genuinely care about you that is very important. That they care 
about your work, that they are very concerned that you are doing the best possible job 
that you can do and then also giving you that push…that push both personally as well as 
professionally.  

 
Q: You mention her caring about you. Can you give me some examples? How did you know 

that she cared? 
 
A: Umm, being very concerned. I think that an instance when I could conclude that she 

cared…one night we stayed at work very, very late. Probably like 9:00 at night. We were 
preparing for a monitoring process so we wanted to check our records, our files and again 
we left very late around 9:00 and she actually called to make sure that I made it home 
safely and that was very nice I thought.  

 
Q: I think so. 
 
A: Because it was late by the time I got home it was 10:00 and she…that gave me a sense as 

if she was kind of looking out for my physical safety, so that was important.  
 
Q: You also mentioned that she sort of motivated you and gave you a push. Do you have an 

example of what did that mean for you…when she gave you…when you said that she 
would motivate you enough and sort of push you along? Do you have any good examples 
of what that meant? 

 
A: Yes. Because when I was hired…again, my school psychologist certification was 

pending, so I was trying to decide where I would go to take the classes to get that 
certification and she instructed me to perhaps write a letter to the principal to see if the 
school would pay and I was hesitating a little bit because…like that is my 
responsibility…that's something that I should do and she was just like…no!...you should 
definitely write a letter…need to get focused…you are working here…I think that is 
something that you know they should invest…you know…invest in you because that will 
develop consistency and perhaps keep you employed here. So I did the letter and the 
principal allotted the funds for me, so I didn't even have to pay for the classes and so that 
was very helpful because I had just started working there…this was somewhat very soon 
after I had received my Master's, so your first job…so it was a good experience because 
then I knew…okay I can do it…you know? 

 



 

 - 144 -

Q: Did you…you talked about your first job and that's usually a very important event in 
someone's life…to have your first job, but you were very fortunate to have a mentor. 
Describe how mentoring has been to you…specifically since this was your first job? 

 
A: Very, very helpful in the field of developing a rapport with parents. As a school 

psychologist I test students for learning disabilities and/or gifted and talented. But many 
times unfortunately it's for the learning disabilities piece and a lot of times you complete 
the evaluation, it's typed and you are sitting at the table across from parents and you are 
having to tell a parent that your child is learning disabled (LD) and they are functioning 
two grades or more below their academic level and seeing the reaction whether it's verbal 
or nonverbal from the parents. That was very difficult for someone very new on the 
scene. Many times during the meetings, you'd want to I guess for lack of a better word, 
perhaps sugarcoat the outcome just so that you wouldn't say the word mentally deficient 
or very low or your child can't compete or weaknesses. So she was able to give me those 
necessary skills so that I could relate to those parents and I could read the report in a way 
that the parents would understand and I wouldn't feel as if I was the complete bearer of 
bad news. So being able to.... I guess eloquently but at the same time, comfort the parents 
at the same time in giving that information. 

 
Q: Did you think having that support helped you along in your development? 
 
A: Oh definitely! 
 
Q: You talked about development. 
 
A: Definitely!   Definitely!  Because that is a very important piece is being able to relate to 

parents and yes you go to school and in your studies…those are the things that you don't 
learn out of a book. How to talk to the parent and how to explain that report in layman's 
terms so that a parent will understand what learning disabilities are about…you know…a 
lot of times parents think that it's a lot more than what it is when you just basically want 
that parent to understand that your child learns a little differently and at a different pace 
than other students.  

 
Q: What did you think of the mentoring relationship? Would you  describe it as a formal 

relationship or was it more informal? 
 
A: Both formal and informal. I think initially it was a somewhat formal relationship because 

you didn't really ask questions about your personal life or where you lived and things of 
that nature, but through time it became a lot more informal. Like I said you started having 
lunch and talking about where you are from and just more conversation that wasn't 
always work centered. 

 
Q: Oh, I see. So you would say that the relationship developed from a formal structure to an 

informal structure? 
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A: Yes. 
 
Q: Okay, which one did you like best? I mean in terms that you found that you connected 

with her more when it was formal or informal? 
 
A: Well, both. Both. I respect her drive and her level of professionalism and her experience 

and then informally she is just a great person. She is really nice, easy to talk to, very 
down to earth. 

 
Q: Within the context of your organization, how was that helpful to you just to have that 

mentoring and nurturing support? How was that beneficial to you within that 
organizational context? 

 
A: It was very beneficial because it allowed me to do my job on a more confident level. It's 

always helpful when you can get some support…maybe I had a question about an 
evaluation and I could kind of run to her…Miss B, is this the way that this should go? 
Should it be written this way? Could you proof this for me, I just want to make sure I 
didn't leave anything out. Did I say this the correct way or should I phrase it another 
way? So that was very helpful. Very helpful, someone to kind of present ideas to and get 
immediate feedback. Someone who was right there. Who could see the work and knew 
exactly what I was doing. 

 
Q: Was there any time you felt that she would get sort of lose patience in any way? 
 
A: Yes.  
 
Q: Oh, did she? Okay.  
 
A: Yes. A lot of times…with charter schools we go through several monitoring processes 

and at those times it can be very stressful and she was the Special Education Coordinator 
at that time, so she was responsible for all of the special education services at the school 
and I fell under her as a school psychologist as one of the service providers and during 
that time when preparing for the monitoring you really want to make sure that all of the 
dates are in order, that all the IEPs are up to date, all the forms are in place, and it's kind 
of like a race against the clock because they do not give proper notification sometimes, so 
you could perhaps find out a week in advance or a couple of days in advance that they 
were coming…so…they were very stressful times. But we learned to understand each 
other and work through that to the point where no one was upset or angry or offended. 

 
Q: Is your mentor of similar background? Does she have a similar cultural background? 
 
A: No.  
 
Q: Okay. 
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A: She is from Chile, I believe. Her native language is Spanish. 
 
Q: Did that have an effect…differences in backgrounds have an effect at all on the 

relationship? 
 
A: No, not at all. No if anything, I think it added to the relationship because we were able to 

share different experiences. Whether it's… 
 
Q: Give me an example. 
 
A: Food, Culture. One time she went home and she brought me back a souvenir from her 

country and I did the same thing. So it added to the relationship actually. Very 
interesting. 

 
Q: Okay. Is there one single thing that stands out? Anything that she did culturally that kind 

of brought the mentoring relationship closer together? 
 
A: Let's see…I believe it was probably the souvenir because that occurred very early on in 

the relationship and I just thought it was nice that she thought about me when she was 
with family and…you know…in her area that she would purchase something and give 
that to me as a gift.  

 
Q: I think that is a good thought. 
 
A: Yes. 
 
Q: To what extent do you think that this desire to continue the mentoring relationship do you 

think there is a desire to continue this beyond and at what stages of development do you 
think is it now? Is it still in the early stages? Has it progressed over the 2 or 3 years you 
have been…? 

 
A: Definitely!  Definitely!  It's progressed. We have done several projects together since we 

first met. 
 
Q: What did…working with those projects together, what did that do for you? 
 
A: Definitely increased my confidence, self-esteem, provided me with a wealth of 

knowledge about different things…not necessarily related to education per se because we 
also started a charter school and I was exposed to so many things and now I can say I 
know how to obtain a building permit. I know how to obtain the 501C3, so it's just things 
that I would have never…probably received the opportunity to do. 

 
Q: You talked about a wealth of knowledge. Give me some examples. Let's talk a little bit 

more about that knowledge. That is very important in the mentoring relationship. 
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Describe what types of knowledge…you mention a few of them, but could you be a little 
more specific? 

 
A: Well, actually with the starting of the charter school, she asked me to assist her in starting 

a charter school and I knew that I had never started a school before. As far as how to run 
a business or start a business organization…again, I had not experience with that. And I 
actually…I had to ask her why me? What can I provide to you? Her response was, well I 
know that you will get the job done. So that was a great compliment, however it was also 
a personal challenge for me because then I felt as if…okay, I have to really step up to the 
plate and I have to really produce. So, she would give me a list of things to do within that 
week…it could be to obtain…get the emergency codes or the building codes. Let's 
see…find out the building permit, contact the fire department to make sure that the 
building is safe and all the codes are met. I had no idea. So I would go and I would have 
to ask a lot of questions, but I got it done. All of the things. 

 
Q: Were there other things relating to the administration of the school that you were also 

responsible for? 
 
A: Yes. I was responsible for hiring individuals, developing questions for the interviews, 

review interview packets, interviewing teachers and again those were things I had never 
done before either, but I was able to again... 

 
Q: Since that was new to you, how did you actually develop…how did you get information? 

Did you just use resources within the school or did you gather information from outside 
the organization? 

 
A: A lot of resources…readings, the internet, her resources, asking other people who were in 

that position as far as what types of interview questions did you use? What's your rating 
scale? What's your format? How do you rate perspective candidates? Things of that 
nature. 

 
Q: Now you talked about all different types of experiences, but which one of those 

experiences you found was most beneficial to you on your development? 
 
A: I would probably say the opening of the charter school.  
 
Q: Okay. 
 
A: Because I just didn't do one thing, I did many things and it was very interesting, it was a 

new experience. I believe that was probably the time in which I was just exposed to just 
so much in a very short period of time because everything from recruitment to the 
building to hiring the administration happened over the course of a summer just about. So 
it was a lot of hard work in a very short period of time. 
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Q: Do you think that having a different culture have an adverse impact on the relationship? 
Were there times where you thought…Oh, I just don't know…we are so different. We 
don't understand each other. Did that every cross your mind at all? 

