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CHAPTER I 

INTRODUCTION 

A mentor, usually a senior and more experiences employee than a protege, 

committed to provide a protege with work related support and psychosocial support in 

order for a protege to progress in work status. Mentoring had been practicing naturally 

in all kinds of organization when two persons were interested in each other's works. 

One party initiated the relationship. For example, a protege-to-be asking for advices, a 

mentor-to-be reciprocally accepted the mentoring relationship. Bond between a 

mentor and a protege grows This natural formation of mentoring relationship was 

referred as informal mentoring. Since 1978, mentoring had been receiving pu blic 

attentions. Scholars and researchers continually published the studies, mainly on 

informal mentoring. Large numbers of organization across the United States had set 

up formal mentoring program by matching and facilitating mentor-protege relationship 

in order to mimic the informal mentoring . (Allen, Eby, & Lentz, 2006) 

Problem Statement 

While originated and studied in the context of informal mentoring, mentoring 

had been used extensively by business organizations as a career development tool but 

in the form of formal mentoring, whose initiation of mentoring relationship was induced 

by the third party, mainly by a human resource department. Formal mentoring 

continued to gain popularity among organizations despite of limited numbers of 

empirical research to support formal form of mentoring . (Allen et aI., 2006) It had been 

proved that, informal mentoring was more effective than formal mentoring, but formal 

mentoring was still better than no mentoring at all. (Allen et aI., 2006; Allen, Eby, Poteet. 

Lentz,& Lima, 2004; Ragins & Cotton, 1999) In most cases, matching for formal 

mentoring was made on the convenience and availability basis. The best effort, which 

had been found in one study, was that the matching decision was made by the 

executive committee considering the common interests between mentor and protege. 

(Hirschfeld, Thomas, & Lankau, 2006) 
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The problem aroused when , on one hand, scholars and researc hers were 

studying informal mentoring . On the other hand , practitioners were conducting formal 

mentoring program. Because of relatively little understanding in the nature and 

underlying functions associated with formal mentorship, formal mentoring was often 

facing with ineffectiveness, dysfunctional, or even destructive results. (Feldma n, 1999; 

Scandura, 1998) A mentor-protege mismEtch ing was one of the most commonly 

problems, which had been founded in form al mentoring . Mismatching came from, but 

not limited to difference in values, backgrounds, experiences, age, interests , and 

personality. (Eby & Lockwood , 2005) To help formal mentoring practitioners gaining 

better understand mentor-protege matching problem, this study classified causes of 

mismatching into two categories , problem of personality fit, and problem of logica l fit. 

Problem with Personality Fit 

"Personality was an individual's unique constellation of psychologica l traits and 

states, including aspects of values , interests , attitudes, worldview, acculturation , sense 

of personal identity, sense of humor, cognitive and behavioral styles, and related 

characteristics." (Cohen & Swerdlik, 2005, p. 1_18) The variation in personality traits, in 

some case as much as three quarters of total va riance for differences between. 

individuals, was due to hereditary factors. (Eysenck & Eysenck, 1969) Personality could 

be assessed by using psychometric instruments, mostly in the form of self-report to the 

personality inventories, to measure the states of emotion, motivational, interpersonal , 

and attitudinal characteristics, as distinguished from abilities. (Anastasi & Urbina, 1997) 

Problem with interpersonal incompatibility of personalities started with a dislike of each 

other. Sequentially, it brought uncomfortable interaction, which disrupted effective 

communication. Result was a poor cooperation in workplace. 

Since personality could be measured by using Myers Briggs type indicator 

(MBTI), personality could be statistically compared the fitness between mentor-protege 

pairing. Therefore, this study aimed at measuring the personality fit against the result 

of mentoring process, which could be measured , indirectly with subjective success of 

mentoring . 
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between mentor and protege. Thus, personality fit increased effectiveness of 

mentors hip. (Ragins, 1997) Godshalk and Sosik, (2003) had indicated that both leader 

member exchange (LMX) theory and similarity attraction paradigm suggest that the 

similarity of both parties' attributes such as learning goal orientation promoted 

interpersonal attraction and enhanced interactions, mentor's mentoring functions, and 

protege's career related outcomes. Another support of personality fit on mentoring was 

that theory on dyads indicated upon mutual attainment of dyads interaction goals was 

enhanced by relevant similarities between the two individual composing a dyad. 

