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Abstract 
This study examined the influence of perceived quality of mentor-mentee relationships on the career aspirations 
of university students in Kenya participating in the Education for All Children (EFAC) mentoring program.  A 
mixed-methods design was employed, involving 309 university students (51.8% female, 48.2% male; aged 21–
26 years) and 309 mentors (59.9% male, 40.1% female) from Kenyan public universities. Quantitative data were 
collected using the Career Aspiration Scale Revised (CASR) and a mentor-mentee relationship quality scale, 
while qualitative data were gathered through semi-structured interviews with mentors. Descriptive statistics, 
Pearson correlation, linear regression analysis, and content analysis were used to analyze the data. The results 
revealed that most participants had high career aspirations (mean = 92.20, SD = 11.31) while rating the quality 
of their mentoring relationships as average (mean = 54.01, SD = 11.58). A significant positive correlation was 
found between perceived mentor-mentee relationship quality and career aspirations (r = .21, p < .001). 
Regression analysis indicated that relationship quality was a significant predictor of career aspirations (β = 0.21, 
p < .001), although it explained only 4% of the variance (R² = 0.04). Qualitative findings highlighted that 
mentees valued mentors who were attentive, relatable, committed, and—crucially—working in a similar career 
field. Positive relationships were characterized by mutual engagement, authenticity, trust, empathy, regular face-
to-face or live video interactions, and individualized attention. Barriers to quality relationships included mentor 
busyness, poor communication, mistrust, mismatched expectations, and infrequent contact. 
Keywords: Mentoring, mentor-mentee relationship quality, career aspirations, university students, Kenyan 
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1. Introduction 
Mentoring describes a range of formal or informal programs and relationships through which a more skilled, 
experienced, or knowledgeable individual supports a younger person’s skill development or well-being (Axford, 
2017). Research has consistently shown that mentoring improves overall quality of life. More specifically, 
learning institutions employ mentoring as an intervention to enhance learners’ academic experiences and career 
focus (Bayer et al., 2013; Bonin, 2013; Collier, 2017; Curtin et al., 2016). 

Since the turn of the millennium, scholarly literature on mentoring has grown substantially worldwide, reflecting 
its effectiveness in helping individuals progress toward their career aspirations. Consequently, assessing the role 
of mentoring in universities is essential if students are to be guided toward specific career paths (Rhodes, 2006). 

The concept of mentoring has ancient roots. In Greek mythology, Mentor was the faithful companion of 
Odysseus, King of Ithaca. When Odysseus departed for the Trojan War, Mentor was entrusted with managing 
the household and, crucially, with raising Odysseus’s son, Telemachus (the mentee), to become a worthy 
successor. Thus, a mentor acted as a parent, teacher, role model, approachable counselor, trusted adviser, 
challenger, and encourager. A mentor was considered more than a teacher—a figure who was all things to all 
people: half-god and half-human, half-male and half-female. Mentor symbolized the union of goal and path 
(Ronald, 2017). 

Mentoring relationships typically focus on psychosocial support or instrumental (sponsorship) support in career, 
academic, and professional development (Curtin et al., 2016). Psychosocial support includes guidance and 
encouragement that boost mentees’ confidence, identity, persistence, and career aspirations. Instrumental 
support, by contrast, emphasizes developing skills, knowledge, or competencies to enhance productivity and 
performance in the workplace or, for students, in academic settings (Eby et al., 2013). In higher education, 
mentoring relationships target college student success by fostering psychosocial development (Hernandez et al., 
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2017), leadership development (Priest & Donley, 2014), academic performance, and transition out of college 
(Cooke et al., 2017). 

Quality of mentoring relationships refers to mentoring that meets mentees’ needs, encompassing both 
satisfaction with and depth of the relationship (Payne, 2018). It is characterized by connectedness, meaningful 
interaction, genuine caring, and support from the mentor (Helgevold et al., 2015; Nguyen & Parr, 2018). A 
mentor may provide instruction, inspiration, emotional support, and role modeling while sharing knowledge 
about their career path (Bullock, 2017; Izadinia, 2015). An effective mentoring relationship is respectful, 
responsive, and reciprocal, fostering a collegial environment where both parties engage freely and mentees feel 
comfortable asking questions (Nolan, 2017). Quality mentoring relationships enhance mentee development and 
improve information exchange for both parties, thereby producing better outcomes for mentees (Allen & Wright, 
2014). 