 
A: No. Perhaps the accent. I had to become accustomed to. That was the only thing. Because 

a lot of times when we…if I began talking fast right now, you may have difficulty 
understanding me and her accent is very, very apparent and so sometimes when she gets 
excited…I need you to slow down Miss B and say that one more time.  

 
Q: Did you actually develop the kind of bond where you can talk to her in that way?  
 
A: Yes. 
 
Q: …that's great. Specifically…what did you expect from the mentoring relationship from 

the onset? Sometimes you…whether it's a mentoring relationship or any other type of 
relationship between two people…you expect something. Did you expect that this 
relationship would turn out the way it was? Or what did you expect from it in the 
beginning? When you first connected. 

 
A: I knew that she was a special person. She reminds me of an aunt that I have…a hard 

worker, a person that is very hard to say no to, even if you are tired, you would just do it 
for Miss B…just because. Not only that, but I have a true respect for supervisors who are 
right there with you the whole time. A lot of times supervisors they'll tell you to do 
something and they'll be in the background kind of watching you or doing their own 
thing, but if we had a large task given to us, she would be right there working just as 
hard…side by side with you. 

 
Q: So meaning that she did get involved and guided you instead of in a way…when she got 

involved, was that just to give you the guidance or would she get involved in sort of an 
intangible way…not just get her hands in with everything? 

 
A: No. It would just be for guidance. 
 
Q: Just guidance? 
 
A: And sometimes I think she even recognized and knew when it was too much and she 

knew that I knew what I was doing and I could run with it and most of those times she 
would just kind step back and she would say…I'm sorry…I'm sorry…okay now you 
go…so she sometimes…because she gets so excited about whatever task that is at hand 
that a lot of times she will become a little overly involved…but it was okay. 

 
Q: You know in a mentoring relationship the concept of mutual desire…the desire of the 

mentor and the mentee plays a very important part of the relationship. Were you as 
excited…you talked about her excitement…were you as excited about being mentored as 
she was being a mentor? 
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A: Yes. Definitely!  A lot of times in a school setting or when you get that first job you are 

kind of thrown in and you are expected to know everything and you just kind of learn 
from your mistakes you just kind of…just have to go with it and yes I was placed in that 
position, but it was a good feeling to know that you had someone there who could a lot of 
times catch you before you fall so to speak. 

 
Q: Yeah. I'm going to go back a little bit to raise the issue on the cultural differences. You 

talked about that she…that you felt as if she really cared in the relationship, but what 
kind of benefits do you think that you gained from being culturally different from your 
mentor? 

 
A: More exposure. I think a lot of times professionally you must have the ability to 

understand people, to know where people are coming from. If people are not from your 
same ethnic background or cultural background it's still very important for you to 
recognize that and be sensitive. 

 
Q: Yeah. Were there any challenges that were raised? Was there any time when you 

thought…I don't think that this is going to work because we are do different?  
 
A: No. No. 
 
Q: Did it raise any challenges at all? 
 
A: No, because I'm a hard worker as well. I think probably the only thing that was 

completely different…Miss B is someone who could work all day and not even break for 
lunch. But me…I like to have a little break for lunch, get a breath of fresh air and go back 
at it, so that was different and so when we were actually working together, I would 
always say…okay it's lunchtime…we need a break and we can come back to it. 

 
Q: Okay. So you think that in this entire process where you are sometimes at different levels 

in terms of work habits and all that; you thought that also made a difference because she 
is a different…she's really at it all the time and then you know when it was time to make 
a break. Do you think that she did that because she wanted you to sort of develop some of 
her habits? 

 
A: Perhaps. Perhaps. But actually I'm that type of person as well. 
 
Q: Okay. 
 
A: I'm not really a slacker. I'm one…I can stay up all night to get it done if it's due the next 

day…I'm right there with you and I'm a night owl and so is she actually. So it was really 
nothing for us to just be at work…you know…to 9:00 preparing…getting things in order 
because we knew that when we left that building that the next morning we were ready for 
the monitors. We were ready for whatever came our way…we were ready.  
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Q: You talk about the amount of time that's spent and the long hours and the long night. 

What about the amount of time that was actually spent on the mentoring? Do you think 
that she gave you sufficient time? 

 
A: Definitely!  Definitely!  Even on the weekends sometimes she's provided information for 

me; opened up her home…so yes definitely.  
 
Q: As far as your learning is concerned, do you have any specific learning activities that 

were really relevant to this relationship? 
 
A: When you say learning activities? 
 
Q: Anything that you learned career wise or as far as development that were particularly 

significant in this mentoring relationship. 
 
A: I think career wise just having that knowledge and I think she understood that I was very 

competent in my area and not only was I competent, but that I actually loved what I was 
doing. That in itself was very helpful to the relationship because we were definitely…we 
had the same goal with that.  

 
Q: When you say you had the same goal, what specifically…? 
 
A: In the school setting we wanted the best for the children. If a child needed counseling 

services and assistance in math or reading, then we really wanted to help that child and a 
lot of times it wasn't just academically, a lot of times it was socially, a lot of 
children…maybe they were struggling because there was one parent at home who was 
working all the time, so that was affecting not only academics but just the social piece of 
that child's life, so helping that child to become socially developed as well. 

 
Q: As far as the social development…the outcome of this social development. Did your 

mentor help you to gain the skills also to deal with that type of difficult situations? 
 
A: Definitely!  Because a lot of times I think those stories that were very challenging…of 

those situations that were challenging or those situations in which children were perhaps 
being cared for by a grandmother because the mother and father were not there because 
either they were deceased or affected by drugs and alcohol and you know…you just see 
these children crying out for help…for love…for social acceptance and those stories are 
very difficult.. Those cases…because you really want the child to do well and you think 
about your schooling and how pleasant it was and school should be fun for kids. Learning 
should be fun and when it's not, then it becomes very difficult. 

 
Q: So was your mentor always there especially at difficult times? 
 
A: Yes. Definitely!   
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Q: Is there one difficult…really difficult situation that you could remember that she was 

there for you or stepped right in? 
 
A: Definitely!  It was during an IEP meeting which is an Individual Education Program 

meeting in which I was presenting a psychological educational evaluation and it got right 
down to the part again in which I had to tell the parent that her child was MR…mentally 
retarded and I think that she could tell in my voice that it was becoming very difficult and 
so I was talking to the parent and then the next thing I knew, she had just kind of had 
jumped in…in the conversation and it helped out because it gave me a break to kind of 
regroup myself and then I was able to start talking about and just completed the 
presentation, but it was difficult because I could see the parent's eyes were staring and I 
think she kind of zoned out for a minute. Probably feeling like I can't believe this. You 
are telling me that my child is MR…when I thought maybe she was just a slow learner 
and she didn't like reading when cognitively, this is all my child can do. 

 
 Note: (Mentor was in the same room observing the mentee's present the 

psychological educational evaluation).  
 
Q: So your mentor stepped in for you. How did that make you feel? 
 
A: Oh…I thanked her afterwards because it was a lot and she even said that it was a lot for 

her because this was a parent that we knew…a parent who was somewhat involved in the 
school so telling a parent who is really a good parent, that your child's scores fell in the 
mental retardation range…it was very challenging because you don't want to tell that 
parent that.  

 
Q: But you as the mentee…once your mentor stepped in, did you feel as though… 
 
A: Yeah…I felt as if a weight had been lifted from my shoulders because if it was up to me I 

would have preferred probably to stop that meeting right at that point.  
 
Q: Okay. Did your mentor comment at all on the aftermath of this particular situation? 
 
A: Actually after that one we had to debrief. After the meeting I thanked Miss B for just kind 

of being there and stepping in and she gave me some helpful criticism about how to go 
about relating to parents again and that unfortunately all kids don't learn the same and this 
is something that you are going to have to prepare yourself to tell parents. Whether you 
are telling a parent that their child is gifted or whether you are telling a parent their child 
is mentally retarded. 

 
Q: What kind of attitude did she demonstrate to you? Did you feel that she was too…did it 

in a very stern manner or just she just soft about it or…how did she go about 
criticizing…positive criticism? 
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A: It was positive criticism. She was very clear and direct, but yet soft and comforting. She 
was just like okay…Sandy, you know…you have to make parents feel comfortable 
before you even start reading that evaluation. Whether it's conversation about the weather 
or just about the positive things that their child is engaging in at school, then you kind of 
go into the evaluation, presenting it in a way that the parents understand and definitely 
highlighting the positives and then kind of go into and perhaps changing the words a little 
bit…okay, well, does your child experience trouble reading? Instead of saying perhaps, is 
your child weak in reading?  

 
Q: Okay, I follow. 
 
A: …so just presenting in a way that is a little friendlier that parents are relaxed and they can 

understand. Ask questions, have a dialog with the parent while presenting that evaluation 
instead of just reading it. 

 
Q: In this particular situation with that experience of telling a parent about the MR situation, 

do you think that that developed a better bond between you and your mentor for that 
particular experience, seeing the way she handled it and was able to support you openly? 

 
A: Definitely!  And then after that she presented an evaluation and I was able to kind of sit 

back, listen and learn. 
 
Q: Okay. 
 
A: It was very helpful and just kind of seeing how she conducted her meetings and how she 

developed that rapport with the parent in making them comfortable. If it was just 
something as simple as would you like some coffee, can I get you some water? How are 
you today? Things of that nature. 

 
Q: So that means that the interaction that you both had during these meetings have helped 

with your career? You think that contributes to where you are today? How did it 
contribute? 

 
A: Definitely!  Being able to relate…oftentimes Miss B is always saying that I am able to 

calm her in difficult times because… 
 
Q: Interesting! 
 