(Hirschfeld et aI., 2006) Without a surprise, Wanberg et al., (2006) had reported that 

proteges who perceived themselves as similar to their mentors concerning issues such 

as values, perspectives, and work styles reported receiving higher levels of both career 

and psychosocial mentoring than otherwise. 

As mentioned earlier, personality fit was one of the causes comprising the 

mentor-protege mismatch . Allen, Poteet. and Burroughs, (1997) had stated that 

interpersonal similarity attracted the mentor-protege relationship but did not empirically 

prove that. Several years later, Allen and Eby (2003) had explained that the theory of 

similarity attraction paradigm was the basis by which mentor and protege would attract 

and affect each other whose characteristics were similar to themselves based on 

values, interest, and personality. This time they had proven that the relationship 

between personality similarity and success of mentorship was significant. A mentor

protege couple with high similarity on the above aspects reported high mentorship 

quality and high mentorship learning. However, the perceived similarity measurement 

employed in the said study was merely one question with a three-point rating scale, 

which seemed inadequate. Therefore, it deemed appropriate to confirm this finding by 

using a full-scale personality test (MBTI) and statistically to compare the personality fit... 

with success of mentorship. Prior to the said study, Eby, McManus, Simon, and Russell 

(2000) had already reasoned that perceived and actual similarity between individuals, 

or in other word personality fit, enhanced a perception of shared identity and liking. In 

turn, they affected the quality of work-related dyadic relationship. 
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As a precaution , personality fit between mentor and protege was one of the 

earl iest issue organization could address in order to prevent mismatching and to 

improve the effectiveness of formal mentoring program . 

Purpose of the Study 

This thesis employed an exploratory research procedure. Since thi s study 

approached the personality fit issue differently from previous researches by using 

MBTI, no spec ific hypothes is could be properly set. The study had one main objective 

to explore personality fit as described in aforementioned sections. However, as a good 

practice to make optimum usage of information gathering from one study, fi ve 

secondary objectives were generated. Six statistica l procedures were planned as 

followed: 

1) This study used Ragins and McFarlin's (1990) 33-items mentor role 

instrument for measuring mentoring functions. A confirmatory factor 

analysis indicated as how many mentoring functions this study supported . 

2) In order to prevent spurious variance that was caused by difference in 

personality profiles between mentor and protege, a multi-group Lisrel was 

conducted to test whether personality profiles of mentors and proteges 

were similar. 

3) Mentorship period of participants was ranged from one month to over two 

years. MANOVA statistical procedure cou ld confirm Kram's (1985) 

mentoring phases whether initiation phase protege received different 

mentoring functions from cu ltivation phase protege. 

4) A main model compared personality fit of each mentor-protege pa ir and 

established cause and effect toward subjective success of mentorship on 

both sides of dyadic relationship. Mentoring functions act as a mediator in 

this model for both parties. 
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5) In order to verify Kram's (1985) notion, MANOVA statistical procedure was 

conducted to test whether one wanted ideal counterpart's personality to 

be like oneself. 

6) Similarity attraction paradigm suggested that individual's perception of 

similarity was important Instead of measuring personality, a competing 

model was proposed to measure perception of similarity instead of 

personality test itself. This competing model was then compared with the 

model using MBTI as indicator of personality fit The altered main model 

had been adjusted its structure in order to be able to directly com pare 

with competing model. 

Definition of Mentoring 

There were many definitions for mentoring used by different researchers. 

Following was the chosen definition to be used in this thesis: 

A mentoring relationship was a one-to-one relationship between a more experienced 

member (mentor) and a less experienced member (protege) of the organization or profession. The 

relationship was developed to promote the professional and personal growth of the protege through 

coaching, support, and guidance. Through individualized attention, the mentor transfers needed 

information, feedback, and encouragement to the protege as well as providing emotional support 

and putting a good word when possible . (Mullen, 1994, p . 259) 

Literature Review 

There was no historical evidence as to when mentoring had taken place. 

Many literatures had dated mentorship back to Greek mythology (Allen et aI. , 2004; 

Osborn, Waeckerle, Perina , & Keyes, 1999; Russell & Adams, 1997) of Homer'S bOOK 

titled The Odyssey. When Odysseus went to fight the Trojan War, he left his son, 

Telemachus, in the custody of his beloved friend named Mentor but he did not returned 

home. In search for his father, Telemachus had set out for a journey to find Odysseus 

along with Mentor. Mentor had assisted Odysseus's son by advising and teaching 
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through many difficult situations for Telemachus to become a stronger leader and a 

future king. Athena, the goddess of wisdom, had disguised in the form of Mentor, also 

had given many critical advises to Telemachus as well. By demonstrating this loving 

and caring dyad through personal relationship, mentoring was referred to "g ift of god." 