Career aspirations fall under psychosocial support, as they involve developing interest and goals in a specific 
career path (Curtin et al., 2016). A career aspiration is an individual’s long-term career goal, plan, or dream that 
extends beyond the present. During undergraduate education, students have the opportunity to explore and assess 
their career interests before committing to a path. Guidance from a more experienced professional in a similar 
area of interest at this early stage is instrumental to their development (Eby et al., 2013). The impact of 
mentoring programs on students’ career success is increasingly central to educational psychology discourse 
worldwide. 

The aim of mentorship regarding students’ career aspirations is to transfer knowledge and socialize students into 
professional norms and standards, thereby influencing their career decision-making (Lent & Brown, 2013). 
Some scholars suggest that aspects such as frequency of mentoring and number of mentors drive beneficial 
outcomes (Lambert et al., 2018; McKinsey, 2016). Others argue that the quality of the mentor-mentee 
relationship is more critical (Liang et al., 2017; Lund et al., 2019). Underpinning quality are mutual engagement, 
authentic communication, trust, empathy, and empowerment, which lead mentees to perceive a healthy, high-
quality relationship (Strada‐Gallup, 2018). A quality relationship provides an environment for psychological 
empowerment, where mentees develop self-efficacy and confidence in their competence, thereby influencing 
their career goals and plans. Consistent with prior empirical work (Bierer et al., 2015; Curtin et al., 2016; 
MacPhee et al., 2013), the current study argued that quality of mentorship is positively associated with career 
aspirations among EFAC mentees. 

2. Mentorship Programs in Kenyan Universities 
Kenyan universities are increasingly adopting mentorship programs delivered through face-to-face meetings, e-
mentoring, and group mentoring by lecturers, university counselors, and alumni—contrasting with high schools, 
where peer mentoring and teacher mentors are common. The Cabinet Secretary of the Ministry of Education 
launched mentoring programs in schools and provided policy guidelines primarily aimed at improving leadership 
skills, academics, and discipline, with minimal emphasis on career aspirations. Within universities, the existence 
of mentorship programs is further evidenced by some institutions establishing directorates of mentoring. 

Mentorship programs are also aggressively implemented by organized organizations such as foundations, non-
governmental organizations (NGOs), and community-based organizations (CBOs), many of which also provide 
financial support to university students. According to web rankings, Wings to Fly, Education for All Children 
(EFAC), Kenya Education Fund (KEF), Global Give Back Circle (GGBC), and Executive Leadership Network 
(ELNET) actively participate in post–high school mentorship in Kenya. These organizations vary in how they 
promote life skills identification, career education, guidance, and career choice among mentees. 

3. The Current Study 
University students’ career aspirations are often influenced by factors such as poor career guidance, lack of 
career information, the prestige associated with certain careers, personal interests, and significant people in their 
lives. To support students in Kenyan institutions of higher learning, mentoring programs have been launched 
either by the institutions themselves or by partner organizations. Current mentoring efforts are generally 
restricted to orienting mentees to university life and aiding their adjustment to new learning environments. These 
programs not only vary in structure and practices but also lack crucial empirical evidence on their efficacy, 
particularly regarding students’ career aspirations. Consequently, it is difficult to identify the best ways to 
support mentees’ career aspirations. 
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EFAC is a Kenyan mentorship organization advocating for leadership, economic stability, and social change 
through an education-to-employment program for brilliant, impoverished Kenyan students. EFAC pairs each 
mentee with a professional mentor for the entire university period. The program uses various tactics to promote 
mentee success, including careful mentor selection and training for both mentors and mentees to foster quality 
relationships. EFAC provides essential mentoring, life skills, career guidance, and sex education training to 
intelligent students from disadvantaged backgrounds and is considered to have strong test outcomes and tertiary 
transition rates compared to other mentorship programs in the country. However, little information exists on the 
program’s effectiveness regarding students’ career aspirations. The current study examined the effect of mentor-
mentee relationship quality on the career aspirations of university students in the EFAC mentoring program. 