A: …she'll say she'll just look at me and say okay, well you know, okay I know it's going to 

be okay because you are looking calm, so it's going to be okay. And most of the time it is 
okay. A lot of times we get so stressed out and kind of wrapped up in what we are doing 
that you kind of forget. 
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Q: What does that relationship mean for you specifically to be involved? Because you know 
in a relationship you have been getting some of it and Miss B may be getting some, but 
what does it really mean to you to have such a mentor? 

 
A: Oh, it's important. Now she…she's on my Christmas list let's say. She's part of the family. 

I respect her as a friend, as a professional, as a mentor, so I'm very thankful to have a 
mentor like her. 

 
Q: Do you…if you had one great thing to say about your mentor, what would it be? Or if 

you had to describe her to someone else? 
 
A: I would say she is a hard worker. She is such a hard worker. A go-getter, a hard worker, a 

"Janice of all trades." 
 
Q: Okay. 
 
A: Yeah she has done a little bit of everything in her life and she is still going. Kind of like 

the energizer. Keep going and going. 
 
Q: And as far as the relationship of itself, do you expect this to continue? 
 
A: Oh, definitely!   
 
Q: On what level? 
 
A: Definitely!  Well she's one of the many pushers of me pursuing a doctoral degree, so she 

is definitely supporting me with that. Supporting me in receiving training and actually 
now I am currently doing what she did when I first met her. 

 
Q: Good for you. 
 
A: So now I'm a Director of Special Education, but I still have that school psychology 

background, so it's added to the many things that I can do now. 
 
Q: So you would say that mentoring was a boost…would you consider that it actually 

boosted your career? 
 
A: Definitely!   Definitely!  And I will love to help someone and be a mentor for someone 

else because it's very helpful. Very helpful. 
 
Q: Yeah. So as far as words about the mentoring relationship itself, would you…if you have 

to explain to someone about your mentoring relationship, what would you say? 
 
A: I would say that it's beneficial, not only professionally, but also personally to have 

someone that you can bounce ideas off of. Someone who knows exactly what you are 
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doing. Who is familiar with your field? It's an excellent way to feel good about yourself 
and also to become more I guess self-actualized in your field. 

 
Q: Oh, I see. So you think that having a mentor really did help you in your field of special 

education as a director? 
 
A: Definitely!   
 
Q: Okay Sandy, this has been the first of one of the three interviews. I will be interviewing 

Miss B at some point, then later on during this process I will have both of you together to 
talk about mentoring…in a conversational way .. about your mentoring experience. I 
want to thank you very much. 

 
A: You are welcome. 
 
Q: Bye. 
 
A: Bye. 
 
END OF INTERVIEW 
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  MENTOR’S INTERVIEW – CM2 
 
 
This is a recorded interview in preparation for a dissertation by Claudette Toppin, student at 
Virginia Polytechnic Institute and State University. The dissertation is A Qualitative Study of 
Mentoring in a Multicultural Educational Work-Setting: A Cross-Racial, Cross-Cultural, Cross-
Age Perspective of Two Women. The participant has agreed to talk about her mentoring 
experience.  
 
Q: Ms. B (pseudonym) do you understand that this is voluntary participation for this study? 
 
A: Yes. 
 
Q: Thank you very much for allowing me to do this and we will proceed. 
 
Q: Mentoring holds great potential for adult learners in organizations. It's about transition, 

identity and active involvement in the hopes of reaching one's highest potential and 
capabilities. Particularly as it pertains to personal development and change. Also, it could 
relate to the promotion of productivity and the maintenance of someone who is in a 
transformational stage. This interview is conducted to capture your mentoring experience 
with Sandy S. Explain why you selected mentoring as a useful tool for development. 

 
A: Because of the particular setting in the mentorship where there is the willingness of the 

person who is seeking the mentor with an open mind and I think with certain kinds of 
expectations of what they see you as the mentor that can benefit their experience and I 
think at the same time from my part to see and share some of the life experiences if you 
wish. And so this kind of give and take in a very positive, where there is no money 
between and where there is willingness from both parties.  

 
Q: So you think that the willingness on the part of the mentee pays an important role in the 

relationship? 
 
A: I think that's 99%...yes. 
 
Q: So does the mentee usually demonstrate the willingness? How did you know that your 

mentee was willing? What actions did she show? 
 
A: I think the kinds of questions that Sandy asks. The kind of questions not only in terms of 

curiosity, but actually learning experience that she was seeking and I saw that she wanted 
to grow and learn more about her career expectations and so those kind of dimensions I 
think that one sees in a person that instigates for you to provide. 

 
Q: So she did really demonstrate that willingness to be mentored by you? 
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A: Right. 
 
Q: How did that make you feel to know that she was very willing to have you as your 

mentor? How did you feel as the mentor? 
 
A: Well I think that one of the things…that sometimes people think that the person who 

really gave more is the mentee and I think that is a relationship where the mentor learns 
as much from the mentee as the mentee learned from the mentor. And when there is that 
opportunity for growth for both of them, I think that is what makes a really great 
relationship. 

 
Q: Oh good. So did you find that you had to share specific things from your life 

experiences…I'm going to go back a little bit? You said you like to share your life 
experiences. How did that come into play? How did you share those experiences to help 
develop Sandy? 

 
A: I was the offset that there are certain kinds of education that you learn that prepare you to 

do certain kinds of work…that there is certain kinds of experience that the work 
experience had given you, but that there are other things in life that you are never ready 
to embark because it is not in the books or in the life experiences you get out that you 
have to jump in and do it.  

 
Q:  Okay. 
 
A: And I think that because of my own experience in life of trying new things…as you can 

see even by my English. I think that was something that I think and I hope Sandy learned 
and she did experience that on her own. That even that sometime we look at certain kinds 
of jobs, certain kinds of experience that we want to do in life that we just have to jump in 
and do it. 

 
Q: Was there any specific…any specific event or learning experience that Sandy gained 

from you at the beginning or…how was that…those life experiences useful to her? How 
did she demonstrate the usefulness of your experience when you started with her in the 
beginning?  

 
A: Well I think there is a progression. It was a progression that I think that in the beginning 

it was a relationship of a supervisor to a staff relationship. 
 

Q: Okay. 

 
A: And then there was a trust where she developed a trust in me in terms of the kinds of 

things that I was able to help her and then at the same time, share with me in a 
professional way things that she was doing and how I was doing it and how we learned 
from each other, so that by the time it came in to go into another dimension, I would say, 
and I approached her to really come in and start a new venture, she was almost ready and 
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took her some time, but she really felt that because I was asking her to do that, then she 
felt it was an opportunity for herself that yes she could do it. 

 
Q: Okay. I'm very…you made a very interesting point about dimensions. The levels of 

relationships you are talking about…the different dimensions of the relationship. You 
said at first it was a supervisor staff relationship. Was that sort of a formal way where she 
didn't trust you yet and then it broke down to another level? How did the relationship 
develop? 

 
A: I would say so because from the…since I had never met her before…I did not know her 

history or anything…it was in the beginning a job interview and employ her and so it 
was…I think it was the stages. 

 
Q: So it was stages? So the first stage you think it was just a formal professional relationship 

between supervisor and staff? 
 
A: Right. 
 
Q: And then it developed into something else and you talked about the element of trust that 

she developed a trust in you.  
 
A: And I said it was mutual. 
 
Q: It was mutual…oh.  
 
A: A mutual trust. 
 
Q: It was mutual trust. Tell me a little bit about that mutual trust?  
 
A: I think it was trust and respect. 
 
Q: Trust and respect. Okay. Tell me a little bit more about that. 
 
A: I think a trust in her judgment. 
 
Q: Okay. 
 
A: A trust in her value system. 
 
Q: Okay. 
 
A: A trust in terms of that I could depend on her. 
 
Q: Okay. 
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A: And I think that at the same time she trusted me that I would not make a judgment if she 
would make a mistake rather than see how she could improve from the experience and so 
she felt free to communicate. 

 
Q: Oh, I see. 
 
A: So I think at that point it developed into I think the mentor and mentee relationship. 
 
Q: Was that the stage where the mentor/mentee relationship evolved? 
 
A: Right. 
 
Q: Okay. Good. 
 
A: Because it was not a relationship of just of supervisor and the staff. Moving another 

dimension. That's what I was talking about. 
 
Q: Okay. Moved into another dimension.  

 
A: Right. 
 
Q: Do you think that it has progressed even more to another dimension or has it remained 

the same? How would you describe the relationship today as we speak? 
 
A: I think it's very interesting that you are saying that because when you asked me to do this 

I was thinking and I said…you know, it moved from that to mentor, which I think now is 
another and I don't even know what you can call it now…the only thing I know that is 
a…where I think that she will, I know she feel very free to talk not only in terms of her 
career, but also about her emotional things in life and where I also can share with her. So 
I think it has become a beautiful friendship. 

 
Q: Yes. That has progressed to even a higher level.  

 
A: Right. 

 
Q: Okay. Do you…could you tell me of any specific incident and I'm looking for that really 

one thing that led…caused you to say "ah, Sandy trusts and respects me now as a 
mentor."  Was there any one incident? 

 
A: Yes. It was the day I asked her to leave her job…very secure job to jump in with me into 

a new venture where I was hoping and I opened up very much and told her all the plans 
that we were making for the new venture and I mentioned to her that I would go into this 
especially if she would come with me, but we were starting with zero dollars and zero 
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students and zero everything and she believed that we were going to make it and we did 
make it and so I think that was a key. 

 
Q: That was the event that you knew that she really trusted you with everything that she had 

because she just left what she had secure and came to you. How did that make you feel? 