Looking at mentoring with a more realistic view, it made a logical se nse to 

confer mentoring with apprenticeship. (Glazera & Hannafin, 2006) In medieval period 

when merchants had to travel a years-long journey, it was very common that they were 

accompanied by grooms. During long and lonely years, merchants taught their 

companions tricks of the trade . As they went through strange and sometimes 

dangerous places, they had developed mutual trust and rapport. Grooms then 

became proteges who eventually took place of merchants, the mentors , when they 

were retired. Empirical evidences had indicated that mentoring had received public 

attention, both practitioners and scholars, when Levinson (1978) had published his 

book titled The seasons of a man's life. (Feldman, 1999) Researchers had started to 

investigate the role of mentorship in a career development of young adults. Among 

those researchers, Kram had published a very popular mentoring book in 1985 titled 

Mentoring at work: Developmental relationships in organizational life. (Pollock, 1995) 

This book was still cited among mentoring journals. In Kram's book, an individual 

being mentored was called a protege. The term was of Latin origin (protegere) which 

implied a protected person or a favorite. (Luecke, 2004) 

Literature reviews consisted of three main topics: (1) theoretical framework of 

mentoring, (2) Myers-Briggs type indicator, and (3) structural equation modeling. 

Theoretical Framework of Mentoring 

Theoretical framework of mentoring was organized into eight parts that were: 

(1) mentoring function, (2) phases of mentoring, (3) relationship at successive career 

stage, (4) types of mentorship, (5) antecedents, (6) consequences, (7) dysfunctional 

mentoring, and (8) contemporary issues on mentoring. 
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In Kram's (1985) seminal work, she had conducted an in-depth interview 

study of relationships between older manager (mentor) and younger manager (protege) 

in a corporate setting. These relationships were engaged voluntarily whereby the older 

adu lts commit to providing supports to the younger adults. This became the class ic 

informal mentoring model. Initially, mentor provided nine mentoring functions, which 

could be summarized in two broad ca tegories: career and psychosocial functions. 

Career functions were the supports and relationships that enhanced protege's career 

adva ncement in an organization . Psychosocia l supports were the relationships, which 

enhanced protege's senses of competence, identity, and effectiveness in a 

professional role. Subsequent researches using confirmatory fa c tor analysis indicated 

that role modeling was the third mentoring function , separating from career function 

and psychosocia l function originally proposed by Kram. (Allen et aI. , 2004; Godsha lk & 

Sosik, 2003; Herbohn, 2004; Scandura & Viator, 1994) Role modeling was reasoned to 

be different from other psychosocia l functions because it was passive in nature as 

protege observed mentor's behaviors while mentor actively provided other 

psychosocial supporting functions. Ragins and McFarlin (1990) had added two more 

mentoring functions - social relationship funct ion and parental role function - to Kram's 

original work. Thus, eleven mentoring functions were grouped into three categories -

ca reer related, role modeling, and psychosoc ial functions . (Figure 1.1) 

Career related functions Role modeling function* Psychosocial functions 

Sponsorship Role modeling* Acceptance-a nd-confirmation 

Exposure-and-visibility Counseling 

Coaching Friendship 

Protection Social relationship t 

Challenging assignments Parental role t 
Figure 1.1 Mentonng functions 
Note : Original two mentoring categories from Kram (1985). Mentoring at work : Developmental relationships in 

organizational life, p. 23, Glenview, IL : Scott, Foresman and Company . 

• Role model as the third function from Allen et al. (2004); Godshalk and Sosik (2003); Herbohn 

(2004); Russell and Adams, (1997); Scandura and Viator; (1994) Scandura and Williams. (2001) 

tTwo additional mentoring func tions from Ragins and Cotton (1999) . Mentor functions and 

outcomes: A comparison of men and women in formal and informal mentoring relationships. 

Journal of Applied Psychology, 84(4), p. 550. 
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1. Mentoring Function 

Mentoring was a dyadic relationship between two persons, typically one with 

more experiences (mentor) and one with fewer experiences (protege). The mentoring 

relationship had special characteristics over other work relationships The mentoring 

relationship aimed at providing both sides of mentoring counterparts with individuals' 

growth and advancement. While a mentor provided mentoring functions, a protege 

reciprocally provided supports to mentor as well. Mutual benefit was one of many 

characteristics that made mentoring different from other work relationship. In this 

thesis, eleven mentoring functions were classified into three categories. 