4. Methodology 
The study was conducted with 309 university students under the EFAC mentorship program. The sample 
comprised 160 (51.8%) female and 149 (48.2%) male students, aged 21 to 26—an age bracket where career 
decisions remain critical and course changes are still possible in line with career aspirations. The study also 
included 185 (59.9%) male and 124 (40.1%) female mentors. 

4.1 Instrumentation 
Data were collected using a self-administered semi-structured questionnaire and interview schedules. 

Biographical information: Data on age and gender were collected. 

Career Aspiration: Data were collected using the Career Aspiration Scale Revised (CASR) by Gregor & O'Brien 
(2015). Responses were rated on a five-point scale (1 = Never, 2 = Rarely, 3 = Sometimes, 4 = Often, 5 = 
Always).  

Mentor-Mentee Relationship: Data were collected using perceived quality of mentor-mentee relationship scale. 

Mentors’ Interview Schedule: Open-ended questions collected information on mentoring program practices, 
views on mentees’ career aspirations, and the mentor-mentee relationship. Respondents were invited to provide 
any comments they deemed appropriate. 

4.2 Data Analysis 

Descriptive statistics were used to analyze respondents’ socio-demographic characteristics. Mentoring program 
practices were measured using predetermined psychometric tests on a 1–5 scale; means indicated the level of 
agreement with each statement. Linear regression analysis established the relationship between mentor-mentee 
relationship quality and career aspirations. Qualitative data were analyzed using content analysis: key informant 
responses for each interview item were categorized into themes, and consistencies and differences across themes 
were identified. 

5. Results and Discussion 
The study objective was to examine the influence of perceived quality of mentor-mentee relationship on career 
aspirations of mentees in Kenyan public universities. Respondents rated their relationship quality using 20 
statements (1–5 scale). Ratings were summed into a single score for further analysis. 

To establish career aspirations, students responded to 24 items about their feelings and perceptions regarding 
their career aspirations during university studies (same 1–5 scale). Responses were summed into a single career 
aspirations index. Scores ranged from 36 to 115, with a mean of 92.20 (SD = 11.31), indicating that most 
participants had high career aspirations. 

Mentor-mentee relationship scores ranged from 20 to 84, with a mean of 54.01 (SD = 11.58), indicating that 
participants rated relationship quality as average. 

Pearson product-moment correlation revealed a significant positive correlation between perceived quality of 
mentor-mentee relationship and career aspirations (r = .21). Further regression analysis showed that perceived 
relationship quality was a significant predictor of career aspirations (see Table 1). However, perceived quality 
explained only 4% of the variance in career aspirations. 
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Table 1. Regression Analysis of Mentor-Mentee Relationship and Career Aspirations 

 Unstandardized 
Coefficients 

Std. 
Coefficients 

t Sig. Collinearity 
Statistics 

 B Std. Error Beta   Tolerance VIF 
(Constant) 81.34 3.03  26.83 0.00   
Mentor 
Mentee 
Relationship 

0.20 0.06 0.21 3.67 0.00 1.00 1.00 

Note. Dependent variable= Career aspirations; R= 0.21; R2= 0.04; Adjusted R = 0.04; F = 13.42, p = 0.00 

These results align with McMorris et al. (2018), who found that mentor-mentee relationship quality positively 
impacts mentees’ professional development. Similarly, Dennehy and Dasgupta (2017) found that mentorship 
promoted career aspirations among young women leaders by increasing confidence, self-efficacy, motivation, 
and sense of belonging in their chosen career paths. 

The finding that mentees perceived mentoring relationships as only moderate in quality may explain the small 
effect on career aspirations. Notably, other scholars have also found small to moderate effect sizes (ranging from 
.18 to .29) of mentoring interactions on various youth outcomes in the United States (Raposa et al., 2019). This 
suggests that while relationship quality matters, other factors are more closely related to career aspirations. 