 
A: Oh, it made me feel like we really good. No matter, what this venture was going to 

succeed, now I really needed someone who believed in me, that strong and that there was 
no looking back. 

 
Q: There was no looking back. Do you think that incident may have moved the mentoring 

relationship to another level? 
 
A: I think so. I really think so.  
 
Q: Okay. For Sandy's career specifically, was mentoring very useful career-wise that she 

moved from point A to B and to other levels of her career? 
 
A: I think so and I hope that I have had some opportunity for her that otherwise may not 

have been for her. 
 
Q: Okay. So you opened the doors…are you saying you opened the doors of opportunity for 

Sandy? 
 
A: Yes. 
 
Q: Yeah. Okay describe or discuss anything in terms of opportunity and how this particular 

opportunity…was there just one, a single event or more than one…how did that actually 
impact her career as to move her from level A to level B? Can you think of anything 
specific? 

 
A: Well I think in the beginning of our acquaintance and all that I think that the insistence 

that she really needed to get her certification and to get that solidify so I think that was 
important and I think that as it was something that when she came to start working with 
me, she didn't have that, so that made a point that she have that and so that I think it was 
something that made her feel okay…now I have my certification and so okay I can really 
be competent and not only I know the subject, I know how to do it, but I have a piece of 
paper that certify that I can. 

 
Q: How did you coach her to do that? She didn't have it when she met you, but how did you 

coach her along? What skills did you give her to enable her to get her certification? 
 
A: I think one of the things was to really look why she didn't have it.  
 
Q: To look at the reasons why. Okay. 
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A: Why not and whether she really need to do…for her to get it.  
 
Q: Okay. 
 
A: And pretty much like I always think about in my own life about the systematic approach 

to education which is to find your goal, to pick up very specific objective, what method 
you are going to use, when the date so that you really look the date when you are going to 
complete, who's going to help you in the process and how you evaluate so this had been 
the mechanism that I always work on myself and as I shared with her, so I think that is a 
very defined thing of what you want to accomplish and how you want to accomplish it. 
So she moved immediately in the process and she got her certification. Because then the 
next stage…and she have the experience of really working in and I don't know how much 
detail we want to go into…but the next step is because of her willingness to jump in and 
start with this new venture, then I will say to offer her the big position of being a director 
of the whole unit where it would have taken her maybe years to come to that. 

 
Q: So you were willing to take a chance on her because of her willingness to learn? 
 
A: And because she had got her certification. I have seen her growth, her judgment in terms 

about how to deal with problems. Her professionalism, as she deals with the parents, and 
with the colleagues and her love for the children. 

 
Q: I know that mentoring is not always easy. Where there ups and downs as you were trying 

to coach her through these various…using these very strategic methods that you use so 
that she can accomplish these goals? Were there ups and downs in the interim? Were 
there any time when you said…oh this is very difficult? 

 
A: Well I will not say difficult because I guess the…maybe that is not in my vocabulary. I 

think there were challenges. 
 
Q: There were challenges…okay.  
 
A: Yes. 
 
Q: Tell me about some of those challenges? 
 
A: Well I think that one that we are still working on and I think that it has to be more of my 

own flexibility than she has been a young lady, she has to make some decisions on her 
own life…I think that for her to get moving and get her Ph.D. But it was important for 
her emotional career to, to get married. 

 
Q: Okay. 
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A: So I think as a mentor you have to look also in terms of her intellectual or educational 
development of the mentee, but also of their own emotional and that there is also a social 
life and a family life. And myself…a woman that move on just one side of my life then I 
need to really look and stop and wait and see where she was going to go with her own 
personal life. So I'm very glad that she found the love of her life and that was the priority 
and it's good that she had never lost sight also of looking and moving on her educational 
piece. So it's a learning…as a mentoring too to see that sometimes you have to…that the 
person you have to give to the person the space to make their own life decisions and their 
own…set up their own priorities and that you have to think about giving what you can 
give at that point of what the other person is to receive.  

 
Q: Oh, I see. What I hear you say is that you can give to a mentee…you may want to give to 

the mentee XYZ, but you have to put your goals for the mentee in perspective to the 
mentee's needs? So she may want A B and C, you may want ABC and D for her but you 
have to take her emotional and her life experiences into consideration. That must have 
been challenging for you. How did she react when you said, I'd like for you to do such 
and such, but how did she react to you in that? Was there a conflict in the relationship at 
that point? 

 
A: No, because I think she is a very smart young lady, so she always mentioned about that 

was her ultimate goal. 
 
Q: Okay. 
 
A: Yeah and I think that's and I think she will realize that in the career that she choose that 

should be the ultimate goal. So it's not like she is just…in the process…here again, look 
at the different opportunities where she could get her Ph.D. so she can start talking with 
different universities and seeing where the funds were allocated and even with that, she 
may not be doing it at that point. There was something that she would be looking at in the 
future and I think that's how…kept the light at the end of the tunnel. Still the light here. 
But you need to work to get it. 

 
Q: So you made her set a long-term goal and said this is what you should do career-wise to 

obtain the Ph.D. 
 
A: That's the possibility. 
 
Q: As a possibility to obtain a Ph.D. because of the type of career she chose? 
 
A: Right. But I think that's what I learned in the process that you can give to the person the 

different opportunity, but it's up to the person to what extent and when and how. 
 
Q …they want to take…advantage of those opportunities. 
 
A: Right. 
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Q: Are you of the same cultural background with Sandy? 
 
A: No, I am Hispanic. 
 
Q: You are Hispanic? 
 
A: I was born in South America and you can see by my accent my first language is not 

English and Sandy was born here in the United States and of African-American 
background I think. 

 
Q: Did you think having a different cultural background helped the relationship? 
 
A: I think so because I'm a person that loves people. And I think I like to learn from people. 
 
Q: Okay. 
 
A. So I think that hopefully my life has been enriched as much as I have enriched Sandy's 

life. 
 
Q: So you see the cultural difference as being a very positive aspect of the mentoring 

relationship? 
 
A: Oh, yes. 
 
Q: Were there any challenges at any time during the relationship that surfaced because of the 

differences in culture? Were there any of the differences at all? 

 
A: No, because I think…the main thing I think that the value system…it was very similar 

and as I learn more about Sandy's parents, I see a lot of those values of my own parents, 
so I think that is something that is very unique or possible maybe in terms about the your 
own philosophy of life and career philosophy of life that I think that I have made a very 
unique… 

 
Q: Like a connection? 
 
A: …a connection.  
 
Q: Oh, good.  
 
A: More than the language.  
 
Q: So you said the value system was… 
 
A: Value system and the philosophy of life. Yeah. 
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Q: Now do you think there could have been…what made it so unique? I'm still trying to see 

if Sandy…did Sandy observe all of this from the beginning and were you very 
experienced and you have a lot of wisdom, but did Sandy also try to…did she make a 
connection based on the value system also? Yours was philosophy of life and value 
system. Did she ever share with you exactly how…what type of connection did she make 
with you as a mentor? 

 
A: No that was, would be a very interesting thing; maybe some day.  
 
Q: Yeah, because at the later…one more interview we'd like to do together and maybe that 

will be one thing you can share with each other.  
 
A: Good. 
 
Q: What did she think? What part of this relationship do you think was most beneficial to 

Sandy? Was it when you were just had her in the early stages and you developed that 
level of trust or do you think the relationship is beneficial now where it has peaked off to 
be more than just a mentor/mentee, but to be almost like a friend? 

 
A: I think each of the stages have a different… 
 
Q: Different benefits, is what you are saying? 
 
A: Yes. 

 
Q: Oh…what kind of benefit was it for the early stages? 

 
A: I think that the trust that she had in me at that point…it benefited her, but I was going 

through in my own personal life and a very trial time on a personal, academic and 
business level and to have someone that trusted me…it made me believe again in people 
and so it was a point in my life where I was really reassessing the trust that you can put in 
people and so I had to stop and think of that time in my own life, so I think it was 
refreshing to see that you have to go through life believing in people that other people are 
genuine. 

 
Q: …and that people trust you that much? Yeah…that's great. So that was the earlier part of 

the relationship. Now that this relationship has matured to such a higher level, you think 
the benefits are different? 

 
A: Completely different.  
 
Q: They are completely different now? For you or for her or for both of you? 
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A: I think that the second…I really look at this in three different stages and I think you have 
mentioned that, which is very true… I think the second stage was where we both trusted 
each other…she trusted to jump in and we got into this new venture and by knowing that 
we were going to do it …it gave me more energy for me to do it. 

 
Q: So were you feeding off her energy? 
 
A: Right. So it was something we both knew we were in this thing together and we were 

going to do it. So I think that was something that was beginning to get…you know…the 
energy passing around. So I think…you know. And I think  

 
INTERRUPTION - At this stage of the interview, the mentor became very emotional and I 

stopped the conversation. 
 
A: …that was the second phase…where she trusted me and so we got energy from both into 

this new venture that materialized…. we became an enterprise. I think…  we went 
through a lot together. And for her I think personal, but then I think that the mentoring 
dimension became bigger because then not only was it just her and me, but family…her 
family and my family and I think that I learned a lot more from that experience from her 
family and how to deal with different situations and more important to me was how to 
really rejoice in that day on that day and how that day was given and what happened on 
that day and see life a day at a time; where in my family, we are always looking about 
what was going to be 10 years from now, but I learned from the family of Sandy… 

 
Q: …rejoice in the now. 

 
A: To rejoice in the now on that day and what happened on that day and I think my family 

had been enriched because of that. 

 
Q: On that experience? 
 
A: From that experience and I hope I was able to give to Sandy and her family that we were 

on sometimes things in life that came together and we were for each other and we were 
not alone. 