1.1. Career Functions 

Career functions were those functions the mentor provided protege for the 

purpose of protege's own career advancement in the organization and the organization 

itself. (Wanberg, Kammeyer-Mueller, & Marchese, 2006) Especially when a protege 

was new to the organization, career functions help protege to learn appropriate working 

behaviors effectively. These functions include sponsorship, exposure-and-visibility, 

coaching, protection, and challenging aSSignments. Five career functions had three 

common characteristics. First, mentor who usually was a senior manager held a 

relatively high rank position with more experiences and organizational influences. The 

extent to which protege would succeed in the career advancement depended on 

mentor's organization influence. Once known to other employees, protege often 

carried mentor's halo to some extent. Secondly, career functions gave more chances 

for protege to carry out important aSSignment under protection of mentor. With 

mentor's support and guidance, protege was more-likely to succeed than fail since 

mentor held a common stake with protege and therefore providing protection to ensure .

protege's success. Thus, protege could travel a faster tract, gained exposure, and 

obtained promotion. Thirdly, protege carried out aSSignments for mentor beyond and 

over basic responsibilities on one's own merit. Mentor gained respects from peers and 

organization by developing young talent for the SOCiety while protege received 
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recognition as being high potential. The five career functions were sponsorship, 

exposure-and-visibility, coaching, protection, and challenging aSSignments. The details 

of which were as followed: 

1.1.1. Sponsorship. The most frequently observable dyadic relationship in the 

organization atmosphere was the sponsorship. Without anyone supporting career 

advancement, an employee eventually ended up being a dead wood. Sponsorship 

involved actively nominating a protege for a desirable lateral movement or hierarchical 

promotion. Sponsorship could be formal such as direct appraisal or recommendation in 

the committee. It could also be informal such as one-on-one conversation, pushing 

through the political network, or within "big boy club." (informal network and 

communication among high rank officers) "By virtue of his or her gatekeeper status, a 

mentor had access to resources that a protege desires, including access to challenging 

job assignments, organizational information," (Eby, McManus, Simon, & Russell, 2000) 

reciprocal network relationship, cooperation from other departments, immunity, or a 

simple direct promotion. If a protege relied upon single sponsor, one's career would be 

fluctuated depending on the sponsor. If one's mentor left the company, or was 

transferred to the position out of reach, protege career might doom. It was always a 

safe strategy for one to build a network of sponsorship. Sponsorship benefits mentor as 

well. If a protege succeeded, corporate viewed a mentor as having a good judgment 

and contributing to the growth of corporate personnel. Having a numbers of successful 

protege climbing up a corporate ladder, a respectful mentor built a network of loyal 

proteges and accumulated one's own political power. 

1.1.2. Exposure-and-vi~ibi/ity. As its name implies, this career function was 

twofold - to see (be exposed to environment) and be seen (be visible by others.) The 

exposure-and-visibility occurred when a mentor gave chances to a protege by 

overtaking interdepartmental tasks - written communication or direct contact - involving 

high rank officers of departments outside their own. A protege would learn the other 

parts of organization one inspired to be with and learned the way to be in that desiring 

position. A protege had a chance to demonstrate one's capabilities and be visible to 



key persons so that one became a viable candidate when the next promotion was 

available. 

1.1.3. Coaching . A mentor guided a protege to perform a task effectively . 
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Equipped with experiences , a mentor provided specific strategies for a protege to 

accomplish work objectives . At an early stage of protege's career, a mentor provided a 

how-to tool so that a protege gained one's own capability and experiences. At mid 

stage, a mentor provided strategies for a protege to maneuver through corporate life. At 

late stage even though a protege needed no more advise of how to did things, a 

protege still needed information available only through connections with more senior 

managers 

1.1.4. Protec tion. There was time, especially when a protege was new to an 

organization, a person needed a shield against one's deficiency. When a mentor 

perceived a potential threat or a harmful situation to a protege, be it a delay of work or 

about-to-be a mistake, a mentor could choose to intervene the situation. Because of a 

higher rank position and a better record of accomplishment, a mentor could afford to be 

in a tough situation, taking blame or credit. Especially in a controversial issue, good 

reputation of a mentor could rescue a protege from difficulty and camouflaged 

shortcoming of protege's ability. 