According to Bowers et al. (2014), characteristics such as mutual engagement, authenticity, feelings of 
empowerment, encouragement, inspiration, and the ability to navigate differences (e.g., age, gender, culture, 
perspective) all contribute to mentees’ perception of relationship quality. Mentees who experienced quality 
relationships were more likely to report positive outcomes (Liang et al., 2016; O’Sullivan et al., 2017). 
Flexibility and sensitivity to individual interests and preferences also fostered quality interactions (Pryce, 2012). 

These characteristics were evident in focus group discussions and interviews. For example, mentors who were 
relaxed and positive during sessions reassured mentees, who perceived the relationship as helpful. Being called 
by name, asked about their interests, and shown genuine attention was important to mentees, as expressed by one 
participant: 

“I always feel special when I am with my mentor because they show interest in what I want to do. I look forward 
to our meetings, and I feel excited, happy, and important.” 

Positive feelings and mentees’ state of mind during sessions contributed to perceptions of quality. Interview 
findings from mentees were corroborated by mentors, who described their relationships as good and believed 
this positively influenced mentees’ career aspirations. Mentoring coordinators, program managers, and peer 
mentors also characterized mentor-mentee relationships as largely positive. 

Positive interactions were more characteristic of one-on-one face-to-face mentoring and live video/phone 
conversations than of group mentoring or e-mentoring using email, text, or social media. Mentees who 
experienced only group or written communication may have rated quality differently. 

Kearns (2017) posits that trust, empathy, authenticity, common interests, and relationship duration determine the 
extent to which mentors influence students’ career aspirations—aspects that can be communicated through any 
mentoring modality. 

Frequency of meetings also influences mentorship outcomes (Ayoobzadeh, 2019; Sanyal & Rigby, 2017) and 
may indicate relationship strength (Eby et al., 2013). Strong relationships yield higher satisfaction and better 
outcomes (Sanyal & Rigby, 2017). As argued by Collier (2017), the mentor-mentee relationship directly 
influences mentors’ ability to shape career aspirations. 

In this study, participants met at least once a month (approximately 12 times per year). By comparison, Meinel et 
al. (2011) in Germany found that mentees met mentors an average of seven times per year, with weaker reported 
impact. Infrequent contact can lead to feelings of abandonment and disappointment; conversely, mentors may 
become discouraged and less committed. Gettings and Wilson (2014) found that dissatisfying relationships 
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negatively affect mentors’ commitment, reducing mentoring time and thus limiting influence on career 
aspirations. 

Mentees also valued having a mentor in a similar career, which facilitated role modeling (Yong et al., 2020). In 
their study on mentoring and aspirations for science careers, Yong et al. found that students without family or 
friends in STEM showed amplified growth in science-related beliefs and interests after mentoring by young 
scientists. Close interaction with mentors in desired professions provides concrete experiences of future careers, 
making it easier for mentees to envision themselves in similar roles: 

“The profession of my mentor influenced my career aspirations. Seeing that she was successful inspired me to 
work hard and pursue a similar career and aim to be equally successful.” 

Qualitative results suggest mentees benefit more when mentors share a similar professional line (Lo et al., 2013), 
as mentees perceive this as useful. Such mentors provide career-specific information, guidance on professional 
paths, and advice on relevant courses: 

“My mentor had access to information about other relevant short courses that I needed to make it in my career. 
Also, I felt that I could freely contact my mentor and ask any questions. It was easy for me to get prompt and 
relevant information whenever I needed it.” 

Overall, mentoring relationships characterized by closeness, communication, similarity, fun, and engagement 
were more beneficial. Mentees rated relationships highly when mentors were relatable, humorous, easygoing, yet 
committed to goals. These findings align with Goldner and Ben-Eliyahu (2021), who emphasized that quality 
mentoring relationships involve perceived support, trust, sensitivity to individual needs, and intentionality in 
helping mentees achieve goals. Conversely, relationships characterized by poor communication, mistrust, or lack 
of emotional closeness led to lower satisfaction and less benefit (Bonin, 2013; Gordon et al., 2013; McMorris et 
al., 2018). 