 
Q: Now in terms of you…you spend a lot of time…I mean in terms of your coaching her and 

developing her to this level…how did that impact on you yourself and your own work 
experience? How did…did sharing so much time…did it interrupt what you had to do as 
a professional person? Because you were giving Sandy a lot of time to coach her and how 
did you cope with your own experience? 

 
A: I think that is what has been so good about this mentoring/mentee relationship because it 

was not so much about that I was given, but rather how we were able to do for people, for 
children, for society. So it was not so much…I never thought until you are asking me the 
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question in that way…I never thought about what I was doing for her rather than how we 
were given to each other to the community. 

 
Q: So it was more like a greater good? 
 
A: Yeah. 

 
Q: So it did not impact with your life and her life, but the community as a whole? 
 
A: Yes. 
 
Q: Yeah. 
 
A: It was not… 
 
Q: In what way did it impact the community? Tell me some…in what way did you… 
 
A: In a very specific way about how to help the children to cope in school systems. For 

parents to learn more about their own children and how they can deal with the children 
who have difficulties of learning or emotional problems, to deal with them and see them 
as individuals rather than sick children…just to see them as children. To open up new 
opportunities for children to have a choice and a new school. So it was not so much about 
what I'm giving or what she is receiving, but rather how we can do this thing for the 
community, so I think that…but you know, in the process, I think that we got enrichment 
ourselves. 

 
Q: Okay. And you say that so for both of you involved in this relationship 
 
TAPE TURNED OFF 
SIDE B 
 
Q: Because both of you were involved and it progressed from the immediate relationship 

with a mentor and a mentee…it spilled over to the community and you said it impacted a 
much larger community of children and parents and especially the children that were in 
need, that were emotional need and so on. I know that must make you feel very good 
because you said it enriched your life. In what way? 

 
A: Well I think that… 
 
Q: Anything specific you want to talk about? Enrichment? 
 
A: Enrichment. Well I think that you know…. 
 
Q: Any specific outcome you could remember? 
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A: Well I think that the capabilities of oneself to be open…to continue learning. It is very 
important and something that I hope I always have until the day I die that there is no age 
for learning. That we keep an open mind we can see different things that we had never 
experienced before and that in that process, we are better ourselves, but in terms of 
our…of how we approach and help other people. 

 
Q: You mentioned a very important and I always thought that the time spent between the 

mentor and the mentee, but you mentioned the time wasn't really an important element of 
this relationship. It's more the process and the impact and so I learned something from 
you today also. And, were there any special learning activities that Sandy was interested 
in when you were coaching her? Were there any specific things that she would 
say…well, Ms. B, I would like to learn AB&C or did you decide what you should teach 
her or did she tell you want she wanted to learn? 

 
A: I think there were some things that she would bring it up. 
 
Q: Okay. 
 
A: So she will bring some things and I would look…some book that I have or some things 

that I have done in the past or we talk about the pro and con on some of the things and 
other times I would bring some of these things up, so it was not one way or the other. 

 
Q: Oh I see. It was just kind of…. when there was a need, she would bring it forward and 

then you would coach and then if you saw there was something that she needed to learn, 
you just stepped forth. 

 
A: And then later it has been sometime when she could see some things or new things that 

are coming up then she would bring it to me. 
 
Q: Oh. She brings new things now to your attention? Any specific event that made an impact 

on the school or yourself or on Sandy? Anything special or a real challenge that she had 
that she could not handle, but you were right there for her? 

 
A: Well I think that sometimes, some cases that get very complicated, where even lawyers 

get involved with trying to seek services or lawyers who are trying to get some funds to 
get in the process and getting the parents and so how can we can really help the parents to 
really get the services right and get into the legal system and it is always a new challenge. 

 
Q: A new challenge. Is there anything else as far as challenges for yourself or for Sandy that 

you can kind of resolve as a mentor/mentee? 
 
A: The continued…to keep up with all the new things that is going on in the area 

of…especially education and systems. It's a continuing challenge. 
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Q: Good. Good. So overall, what do you think that this mentor relationship did for you that 
experience of mentoring someone and having all this relationship progress in the three 
stages and developed on three dimensions…will just be my final question. How does that 
make you feel today? 

 
A: Great!  Muy bueno! 
 
Q: The word in Spanish? 
 
A: Muy bueno! Very good!  Wonderful that I'm very glad that her life crossed my life 

because I think that is a beautiful thing to have known. 
 
Q: Okay. Well I do want to thank you for this interview. We'll end here today and at some 

point I will have to get both you and Sandy together just to see what the interaction 
would be because you actually express such a joyous experience. So I would go ahead 
and talk to Sandy at some time next week and then we'll get together for just a short 
interview again to wrap this up. 

 
 I do want to thank you very much and I will be in touch soon. 
 
A: Thank you. 
 
Q: Bye. 
 
A: Bye. 
 
END OF INTERVIEW 
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This is a recorded interview in preparation for a dissertation by Claudette Toppin, student at 
Virginia Polytechnic Institute and State University. The dissertation is A Qualitative Study of 
Mentoring in a Multicultural Educational Work-Setting: A Cross-Racial, Cross-Cultural, Cross-
Age Perspective of Two Women. The participants have  agreed to talk about their mentoring 
experience.  
 

Q: This is our third interview together and I would like to just talk first about some of the 
cultural barriers and challenges that you may have experienced in your mentoring 
relationship. I'd like to hear first from Ms. B (mentor). When you connected with Sandy 
and you knew that, did you think it would have been a challenge to mentor her? 

 
Ms. B: I don't think that I thought as a challenge, but now that you are saying and you are 

raising the question I'm thinking what…of what incident that since today we just 
happen…I said to myself maybe that is very fresh in my mind and it is a good example. 
Just before you put the recorder on, Sandy asked me a question and here again I couldn't 
even understand what was the question was.…but she asked me again, because of the 
time we are the business, we are in the office and she knows that I am always with my 
cellular with me. It's part of my feel good…my extension so sitting at home so for me 
cultural I would not even think of ringing the telephone myself to the front here. But she 
asked me three times as you can see because first when she asked me I couldn't even 
translate or I couldn't even think that she was asking me that. The second time she said 
to me and I'm saying why does she want me to have to tell her? And then the third time 
she asked, it dawned on me…oh she ask…no I would never leave the telephone 
downstairs.  

 
Q: I see. 
 
Ms. B: So…I think that is the kind of like what we were talking about that she knows that she 

will ask me until I know what she is asking me or I understand why she is asking me 
and I think maybe the reverse is the same…works the same way.  

 
Q: So which means that when a question…Sandy asked you a question, she makes sure that 

you understand even if she has to repeat it more than once? 
 
Ms. B: Right.  And I think that at this point I know it is no so much the English, but its work 

and the respect. 
 
Q: Sandy, what do you have to say about that? 
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Sandy …that is correct. For me I think one of the challenges initially because that is something 
that you can hear was the language coming very fresh out of school, you meet some 
people…well you meet a lot of people from different cultures, but as far as working 
with these people for an extended period of time, you really don't experience that until 
you are in the workplace and in the workplace it is very important that you understand 
what someone is asking of you and of course coming into a new position, you want to 
do your best and you want to make sure that you are doing your best because you can 
understand everything that the person is asking of you. So that was very important. Just 
knowing her and how Ms. B. is such a professional person and that's something that I 
could see very early in the onset. Just the way she carried herself, the types of questions, 
the way she moved you knew that she was about business, and so sometimes for people 
like that, if they are asked to repeat themselves several times, they may be frustrated, so 
I didn't want her to feel as if…well okay she is asking me because she doesn't 
know…but I'm asking because I didn't understand clearly, but I know…I know what 
you are asking me to do, but I just want to make sure I understand you clearly and so I 
think we wanted to…that was established very early on…okay, well you know, Sandy 
knows what she is doing, it's just that maybe Sandy didn't understand what I said or 
what I asked of her. 

 
Ms. B: And I think was the beauty of it because once she went and started doing her thing, I 

knew that she understood what I was saying and I guess that is what I learned is that I 
got more frustrated with people who didn't ask me and went and they thought that that 
was I was saying and so I think that was the whole trans…and everything became I 
knew that she would ask me the question again or I would ask her what she meant and 
then we can do whatever we had to do. 

 
Q: So what I'm hearing is that Sandy found a way to ask the questions especially for points 

of clarification and that helped you develop a little more trust in her because you know 
she would ask the questions if she did not understand. 

 
Ms. B: Right. 
 
Sandy: And also it helped me just again being coming into the profession, being able to speak 

up and I guess self advocate for yourself that hey I don't understand, could you explain 
that to me, because a lot of people will think, oh well I think that's what they are asking 
and then when you have the finished product, this is not what I asked of you and I need 
now for you to do it over and you may have waste a day or more. 

 
 And so for me I think that was good because I made that a part of me as far as a skill 

that I use so if I don't understand what anyone is saying, it could be a person you know 
of my same culture, if I don't understand what you are saying, then I'm going to ask you 
to repeat it again. 

 
Ms. B: And it's another dimension. 
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Q: Okay. 
 
Ms. B: And that is that since she did over here and talk about she was covering my back so to 

speak. Because she wanted to make sure that was…that we weren't not going to be 
sitting here and the telephone was going to ring and we had to stop, so I feel very 
confident and that is what I didn't understand what she was asking me, I feel free to ask 
her again and ask her again until I find out what it was that she was trying to tell me. So 
everything…you know, it that have been in business many now whatever you know 
everything, so that is the kind of confident and trust that I was talking about. 