1.1 .5. Challenging assignments. This career function was a task-related 

relationship, which was a unique characteristic of this direct report situation. The 

mentor, who was also a direct supervisor of a protege, assigns a difficult departmental 

work to a protege together with appropriate technical trainings and ongoing 

performance feedbacks. It was important for every employee to increase one's 

capability to perform more complicate duties if one wants to advance in the 

organization. It was vital that the mentor continually provided critical feedbacks on 

specific tasks and encouraged protege to perform complicate duty beyond normal 

employees would have been responsible for without feeling overwhelmed by the burden 

or getting angry at the aSSignments. Challenging aSSignments not only prepared a 



protege to be ready for the promotion but also relieved a mentor from technical 

responsibility. It was a chain reaction. The more free time a mentor had the better 

quality coaching and feedback a protege received. 

1.2. Role Modeling Function 
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In Kram's (1985) original work, role modeling was grouped with psychosocial 

function. When statistical technique advanced and the power of computer increased, 

subsequence researches had confirmed by using confi rmatory factor analysis that role 

modeling belonged to its own class, the third function. (Allen et aI., 2004; Godshalk & 

Sosik, 2003; Herbohn, 2004; Russell & Adams, 1997; Scandura & Viator, 1994; 

Scandura & Williams, 2001) The major characteristic that distinguished role modeling 

from other psychosocial function was that role modeling was passive in its nature. 

Role modeling. Role model was defined as "a cognit ive construction based on 

the attributes of people in social roles an individual perceived to be similar to him or 

herself to some extent and desired to increase perceived similarity by emulating those 

attributes." (Gibson, 2004, p. 136) Role modeling was the intentional behaviors 

performed by a person who was weliliked,respected, and admired by other persons. 

(Godshalk & Sosik, 2003) Role model could have influence over others by setting an 

example of proper and desirable behaviors for those to imitate. (Yuki, 2002) Social 

learning theory proposed that one mechanism by which individual learned was the 

observation of others in ones social environment. (Bandura, 1977) From this theory, it 

could be conferred that modeling process took place as protege learns organization 

roles from mentor. A mentor exhibited appropriate manners and provided a protege 

with roles that governed effective behaviors and norms, also known as "the rope," in the 

organization. (Allen et aI., 2004) According to an old saying, "actions spoke louder than 

words," a mentor could influence a protege by setting examples of desirable behaviors 

in day-to-day interactions with mentor. Role modeling was sometimes called "leading 

by example," which played an important role of an idealized influence in 

transformational leadership. (Scandura & Williams, 2004) Idealized influenced 



represents exhibition of role modeling behaviors through exemplary personal 

achievement. (Godshalk & Sosik, 2003) Therefore, transformational leadership was 

performance-oriented side of mentoring while mentoring was development-oriented 

equivalence. (Sosik & Godshalk, 2000: Sosik, Godshalk, & Yammarino, 2004) 
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For a mentor to ensure that a protege was developing proper attitudinal 

behaviors, a mentor needed to exhibit consistent behavior that role models the type of 

beliefs and values one wanted to create in the organization. (Locke, 2004) A mentor's 

attitude, value, and behavior provided a model for a protege to emulate without any 

active effort or conversation from a mentor. The disadvantage of role modeling was 

that it could not be controlled. It also depended on what a protege translated roles to 

emulate. For that reason, the hard part was that to become a role model was a life- long 

duty. A good role model must be conscious at all times, better yet genuinely good from 

conscience . Role model continually sen t messages form a mentor to a protege by 

mentor's actions, conversations, and gestures. Protege selectively learned from 

exposing messages . Subjected to protege's interpretations, perceiving roles became 

norms for protege. Role modeling benefited both mentor and protege . A protege 

discovered valuable parts of self by identifying with a mentor; and mentor rediscovered 

valuable parts of self in protege's developing identity. 

1.3. Psychosocial Functions 

Psychosocial functions were those nurturing relationships (Godshalk & Sosik, 

2003) that a mentor actively provided to a protege in order to enhance protege's 

senses of competence, identity, and effectiveness in a professional role. Psychosocial 

functions were more personally, relying on emotional bond between mentor and 

protege. (Wanberg et al., 2006) These benefits directly related to protege's intrinsic job 

satisfaction. These functions included acceptance-and-confirmation, counseling, 

friendship, socia l, and parent. Psychosocial functions affected both mentor and 

protege on a more personal level than career functions. Their benefits extended 

beyond career advancement in the organization and generally carried over the other 
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sphere of life such as a sense of se lf-worth, identity, dignity, and even to family-work life 