Although relationship quality was largely positive, the finding that it explained only 4% of variance in career 
aspirations may indicate that perceived quality was not uniformly high. Focus groups and interviews revealed 
occasional strained relationships. For example: 

“My mentee was not always open or honest. This always led to strained relationships. I do not know whether it 
had anything to do with our age differences. I travel a lot and did not always have time to meet him, so we had 
only limited opportunities for meetings.” 

Conversely, some mentors were too busy, according to mentees; questions were not always well answered, and 
some mentees felt their mentors did not create enough time to address their concerns. Some mentors had 
negative attitudes or withheld information. 

Mentees who were focused, consistent, and engaged encouraged their mentors and were more likely to benefit 
(Bonin, 2013). Mentors were dissatisfied when mentees frequently missed meetings or showed little interest. 
Thus, while mentees benefit from relating to mentors, mentors also benefit from relating to mentees. Mentor 
dissatisfaction likely reduces the likelihood of positive outcomes for mentees. 

6. Conclusion 
This study examined the influence of perceived mentor-mentee relationship quality on the career aspirations of 
university students in Kenya participating in the EFAC mentoring program. The findings lead to several key 
conclusions. 

First, the quality of the mentor-mentee relationship is a significant, positive predictor of university students' 
career aspirations. Students who perceived their mentoring relationships as high in mutual engagement, trust, 
authenticity, and support reported stronger career aspirations. This confirms the theoretical and practical 
importance of attending to relationship quality in mentoring interventions. 

Second, despite this significant association, the effect size was modest (4% variance explained). This indicates 
that while mentoring relationship quality matters, it is neither the sole nor the dominant influence on career 



Journal of Education and Practice                                                                                                                                                      www.iiste.org 

ISSN 2222-1735 (Paper)   ISSN 2222-288X (Online)  

Vol.17, No.5, 2026 

 

70 

aspirations. Other factors likely play substantial roles. Consequently, mentoring programs should be viewed as 
one component of a comprehensive career development strategy rather than a standalone solution. 

Third, qualitative findings revealed that mentees value mentors who are attentive, relatable, committed, and—
crucially—working in a similar career field. Career-aligned mentorship appears to facilitate role modeling, 
career-specific guidance, and the development of concrete career identities. Therefore, intentional mentor-
mentee matching based on career interests may enhance program effectiveness. 

Fourth, the nature and frequency of interactions matter. One-on-one, synchronous, face-to-face or live video 
interactions foster stronger relationships than group or asynchronous e-mentoring. Regular contact (at least 
monthly) appears necessary but not sufficient; the quality of those interactions—characterized by genuine caring, 
responsiveness, and mutual engagement—is paramount. 

Fifth, barriers to quality relationships—including mentor busyness, poor communication, mistrust, and 
mismatched expectations—were prevalent and likely undermined the potential impact of mentoring. These 
barriers point to the need for robust mentor selection, training, and ongoing support, as well as mechanisms for 
addressing relational difficulties when they arise. 

7. Recommendations 
Based on these conclusions, the following recommendations are offered for mentoring programs in Kenyan 
universities and similar contexts: 

1. Invest in mentor training that emphasizes relational skills (active listening, empathy, and authenticity), goal-
setting, and strategies for maintaining engagement over extended periods. 

2. Implement intentional mentor-mentee matching based on career interests, professional fields, and personal 
compatibility, rather than random or availability-based assignment. 

3. Create mechanisms for monitoring relationship quality and intervening when problems arise (e.g., 
mediation, rematching, or additional support). 

4. Integrate mentoring with other career development interventions, such as career counseling, internships, job 
shadowing, and workshops on career exploration and decision-making. 

5. Conduct longitudinal research to examine how mentoring relationship quality affects career aspirations over 
time and to identify moderators (e.g., mentee gender, socioeconomic status, academic major) that may 
amplify or diminish effects. 

 

References 

Ayoobzadeh, M. (2019) ‘The impact of frequency of contact on protégé mentoring outcomes: the moderating 
effects of protégé general self-efficacy and face-to-face interaction’, Human Resource Development 
International, 22(4), pp. 385–404. doi:10.1080/13678868.2019.1615309. 