 
Q: So you have the trust and confidence that she was asking you about the telephone 

because she wanted to be sure that…you think that she was covering your back by 
asking her? Yes. That's a good way of putting it. Yeah. 

 
Q: Okay.  Speaking of cultural… 
 
Ms. B:  If I am in a business meeting she does the same thing. 
 
Q: Were there any specific incidents that you can remember as you talk about covering 

your back…that's a very good point because when you feel that way about someone I 
think that you are better…there is an openness there that the person can come to you or 
you could come to that person…could you…do you remember any significant event in 
the workplace where you were sure that she was really covering you as a mentor? 

 
Ms. B: Yes especially then…maybe in some cases where we meet with some of the lawyers.  
 
Q: Okay. Tell me about that. 
 
Ms. B: Well without going into any big details, you know key words that we may have 

developed even before coming to the meeting and so I would know exactly if the lawyer 
from the other part was saying something and that maybe I need to bring it up without 
our lawyer. So I think that's something like not almost reading their mind, but you work 
in such a way that you know I mean even by asking the question, I knew what she 
meant or implied. 

 
Q: Oh I see. So there were like lead questions. Tell me about that Sandy, what…when 

you…what kind of questions…well you don't have to go into detail, but as far as the 
mentor/mentee relationship, if there was a situation where you knew that she needed to 
get a lead question or a key point, how would you have handled that? 

 
Sandy: Many times I would handle that through our contact. Maybe some gestures, maybe just 

kind of a moving of the hand when talking, pointing to a folder or maybe even asking a 
question. Ms. B, didn't XYZ occur? And then she would just go right in. 
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Q: Ms. B would jump in from that? That's…I think that's even more than just covering your 
back…it's a level of sensitivity that you would know that she needed so that she would 
get sensitive to this point…this area…this thought, which means and you don't always 
find people doing that for each other, but I think it's a good example. Go ahead. 

 
Sandy: And a lot of times I think I like to make as a rhythm because of the fact that she…many 

times she wouldn't know what I'm thinking or I would know where she is going next 
just by being able to not only know yourself, but really tuning into that person and 
knowing the types of things that they would want to get across and the importance of 
certain things or situations, so sometimes even by looking at her, I could know okay, 
she's getting ready now…she's getting ready to take it to the top. You know…I know so 
I can just sit back in the meeting and I don't have to say anything because she is really 
geared up and she's going to take it and that I could notice that either through her body 
language, her voice…she becomes very firm and direct and at that point and time…you 
know, we are not negotiating. We are making some key points here and we're going to 
make some decisions and we are going to finalize it and that's it…it's over. No more 
negotiating. It's not up for discussion anymore.  

 
Q: Well that's very…well that's a very interesting method or I would say a system that you 

develop as a mentor and mentee. Did you think that was developed because of the way 
you connected with each other? How do people develop that kind of system as a mentor 
and a mentee? I've read a lot of books but I have not read where mentors and mentees 
connected in such a way at such a level where a cue would come in and someone would 
know exactly where somebody wants to go; at what level, at what point as you said the 
negotiation would stop; at what point she gets very firm and direct and I think you do 
that a lot with observing her behavior. 

 
Sandy: Exactly. 
 
Q: …Observing her characteristics…what comes to mind? Talk a little bit about how do 

you observe her, and knows when she is going to be very firm about something? 
 
 
Sandy: Well I love seeing her in meetings. I love it when there is no negotiating and she gets 

down to business. Number one I think I like it because I'm a woman and she's a woman 
and so it's very interesting to see yourself being you know in control or being in control 
of a meeting and of course a lot of times unfortunately we see man dominate meetings 
and we see men come off very forceful and they are kind of guiding the process and so 
seeing a woman in that position and exhibiting that type of power is very interesting, 
motivating and inspiring for me, so I love to see her go into no non-negotiating mode. It 
gets very exciting. And she does it in a way in which she is very direct, but throughout 
the entire process, she's still very professional. I've never seen her lose her cool to the 
point where people are not taking her seriously. When they see Ms. B and a lot of 
people they can tell when the tone change, they know…okay it's time for me to get busy 
and do what is asked of me or okay, I'm not going to negotiate with you any further and 
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I've seen some people who don't understand that process…for their situation not to come 
out so positive because they end up negotiating too much…pushing, pushing that trigger 
to the point…you know…then Ms. B is just not interested. 

 
Q: Okay. What…that level of connectiveness. Do you think that played a factor in the 

success of your relationship? The way you connected…I mean…on these levels? 
 
Sandy: Definitely.  
 
Q: Then…Ms. B let me hear a little bit about how you feel about that. 
 
Ms. B.: I'm just thinking about all the things that she said. 
 
Q: But you listened.  
 
Ms. B.  It's just so many things and I'm not even thinking about any particular thing.  
 
Q: Well we could get back that later.  
 
Ms. B.: Yeah. 
 
Q: Yeah. We can get back to that later. Do you guys want to talk about anything at all 

about being different? Different on the age dimension? I know that you get along so 
well, but there is an age disparity and how do you get along so well because I think the 
age difference is about 10-20 years? 

 
Ms. B.: More! 
 
Sandy: More! 
 
Q: Okay. Well I'm going… 
 
Q: Well I want to know…how you handled the age difference, because as I said I was 

looking at the dimensions of age and culture and ethnic background and of course you 
are the same on the gender. But let's talk a little bit about the age difference because 
when you connect with someone that is younger and in your case you connected with 
someone that's older, you have different perspectives about life, about work habits and 
about you know…mentor/mentee relationships in general. Let's talk about the 
relationship first and the age difference and how did that impact? 

 
Ms. B.: Well I don't remember, but very early she mentioned to me that I remind her about one 

of her aunts. She gave me the characteristic of the aunt and so I don't know if that was 
one aspect that would be interested in asking her, but I even remember…. 

 
Q: Did she have some similar characteristics? 
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Sandy: Oh very similar. My aunt was the type…very similar to Ms. B. Couldn't tell her no. You 

didn't want to tell her no because whatever she asked of you, she would be right there 
besides you doing it, sleeves rolled up, just as involved as you and you just couldn't say 
no because she was just a hard worker so you just really didn't…you just couldn't say 
no.  

 
Q: Okay.  

 
Ms. B.: So you can see the age difference and thanks for the compliment. Because I'm almost 

double the age. So I was even saying maybe I'm going to retire…oh no no, no, no, 
…that's what happened to my aunt and now she is more involved than anything and so 
that makes you feel good all over again.  

 
 So I think that age only gives you many more experience. There are certain kinds of 

things that you see in terms of some of the opportunities of things that did not when you 
were growing up or you were seeing and so you want to share with that…you 
know…particular person like Sandy was. Some of the things that I have that I wanted to 
share. 

 
Q: …with her? 
 
Ms. B.: Yes.  
 

Sandy: For me the age thing was never a big deal. Although Ms. B is older than I, you   did not 
see her as being older because I would oftentimes have to remind her I need lunch…may 
we eat please? Or it's 9:00? When are we going to go home? So a lot of times it was I you 
would have thought I was the older one…I need lunch, I need a break and she was that 
one that could go all night. So I think no one really sees that age with Ms. B. No, age 
never affected our relationship and then I think also because I'm the only child, it's not 
like I really played a lot. I played with cousins and friends, but for the most part I was 
around my parents and older people, so I can say now I think I do have a lot of old ways 
about myself and I think that also probably impacted that relationship as well. You 
know? Not saying that you are old Ms. B, but okay, I'm just saying my…I guess the 
way…because I don't have any siblings. I didn't really play a lot. You did, but it was 
different. Only children were very particular. 

 
Ms. B.: That's what I said in my first interview that I thought that you were very mature for your 

age and so since I also didn't have any children, so I saw her as a career person who was 
eager to learn and to experience things in the world or so I think that. 

 
Q: So you took that as an opportunity since Sandy was receptive to learning. You were 

very high-level energy person and you were seeing your aunt, a replica of a relative in 
Ms. B. I think that her age didn't really make a difference. 
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Sandy: And then Ms. B. although she is a hard worker, she likes to have fun too. So it was very 
easy when we would break for lunch, we would have lunch. We would have a really 
good time so it wasn't like okay…yeah you are with the person who is older, who is 
working and they can't have fun, so Ms. B definitely has a fun side so it wasn't a 
problem at all. 

 
Q: That's very good to learn that.  
 
Ms. B.: And we rewarded ourselves by the end of the week we looked at what we were 

supposed to accomplish that week and if we finished by 2:00 that Friday, we were going 
out to some kind of fun. 

 
Q: Did you track your accomplishments weekly? 
 
Ms. B.: Oh yes. Oh yes. And, we develop our goals, what we were going to accomplish for that 

week.  
 
Q: Goal Setting was a good skill to learn as far as Sandy is concerned…to learn that…if 

you are goal oriented, then you can very easily track your accomplishments because you 
always look back on your goals and see what you accomplish on a weekly basis. That's 
good.    

 
Ms. B.: But it was a reward too.  
 
Q: Who did the rewards? 
 
Ms. B.: Oh we pick out different things…not necessarily…and then there was the one time just 

to pick out the colors of the dresses for the bridesmaids. 
 
Sandy: That's right. 
 
Ms. B.: We spent three hours just looking and it was fun. 
 
Sandy: That's right. 
 
Ms. B.: We didn't even spend any money but it was something that I knew it was in the back of 

her mind and it was fun to do. 
 
Sandy: Very fun. 
 
Q: I told Sandy before we started and I said I was going to ask you about outcomes. 
 
Ms. B.: Okay 
 
Q: Yeah go ahead.  
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Ms. B.: But then it was also a lot of these things we never talked about…you assume and I 

assume and it was also that the kinds of business that we were doing it was priority, but 
also I think that in one sense, your wedding…it was something very precious and very 
important to me as you. 