congruency. Allen (2003) had indicated that mentors who were motivated by different 

factors might provide different mentoring functions. A mentor who was high on 

helpfulness was better at providing career functions mentoring whereas the person with 

high on empathy was more comfortable in providing psychosocial ones. While career 

functions rely upon mentor's experiences, psychosocial functions depend more on the 

quality of interpersonal relationship. A spec ial characteristic of psychosocial function 

was that the emotional bond underlying the relationship was a vital element to the 

effectiveness of the roles. That is, both parties reciprocally respect and trust each 

other. This was why similarities in values , interests, and personality, which influenced 

the liking of each other, played important roles in psychosocial relationship. The five 

psychosocial functions were acceptance-and-confirmation, counseling, friendship, 

socia l relationship, and parental role . The details of which were as followed: 

1.3.1. Acceptance-and-confirmation. This function provided both mentor and 

protege a sense of self from the positive regard, respect, and well wishing by each 

other. When a protege developectcompetency in the profession, the mentor showed an 

acceptance of such accomplishment and confirmed the protege to continue with 

encouragement. Usually at the mid-career stage, a mentor received slower 

advancement and less frequent recognition. When receiving acceptance-and

confirmation, a protege appreciated the usefulness of the mentor who was passing the 

wisdom and experiences. In return, a mentor felt the sense of self-esteem, generativity, 

nurturance, and intrinsic satisfaction of parent watching children grew. (McManus & 

Russell, 1997) Acceptance-and-confirmation also enabled a protege to experiment with 

new behaviors and taking risks to venture into unfamiliar way of approaching the world 

of work . Knowing that a mentor was watching and providing feedback in a nurturance 

nature, a protege became more willing to disagree and started conflict in the 

relationship by whose tolerance of differences allowed a protege to discover self

differentiation. 
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1.3.2. Counseling. As a protege was facing personal concerns that might 

interfere with positive sense of se lf in the organization, protege could discuss with a 

mentor openly about anxiety, fear, and ambiva lence that detracted a protege from 

produc tive work. A mentor who had more experiences provided a sounding board for 

this self-exploration, offering advises, helping resolving problems through feedback and 

active listening. At early career stage, a protege .concerned about developing 

competency and potential. A protege was also developing relationship with peers and 

supervisors together with incorporating the organization responsibility with other sphere 

of life. The extent to which how well a protege navigated through one's adulthood 

depended upon a proper counseling bes ides a good role modeling. At each 

successive career stage , a protege would have personal concerns about self, ca reer, 

and family that shift with age and experiences. An experience mentor could provide 

ample resources for counseling since a mentor had been through the same career 

passage a protege about to travel. In providing counseling, a mentor beca me a 

confidant for a protege, which enabled a protege to feel helpful , valuable, and 

productive. 

1.3.3. Friendship . This psychosocial support occurred through soc ial 

interaction, which resulted in mutual liking, understanding, and enjoyable exchange of 

experiences about work and extra activity. A fri endship made relationship pleasurable 

since it narrowed the gap between dyadic relat ionships. Friendship made protege to 

feel like a peer with a mentor and thus reduc ing an authoritative distance of hierarchical 

structure . A mentor received benefits from friendship by maintaining connection with 

the youthful part of self, reducing fear of growing older, and avoiding becoming obsolete 

through staying in touch with younger generation. 

1.3.4. Social relationship. This psychosocial functions came from 33 Items 

mentor role instrument (Ragins & McFarlin, 1990) which allowed for a separate analysis 

of original Kram's (1985) nine mentoring functions plus two additional functions, social 

relationship and parental role . (Ragins & Cotton, 1999) These two functions were the 

extension of Kram's study of cross gender mentoring when a protege might seek to 
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avoid sexual issues by viewing one's mentor as a parent figure or by avoiding informal, 

after work soc ial interaction. Social function referred to an informal interaction outside 

organization setting, for example, engaged in activities at leisure time, or socialized one

on-one outside workplace. Ragins and Cotton had reported that female proteges with 

female mentors were significantly more likely than female proteges with male mentors to 

engage in after work social activities. 

1.3.5. Parental role. One of the reasons for being a mentor was that a mentor 

saw a younger version of self in a protege. (Anderson, 2005; Ragins, 1997) At mid 

career stage, a sense of generativity, as opposing to stagnation, (Erickson, 1963, 1968; 

cited in Kram, 1985) stimulated a mentor to provide mentorship functions. As a mentor 

grew older and children began to leave home, one's parenthood became a significant 

reason to mentor a protege. There were situations, which encouraged parental role of 

mentoring functions such as age difference, gender difference, (Eby & McManus, 2004) 

nurturing inclination , or substitution of either side's family deficit. 