Bayer, A., Grossman, J.B. and DuBois, D.L. (2013) School Based Mentoring Programs: Using Volunteers to 
Improve the Academic Outcomes of Underserved Students. MDRC. 

Bierer, S. B., Prayson, R. A., &Dannefer, E. F. (2015). Association of research self-efficacy with medical 
student career interests, specialization, and scholarship: A case study. Advances in Health Sciences Education, 
20(2), 339–354. doi:10.1007/s10459-014-9531-7. 

Bonin, E. (2013). Effect of peer mentors on academic performance. InSight: Rivier Academic Journal, 9, (2). 

Bullock, S. M. (2017). Understanding candidates’ learning relationships with their cooperating teachers: A call 
to reframe my pedagogy. Studying Teacher Education, 13(2), 179-192. DOI: 10.1080/17425964.2017.1342355 

Collier, P. (2017). Why peer mentoring is an effective approach for promoting college student success. 
Metropolitan Universities, 28 (3), 9. 



Journal of Education and Practice                                                                                                                                                      www.iiste.org 

ISSN 2222-1735 (Paper)   ISSN 2222-288X (Online)  

Vol.17, No.5, 2026 

 

71 

Cooke, K. J., Patt, D. A., &Prabhu, R. S. (2017). The road of mentorship. American Society of Clinical 
Oncology Educational Book, 37, 788-792. doi: 10.1200/EDBK_175193. 

Curtin, N., Malley, J., & Stewart, A. (2016). Mentoring the next generation of faculty: supporting academic 
career aspirations among doctoral students. Research in Higher Education, 57(6), 714-738. DOI 10.1007/s11162-
015-9403-x 

Curtin, N., Stewart, A. J., &Ostrove, J. M. (2013). Fostering academic self-concept: Advisor support and sense 
of belonging among international and domestic graduate students. American Educational Research Journal, 50, 
108–137. doi:10.3102/0002831212446662. 

Dennehy, T. C., &Dasgupta, N. (2017). Female peer mentors early in college increase women’s positive 
academic experiences and retention in engineering. Proceedings of the National Academy of Sciences, 114(23), 
5964-5969.atwww.pnas.org/lookup/suppl/doi:10.1073/pnas.1613117114/-/DCSupplemental 

Eby, L. T., Allen, T. D., Hoffman, B. J., Baranik, L. E., Sauer, J. B., Sean Baldwin, M., Morrison, A… (2013). 
An Interdisciplinary Meta-Analysis of the Potential Antecedents, Correlates, and Consequences of Protégé 
Perceptions of Mentoring. Psychological Bulletin 139 (2): 441–476. doi:10.1037/a0029279. 

Eby, L. T., Durley, J. R., Evans, S. C., &Ragins, B. R. (2006). The relationship between short-term mentoring 
benefits and long-term mentor outcomes. Journal of Vocational Behavior, 69(3), 424- 444. doi: 10.1016/j.jvb. 

Gettings, P. E., & Wilson, S. R. (2014). Examining commitment and relational maintenance in formal youth 
mentoring relationships. Journal of Social and Personal Relationships, 31(8), 1089-1115. DOI: 
10.1177/0265407514522145 

Goldner, L., & Ben-Eliyahu, A. (2021). Unpacking community-based youth mentoring relationships: An 
integrative review. International Journal of Environmental Research and Public Health, 18(11), 5666. 
https://doi.org/10.3390/ ijerph18115666  

Gordon, J., Downey, J., &Bangert, A. (2013). Effects of a school-based mentoring program on school behavior 
and measures of adolescent connectedness. School Community Journal, 23(2), 227250.  

Gregor, M. A., & O’Brien, K. M. (2016). Understanding career aspirations among young women: Improving 
instrumentation. Journal of Career Assessment, 24(3), 559-572. 