 
Sandy: Right. 
 
Ms. B.: …and I think that the wedding was important too.  
 
Sandy: Oh, definitely. 
 
Ms. B.: You know because you were so involved in everything on work and your mother was 

saying…when are you going to be thinking of…and then that day you almost felt…okay 
this; she is with me on this too. 

 
Sandy: Right. 
 
Ms. B.: Isn't that true? 
 
Sandy: That is very true because it made me feel as if…okay wow, well she knows that she 

is…that Sandy has a life outside of this and that she cared again… 
 
Q: That's great. 
 
Ms. B.: I'm sorry…but I think that was important because we had never talked about this. 
 
Sandy: I think from that point on I started talking about the whole thing with you more and 

asking well do you like this or this? Which one do you like? Okay, great…you 
know…so got her more involved. 

 
Q: So that   
 
Ms. B.: But also at that point you also…a lot of things were just talking but at that point, you 

were not making decisions. 
 
Sandy: Right. Making some decisions.  
 
Ms. B.: You started making decisions. Because the following week you said, now I've got the 

material, now I can decide this and this… 
 
Sandy: It happened and so it kind of fast…it was all motivation… 
 
Ms. B.: Motivation…yeah. 
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Q: Wow. So motivation and then social interaction? 
 
Sandy: Yes. 
 
Q: Because you just then…I think the social interaction…do you still interact socially as 

you did? Even though you are not planning any events? 

 
Sandy: Yes. 
 
Q: You do? Okay.  
 
Sandy: All the time. 
 
Q: We talked about outcomes Sandy and I said when you first started with the relationship, 

what was your expected outcome? What did you expect? 
 
Sandy: Well I really only expected the best.  
 
Q: Okay. 
 
Sandy: That I knew that I would learn a lot and I knew that whatever she said that we were 

going to, we were going to do it.  
 
Q: Okay. 
 
Sandy: So… 
 
Q: And as far as Sandy is concerned, what did you expect of her as a mentee?  
 
Ms. B.: That she would keep an open mind about what I was saying. That she will take back and 

put it some kind of perspective of where she needed at that time.  
 
Q: Okay. 
 
Ms. B.: Because she thinks on her own so it doesn't mean that whatever I'm saying that has to 

go, but that she has her own sense about how to do things so that the kinds of things that 
I'm giving her whatever she needs, she will pick it up from there and other things she 
may use later on.  

 
Q: That's true. Yeah. So she had her own ideas? 
 
Ms. B.: Yeah. 
 
Q: Was she always willing to bring forth those ideas to you? 
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Ms. B.: If sometime something that I'm saying, maybe she doesn't think that may be…you 
know…she is open to say. You know…freely say…may be we need to think in a 
different way than what I said…well what other thing and then she would explain. 

 
Q: That's good. How did that make you feel though? It's one thing just having her bring 

forth these ideas and so on, but did you…did these ideas benefit you sometimes; all 
times or what did you think of her ideas? 

 
Ms. B.: Yeah I think most of the time because it was coming from her because she wants to see 

whatever product. It's going to be good, so then we will talk about the problem and then 
you make a more interested…not only interested, but you make a judgment of what you 
are going to do based on knowing all the possible ways. So at least it's not a surprise 
because we had talked about… 

 
Q: So there was a lot of participation between both of you…in the work environment as far 

as your projects and so were concerned? Okay. Every time you talk about that, I think 
about the levels of the relationship when you talk about the dimensions, you know the 
first dimension and the second dimension. At what stage of the relationship was the 
participation with each other in discussing the pros and cons? Was that in the first, 
second or third dimension of the relationship as you talk? 

 
Ms. B.: I talk about the first relationship was when we started and then the second relationship 

for me it was when you jump in with me and we started the other project. 

 
Sandy: Okay. 
 
Ms. B.:  And the third dimension when the crisis came in and then the two of us I think that we 

went into another dimension.  
  
 Note: Mentor attitude changed, she appeared nervous and looked away and 

prevented eye contact. 
 
Sandy: Yes. 
 
Ms. B.: So I would say that in the second dimension. 
 
Q: Second? 
 
Ms. B.: Second dimension when she came in then I think at that point, because we were just the 

two of us that was the organization and so unless she will be very open to express and 
not having no one else to bounce back because there was no one else then just the two of 
us. Things like we have only one phone and we didn't have a secretary, so we had to get 
ourselves the telephone and I remember going to Georgia Avenue and calling you and 
we got more into details, but just practicing how we were going to tell the customers. 
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Q: Oh I see. 
 
Ms. B.: …about what we were doing and so at that point, it was very interested about you 

saying, well I think that we need to send this and I'm saying, well how about this and we 
are trying even how the conversation will go. And so back and forth, back and forth.  

 
Sandy: Yeah. 
 
Q: So it was actually close participation between both of you.  
 
Sandy: Yes. 
 
Ms. B.: Yes. So I would say that was the second stage. 
 
Sandy: I agree. I agree. 
 
Q: You would agree? Did you want to add anything to that? 
 
Sandy: …I think during that second phase again…like…because we worked so closely together 

that we really learned more about each other and it was a little more fast paced I would 
say, so you had to be on it and we were extremely disciplined…you know as we started 
with our "To Do List" each week and I think it was kind of fast paced because now even 
as I think back on it, it seems like it all just kind comes together to the point where it's 
like wow! Because it happened fast. I mean and that was like a rolling, running project. 
We came out of just running. It wasn't like…okay, this is what we're going to do for the 
next couple of months…no, we had a month's of work to do in a month or less or two 
weeks. You know?  

 
Ms. B.: The month had a people take a year to do it. 
 
Sandy: Right. 
 
Ms. B.: Every month was a year. 
 
Q: It was really compact. Yeah. So did that mean that you were learning at a faster pace 

than Ms. B. probably expected you to because if you are saying that she is a novice, you 
are the mentor and she's the mentee and you are throwing so much at her, that she…how 
did she handle that in terms of the stress level? 

 
Ms. B.: I think that the good thing was the…that weekly expectation because that first week, I 

said okay we have to do this, this, this, this and the other and then we were doing all that 
and then…okay so many things and we didn't have the whole thing, we had a time table 
when we had to open up and so we worked backward and then we said okay, now this is 
how we need to do each week. 
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Q: Oh I see. 

 
Ms. B.:  And we did this each week and then we felt at that point a lot of the stress that we have 

out, but then we knew that whatever we put that in that week, it had to be done. 
 
Sandy: Yeah. 
 
Q: So those weekly goal sessions I guess with both of you is what helped see you through 

all the different…. 
 
Ms. B.: …and to survive the whole… 
 
Sandy: Yes. 
 
Ms. B.: because the different people…they said how in the world you did it and I said to myself, 

I don't know.  
 
Q: That's great. That's great. Now that you have reached into these three dimensions of 

your mentoring relationship, how do you account now for time spent with each other? Is 
there a whole lot of teaching, learning, showing, observing, going on at this level or is 
just like both of you, the relationship has come to a maturity…to a plateau…how would 
you describe it at this stage? 

 
Sandy: Well for me whenever an opportunity presents itself for me to learn, then I'm going to 

take advantage of it.  
 
Q: Okay. 
 
Sandy: I think it's still growing. It's just growing now on a different level, but it's still growing 

and like I said whenever there is an opportunity for me to learn something or even if I 
have a question, I still you know…Ms. B. I need some help…this is going on…what 
should I do? There are still opportunities that…to learn always. 

 
Q: Yeah. This is going to be a key question for you because this is one of the research 

questions. What skills and competencies that you think helped you in this relationship as 
far as your mentor? What specific skills did Ms. B. have that you may have just 
developed from her over the course of the two or three years in the relationship because 
that's one of the key things that mentees in a mentoring relationship you want to be able 
to learn from the mentor? Could you describe those? It could be just two or three or… 

 
Sandy: I think one that is very important is and others have told me and I definitely think that it 

is true. Being very methodological, having a method. I've learned that from her. She's 
extremely organized. I think I did have…I do have a sense of organization and I am 
organized, but having a method to things is very important and people can pick that up 
in your work and information that you present and whether they understand what you 
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are doing or not, by the time you finish showing them and telling them, they will 
understand…well okay, well you really have this thing inside and out. You really 
understand. You have all areas covered. So that was very…because I use that in all 
aspects of my life. Just having a method to everything, right down to how you run your 
own household…having a method. How you do your cleaning…just being…having a 
method. 

 
Q: So you think that's one of the key things? 
 
Sandy: Yeah. 

 
Q: Was there anything else you can add to that in terms of what other skills that she…you 

may have gotten from her? Transferable skills that helps you now? 
 
Sandy: Oh yeah there is several, but that one was most important. I would second would 

probably be I guess being firm and I think that's one that I'm still working on.  
 
 Just being able to be very firm and knowing when to just kind of say there is no more 

negotiating. Just being very firm in what you have to say or what you want. Being 
maybe somewhat demanding…persistent let's say. So that's I think one that I'm always 
learning. Trying to improve on…persistency.  

 
Q: Yeah.  
 
Sandy…one would be, she is always learning. Always reading something or sharing some new 

information, so that's one that I would like to grow more into as well. Just continue to 
always surround yourself by new information so that you can feel as if you are able to 
just always be aware of the latest information. 

 
Q: I think in this knowledge era, that's an important factor…not only for mentor and 

mentee, but also for all of us. 
 
Sandy: Yes. Definitely. 
 
Q: You just have to be on top of what's new, what the trends are and so on.  
 