2. Phases of Mentoring 

Mentoring relationship went through a predictable pattern, which could be 

described as four phases - initial, cultivation, separation, and redefinition phase. The 

details of which were as followed: 

2.1. Initiation phase. An initial phase was a period of six month to one year after 

a relationship begins. A protege possessed a high expectation from the relationship at 

which Kram had called "fantasies became concrete expectations." A mentor was 

anxious about how the relationship would work out. Mentor mostly provided coaching, 

challenging work, and visibility. In turn, protege provided technical assistance and 

respect. (Kram, 1985) 

2.2. Cultivation phase. This period was the most fruitful among all phases and 

lasted between two to five years. It was the most intense relationship period when 

mentor provided the maximum capacity of career function as well as psychosocial 
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function. Protege made advancement at one's fullest potential. Both individuals 

continue the cultivation phase as long as both felt the advantages. Emotional bond 

deepened and intimacy heightens . The relation ship gradually became more like peer. 

(Kram, 1985) 

2.3. Separation phase. When there was a substantial change either physically 

(e.g., promotion or job transfer) or emotionally (i.e, protege needed independency and 

no longer need guidance; or a mentor was facing a midlife crisis), relationship 

decreased or even turned dysfunctional. Conflicts might happen such as jealousy or 

blocked opportunity on both ends, which caused resentment or sabotage toward each 

other. This period needed to be resolved into a new relationship phase or ended the 

mentoring relationship altogether which usually took six months to two years. (Kram, 

1985) 

2.4. Redefinition phase. If critical conflict was resolved in a satisfactory fashion, 

mentoring might resume but in a new form and started a new cycle. If relationship 

ended with good wills, relationship became a life-long friendship . (Kram, 1985) 

3. Relationship at Successive Career Stage 

Employee was a human being who inevitably brought previous and current life 

experiences into one's work relationship. Previous life experiences include relationship 

with parents, siblings, authoritative persons, peers, and friends. Current experiences, 

depending on which career stage an employee was at, include concerns about self, 

career, and family. (Figure 1.2) 
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Early Career Middle Career Late Career 

Competence: could I be effective Competence: How did I Competence: could I be effective in 

in the managerial/ professional compare with my peers, more consultative and less central 
~ role? Could I be effective in the role with my subordinates, and role, still having influence, as the QJ 
if) 

of spouse and/or parent? with my own standards time to leave the organization :; 
0 and expectations? getting closer? .0 « Identity: Who was I as a Identity: Who was I now Identity: What would I leave behind (Jl 

E manager/professional? What were that I was no longer a of value that would symbolize my QJ 
t) 

my skills and aspirations? novice? What did it mean contributions during my career? c 
0 
0 to be a "senior" adult? Who was I apart from a manager/ 

professional and how would it feel to 

be without that role? 

Commitment: How involved and Commitment: Did I still Commitment: What could I commit 

committed to the organization did I want to invest as heavily in myself to outside of my career that 

want to become? Alternatively, did my career as I did in would provide meaning and a sense 
I seriously want to explore other previous years? What of involvement? How could I let go of 

options? could I commit myself to if my involvement in my work role after 

the goal of advancement so many years? 
L- no longer exists? QJ 

~ Advancement: Did I want to Advancement: Would I Advancement: Given that my next co 
0 advance? Could I advance without have the opportunity to move was likely to be out of the :5 
0 compromising important values? advance? How could I feel organization, how did I feel about my .0 « productive if I was going to final level of advancement? Was I (Jl 

c 
advance no further? satisfied with what I had achieved? L-

QJ 
t) 

Relationships. How could I estab- Relationships: How could I Relationships: How, could I maintain c 
0 
0 lish effective relationships with work effectively with peers positive relationships with my boss, 

peers and supervisors? As I whom I am in direct peers, and subordinates, as I got 

advanced, how could I prove my competition with? How ready to disengage from this setting? 

competence and worth to others? could I work effectively Could I continue to mentor and 

with subordinates who sponsor as career ended? What 

might surpass me? would happen to significant work 

relationships when I left? 