Gregor, M., O'Brien, K. M., &Sauber, E. (2019). Understanding career aspirations among young men. Journal of 
Career Assessment, 27(2), 262–272. https://doi.org/10.1177/1069072717748957 

Helgevold, N., Næsheim-Bjørkvik, G., &Østrem, S. (2015). Key focus areas and use of tools in mentoring 
conversations during internship in initial teacher education. Teaching and teacher education, 49, 128-137. 
https://doi.org/10.1016/j.tate.2015.03.005 

Hernandez, P. R., Bloodhart, B., Barnes, R. T., Adams, A. S., Clinton, S. M., Pollack, I., ... & Fischer, E. V. 
(2017). Promoting professional identity, motivation, and persistence: Benefits of an informal mentoring program 
for female undergraduate students. PloS one, 12(11), e0187531. 1. https://doi.org/10.1371/ journal.pone.0187531 

Izadinia, M. (2015). Talking the talk and walking the walk: Pre-service teachers’ evaluation of their 
mentors. Mentoring & Tutoring: Partnership in Learning, 23(4), 341-353. 
https://doi.org/10.1080/13611267.2015.1096550 

Kearns, J. H (2017). “School - Based Mentoring.” A Research Paper Presented to the Faculty of Adler Graduate 
School. Minnesota, United States of America. 



Journal of Education and Practice                                                                                                                                                      www.iiste.org 

ISSN 2222-1735 (Paper)   ISSN 2222-288X (Online)  

Vol.17, No.5, 2026 

 

72 

Lamb, P., & Aldous, D. (2014). The role of E-Mentoring in distinguishing pedagogic experiences of gifted and 
talented pupils in physical education. Physical Education andSport Pedagogy, 19(3), 301-319. 
https://doi.org/10.1080/17408989.2012.761682 

Lambert, L. M., Felton, P., &Husser, J. (2018). The importance of mentors and peers in the undergraduate 
experience. Elon Poll. Retrieved from https://www.elon.edu/e/CmsFile/GetFile?FileID=1347 

Landau, S. &Everitt, B. S (2004). A handbook of statistical analyses using SPSS. Boca Raton, FL: Chapman & 
Hall. 

Lane, K. A., Goh, J. X., & Driver-Linn, E. (2012). Implicit science stereotypes mediate the relationship between 
gender and academic participation. Sex Roles, 66, 220-234. DOI 10.1007/s11199-011-0036-z 

Lawner, E &Beltz, M (2013). What works for mentoring programs: lessons from experimental evaluations and 
interventions? Child Trends, Publication #2013-14. 

Lechuga, V. M. (2011). Faculty-graduate student mentoring relationships: Mentors’ perceived roles and 
responsibilities. Higher Education, 62(6), 757-771. https://doi.org/10.1007/s10734-011-9416-0 

Lent, R. W., & Brown, S. D. (2013). Social cognitive model of career self-management: Toward a unifying view 
of adaptive career behavior across the life span. Journal of Counseling Psychology, 60(4), 557–568. 
doi:10.1037/a0033446. 

Liang, B., Lund, T. J., Mousseau, A. M. D., & Spencer, R. (2016). The mediating role of engagement in 
mentoring relationships and self‐esteem among affluent adolescent girls. Psychology in the Schools, 53(8), 848–
860 

Liang, B., White, A., Mousseau, A. M. D., Hasse, A., Knight, L., Berado, D., & Lund, T. J. (2017). The four P’s 
of purpose among college bound students: People, propensity, passion, prosocial benefits. The Journal of 
Positive Psychology, 12(3), 281–294. 

Lo, M.C., Ramayah, T., &Kui, L.C. (2013). Mentoring and job satisfaction in Malaysia: A test on small medium 
enterprises in Malaysia. An International Journal of Psychology: A Bio-psychosocial Approach, 13, 69-90.  

Lund, T. J., Liang, B., Konowitz, L., White, A. E., &DeSilvaMousseau, A. (2019). Quality over quantity? 
Mentoring relationships and purpose development among college students. Psychology in the Schools, 56(9), 
1472-1481. DOI: 10.1002/pits.22284 

MacDonald, M., Dellis, A., Mathews, S., & Marco, J. L. (2020). Implementing E-mentoring with care-
experienced youth under “lock-down”–a South African experience. Journal of Children's Services. DOI 
10.1108/JCS-07-2020-0032 

MacPhee, D., Farro, S., &Canetto, S. S. (2013). Academic self-efficacy and performance of underrepresented 
STEM majors: Gender, ethnic, and social class patterns. Analyses of Social Issues and Public Policy, 13(1), 347–
369. 