Sandy: Definitely. But being able to just to take some time out in your busy schedule to sit 

down and read…read that article or go on line or either speak with other people that are 
in your profession and find out what new things that they are doing.  

 
Q: Do you belong to any professional organizations? 
 
Sandy: Yes.  
 
Q: Ms. B.?  
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Ms. B.: Yes.  
 
Q: do you have a new one or add to anything else that you think that you think you may 

have put out there just for Sandy to learn? 
 
Ms. B.: No that she had to pick. Just the right words. Yeah. 
 
Q: I think that there was a key too and that answers one of the research questions about the 

specific skills that a mentor and a mentee needs and one of the things that you…that in 
your interview when you specifically said I…this is a system that I wanted you to 
learn…you do this first and you do it in different steps and what she is saying now is 
that those steps that you've taught her, she has even transferred skills that she has 
learned into her personal life and as far as home management is concerned. 

 
Sandy: And a lot of other things because even when I work with other people…say I'm working 

with someone else on a project, that's what I'm saying first. Okay, what type system, 
what are we doing here? You know…want to just set the groundwork because we are 
just not going to…arbitrarily look through papers, what are we doing? This is how we 
are going to do it and with that, I mean you can cut your time down in half because then 
everyone knows exactly what their role and what their responsibility is and you can just 
do it. It's very clear. 

 
Q: I see. 
 
Ms. B.: And I want to point out clearly and then even if some part doesn't work then you are 

able to right away and then come back and do it all over again.  
 
Q: I see. 
 
Ms. B.: So it's never a question. There is nothing question. Just growth, growth, growth. 
 
Sandy: Exactly.  
 
Q: So do you just want to wrap up or is there anything else you just want to say about 

mentoring? What it did for you? What did mentoring do for me? What did being a 
mentee meant for me…that's a final question, what was being a mentor to Sandy did for 
you? 

 
Ms. B.: Oh I think that for me it was a very rich experience as I said before. Because it gives 

you experience, it kept me on my toes. I think that it's a wonderful experience too 
because you feel that you have something to contribute. She has her personal life and so 
I think that in our relationship it was different. Life has put us through on something that 
we didn't even know the second phase was going to be and so I am grateful. I think and 
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now I'm very thankful to God for that, and even another stage is much as it was its life 
in itself and that's what life is about. Living every day at a time. 

 
Q: Living one day at a time. . 
 
Sandy: I agree. I think that it was just exciting. I think that everyone should have a mentor and 

that could be in any aspect. I've heard of people having not necessarily mentors, but like 
the couples and this is a couple that you kind of model or look at because their marriage 
or their lifestyle is what you would want your lifestyle to be with your new mate and I 
think going to new experiences or different areas in your life, I think that you need 
someone who's had those experiences that you want to gain…those skills and to kind of 
make your road or your pathway down that way just a little bit easier…you know? And 
then it's not only that, but it's fun because then again as Ms. B. said, she can take the 
information that I know and she can now use it for her and I can take her information 
and use it for me. Because of course when we were in school, it was very different 
times, so it's just like a constant learning process that in our case it developed into a 
wonderful relationship.  

 
Q: Okay. Well I want to thank you very much again for this third interview. I think it was 

just wonderful. It was very insightful to learn from both sides exactly what and the 
interaction here was just like we all are on the same page, we are all on the same 
wavelength, and I do appreciate you taking the time to talk to me about this wonderful 
experience. 

 
Sandy: You are welcome. 
 
Ms. B: You are welcome. 
 
END OF INTERVIEW. 
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APPENDIX I 

DATA LOGIC DIAGRAM 
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APPENDIX J 

IRB APPROVAL 
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VITAE 

CLAUDETTE V. TOPPIN, M.B.P.A 

PROFESSIONAL PROFILE 

 
Claudette has over 20 years of managing people and information in financial institutions, 
academic institutions, and multicultural organizations.  Proven ability to function as a dependable 
leader, people manager, effective communicator, and a skilled listener and facilitator.  
 
Functions effectively in high-pressure environments, particularly when last minute changes are 
necessary to comply with Federal, State, or internal audit guidelines. Ability to adapt to a changing 
environment with innovation and creativity. 
 
Designed and created business process workflows and process improvement models to 
restructure business and human resource operations. Recently lead a process reengineering 
project and implemented a business case plan to reduce time spent on analytical problems and 
issues. 

Designed and authored training materials using instructional design methodology and adult 
learning theories. Managed and facilitated work group seminars to document best team 
practices for multicultural cross-functional teams. 

Served as a Human Resource Consultant and Director of Personnel for financial and academic 
institutions. Conducted interviews and demographic research studies for Fannie Mae human 
resources department, and designed a service quality program to improve customer relations 
for Nations Bank.  

EDUCATION  

 Ph.D. Candidate – Virginia Polytechnic and State University, College of Liberal Arts and Human 
Sciences Major - Human Development – Expected Graduation 05/2006 

 M.B.P.A. – Master’s in Business and Public Administration Finance: Southeastern University     
 B.S.  – Business Administration and Finance, magna cum laude:  Southeastern University 
 Leadership Diploma – Virginia Polytechnic Institute and State University 

KEY SKILLS AND UTILIZATION 

 PeopleSoft: 5 years  
 NCSS Statistical Software:  7 years 
 Mortgage Software Applications – SHAW, COOL, LASER, RSS, MSSS  Access Database: 

10 years 
 Microsoft Office Software – MS Word 2000, Excel 2000, PowerPoint 2000, and MS Access   
 Interactively worked across UNIX, Novell, and Access platforms to access and transport data 
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PROFESSIONAL EXPERIENCE 
02/2001 to present    Fannie Mae        Herndon, VA 
DSI LTSC Pilot Manager and Business Analyst                   
 Designs process workflows and business process maps to improve operations.  Assisted in 

managing a restructuring and reengineering project to correct significant errors in a $4 billion 
portfolio.  

 Performs root cause analysis to solve problems.  Educate lenders to ensure compliance with 
quality control standards regulated by federal and state authorities, and internal auditors.  

 Consistently analyzes business processes using creative and innovative methods to 
reengineer functions, or to capture trends and best business practices. 

 Assists information systems analysts with testing, development, restructuring MIS reports, 
systems enhancements, and implementation of new products using life cycle methodologies.  

 Serves as a member of the Fannie Mae Training Advisory Committee.  Authors technical 
training materials for business units, as part of the core organizational development plan. 

 Served as a team lead, facilitator, and trainer for new contractors.   
 Built and established strong lender relationships. Provided excellent customer service, 

professionalism and competency by delivering high standards of performance to cultivate 
trust and respect with multiple and diverse customers. 

 Extracted, standardized and managed data originating from internal and external sources, 
including data warehouses.  Utilized analytics to report financial information and compare key 
performance indicators. 

 
10/1999-2/2001     Fannie Mae         Herndon, VA 
Human Resource Consultant                                   

 Served as a HR project leader. Researched, analyzed, evaluated, and prepared recruitment 
trends and corporate demographic reports.  Restructured the recruitment tracking process to 
capture more comprehensive demographic data and corporate reports. 

 Researched, identified, and disseminated creative solutions for evaluating and measuring HR 
programs. 

 Effectively screened and recruited qualified candidates through the HR tracking system that 
improved the quality of service for internal and external customers. 

 Provided consultative advice to managers that specifically reengineered HR record 
management system. 

 Designed surveys, conducted interviews and analyzed data for new hires. 
 Conducted 1197 cold calls to employees and prepared MIS survey analysis and evaluation 

reports.  
 
10/1995-8/1997     Newpark Mortgage Corporation        Hyattsville, MD 
Mortgage Banker                                   

 Audited and evaluated mortgage loan programs for clients. 
 Marketed, originate, and processed residential mortgage loans. 
 Reviewed and evaluated documents to determine eligibility and specific loan conditions. 
 Provided financial analysis expertise regarding credit guidelines to underwriter. 
 Monitored loan operations for adherence to federal and state regulations. 
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 Resolved complex transactions that required debt restructuring. 
 Established and maintained strategic relationships with lenders and financial institutions. 

 
10/1984-10/1995    Bank of America       Washington, DC 
Financial Services Branch Manager                              
 Successfully managed a banking center of 15 employees with receivable, cash and loan 

volume of approximately $759 million. Maintained a high level of internal controls, federal 
regulatory controls, and audit compliance. Developed and implemented an aggressive 
marketing plan to exceed banking center’s monthly sales, service, and marketing goals. 

 Focused on profit management through expense control, customer base expansion and 
referrals to other lines of business. 

 Effectively performed HR management functions to include salary administration, selection, 
training, motivating and performance evaluation. 

 Managed consumer and commercial loan transactions from origination to closing. 
 Monitored lending functions to ensure quality control and federal CRA compliance.  
 Significantly improved employee satisfaction received excellent satisfaction ratings for 

Service Quality and Managing People.  
 
NOTARY PUBLIC - COMMISSIONED IN THE COMMONWEALTH OF VIRGINIA 
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END NOTES 
 

1 "Just-in-Time Training" – Suitable or proper in nature based on sound reasons or well founded 
facts, well suited for training new employees.   
 
2 This quote is from the charter school's website "to provide a rigorous, academic program that 
promotes high levels of student achievement, and fosters high self-esteem, inspiration, and 
motivation for life-long learning."   
 
ii All organizational names in reference to the charter school are fictitious to protect the 
confidentiality of the participants. CDSC is a pseudonym. 
 
iii To protect the mentor’s privacy, the name Ms.B is a pseudonym. 
 
iv  To protect the mentee’s privacy, the name Sandy is a pseudonym. 
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