McMorris, B. J., Doty, J. L., Weiler, L. M., Beckman, K. J., & Garcia-Huidobro, D. (2018). A typology of 
school-based mentoring relationship quality: Implications for recruiting and retaining volunteer 
mentors. Children and Youth Services Review, 90, 149-157. https://doi.org/10.1016/j.childyouth.2018.05.019  

Meinel, F.G., Dimitriadis, K., von der Borch, P. et al. (2011). More mentoring needed? A cross-sectional study 
of mentoring programs for medical students in Germany. BMC Med Educ,11 (68), 1-11. 
https://doi.org/10.1186/1472-6920-11-68 

Nguyen, N., &Blomberg, D. (2014). The role of aspirations in the educational and occupational choices of young 
people. National Centre for Vocational Education Research. 



Journal of Education and Practice                                                                                                                                                      www.iiste.org 

ISSN 2222-1735 (Paper)   ISSN 2222-288X (Online)  

Vol.17, No.5, 2026 

 

73 

Nguyen, M. H., & Parr, G. (2018). Mentoring practices and relationships during the EAL practicum in Australia: 
Contrasting narratives. Re-imagining professional experience in initial teacher education: Narratives of learning, 
87-105. 

Nolan, A. (2017). Effective mentoring for the next generation of early childhood teachers in Victoria, 
Australia. Mentoring & tutoring: Partnership in learning, 25(3), 272-290. 
https://doi.org/10.1080/13611267.2017.1364800 

O'Sullivan, K., Mulligan, R., Kuster, M., Smith, R., & Hannon, C. (2017). A college focused mentoring 
programme for students in socio-economically disadvantaged schools: the impact of mentoring relationship and 
frequency on college-going confidence, application efficacy and aspirations. Widening Participation and 
Lifelong Learning, 19(2), 113-141. 

Payne, K. A. (2018). Democratic teachers mentoring novice teachers: Enacting democratic practices and 
pedagogy in teacher education. Action in Teacher Education, 40(2), 133-
150.https://doi.org/10.1080/01626620.2018.1424052 

Pryce, J. (2012). Mentor attunement: an approach to successful school-based mentoring relationships. Child & 
Adolescent Social Work Journal, 29 (4), 285–305. DOI 10.1007/s10560-012-0260-6 

Raposa, E. B., Rhodes, J., Stams, G. J. J., Card, N., Burton, S., Schwartz, S., Yoviene-Sykes, L. A., Kanchewa, 
S., Kupersmidt, J., & Hussain, S. (2019). The effects of youth mentoring programs: a meta-analysis of outcome 
studies. Journal of Youth and Adolescence, 48(3), 423–443.https://doi.org/10.1007/s10964-019-00982-8 

Rhodes, J. E. (2006). Outline mentoring. In research corner: Retrieved from mentor.org on 10/11/2010Rieber, R. 
W. & Carton, A. S. (1987). The collected works of L.S. Vygotsky (Vol. 1). New York: Plenum Press. 

Ronald, B.(2017). E-Mentoring the Online Doctoral Student from the Dissertation Prospectus   through 
Dissertation Completion. Journal of Learning in Higher Education, 13 (1), 1-3. 

Sanyal, C., & Rigby, C. (2017). E-Mentoring as a HRD Intervention: An Exploratory Action Research Study 
within an International Professional Mentoring Scheme. Human Resource Development International20 (1): 18–
36. doi:10.1080/13678868.2016.1220156 

Strada‐Gallup. (2018). 2018 Strada‐Gallup Alumni Survey: Mentoring college students to success. Washington, 
D.C. Retrieved from https://news.gallup.com/reports/2 

Yong, S.A., Kawtharani, M., Ashcroft, J. A., & Rodriguez, B. A. (2020). Constructing STEM mentorship 
pathways to empower students in low-socioeconomic communities. Journal of Latinos and Education, 1-8 
DOI:10.1080/15348431.2020.1779068 

 

 