Family Role Definition: How could I Family Role Definition: Family Role Definition: What would 

~ 
establish a satisfying personal life? What was my role in the my role in the family be when I was 

.- What kind of lifestyle did I want to family now that my children no longer involved in a career? How E 
co establish? had grown? would my significant relationships u.. 
:; with spouse and/or children change?· 0 
.0 

Work/Family Conflict: How could I Work/Family Conflict: How Work/Family Conflict: Would family « 
(Jl 

effectively balance work and family could I make up for the and leisure activities suffice, or would c 
CD 
t) commitments? How could I spend time away from my family I want to begin a new career? c 
0 time with my family without when I had been 0 --

jeopardizing my career launching my career as a 
advancement? novice? 

Figure 1.2 Characteristic developmental task at successive career stages 

Note: From Kram, K. E. (1985). Mentoring at work: Developmental relationships in 
organizational life, pp. 72-73, Glenview, IL: Scott, Foresman and Company. 

-



Fortunately, adult development and career development had long been 

studied and well established. The patterns of these developments could be 
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predictable. By understanding these psychological forces, helped explain why a 

particular mentorship function was important at a certain stage . Research in career 

development had delineated particular career stages as individual moved through 

adult life. Taken life experiences into the account of work situation, career 

development could be classified as three broad stages in whose period certain 

dilemmas could be described in a specific pattern. (Erikson, 1963, cited in Kram, 1985) 

Coinciding with theory in life stages of adulthood, career maturity could be organized 

into three major eras: (1) early career stage (age 22 - 40), (2) middle career (age 41 -

60), and (3) late career (age over 60). 

3.1. The Early Career Years 

As an individual was entering a career life, an employee explored an initial 

course and made professional decision to shape career life imitating an identification of 

who one wants to become. At this stage, a younger manager concerned about one's 

competence, and progression in the corporate world. During this period, individual 

was likely to either adapting the role of spouse, parent, or both. Some entered the 

single adult role in the work world. These two roles reflected the continuum of polarity 

"intimacy versus isolation" and "role identity versus role confusion." (Erikson, 1963, 

1968, cited in Kram, 1985) Thus, this stage set on individual 's ambition in one's career 

goal. Career support functions helped a protege to develop competency in one's initial 

jobs as well as each time one moved to a higher organizational level. Choices about 

behaviors and values were critical steps in clarifying one's identity as a manager. At 

this point, psychosocial functions confirmed and supported protege's choices of 

behaviors and values evolving sense of self, which ultimately became professional 

identity. 
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About the same process in establishing professional identity, a protege 

decided to commit to ca reer an individual would become and whic h organization to 

stayed with . The social exchange theory governed how much commitment one was 

wi lling to sacrifice for the organ ization at the benefit of advancement possibility. 

Commitment and ambiva lence whether to stay or to find another chance wi th another 

organization reflected a developmental task, which produced tension for a protege. A 

mentor could insert one's influential function by being a role model demonstrating a 

consequence of dec ision be ing made. For those who choose to start a famil y, it was 

unavoidable that they face ambivalence pressure to conform organizational 

commitment in order to progress in career and sacri fice owns family life, or vice versa . 

Initially, opportunity for advancement was ample but organizational pyramid began to 

narrow as one was c limbing up the corporate ladder. By the same vi rtue , a younger 

manager had a friendly relationship wi th peers and supervisors since one had started a 

ca reer. As one was approaching mid-career, the opportunity for advancement was 

scarce. An individual was more conscious of both competition with peers for a fewer 

positions and the impact of political process in winning the race to the top. 

An individual's relationsh ip with spouse also affected the development of 

ca reer identity. A supporting spouse could also provide psychosocial function such as 

acceptance-and confirmation, counse ling, and friendship. In an adverse relationship, 

an individual might feel guilty for spending too much time and energy at work. At the 

same time, respective partner felt angry or rejected . These work-family stresses could 

discourage work competency or even result in a break up of marriage . Some young 

protege discussed work-family dilemmas with a mentor - or to look at senior managers 

for a model of how to manage the tensions. Both of the previously mentioned were also 

parts of counseling and role modeling aspects of psychosoc ial functions available to a 

protege. 
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3.2. The Middle Career Years 

While young colleagues were launch ing thei r ca reers, mid career managers 

were often ca reer-plateaued (Allen, 2003) and were reappraising the past so that they 

could modify the present in order to reconcile past aspirations wi th current 

ci rcumstances. If one could not realign the realm, tension or depression might have 

ari sen by which was colloquially ca lled "midlife c risis." Mid career managers faced a 

unique situation of a shift in identity to sen ior manager level whereby they departed 

from being novices that they had es tablished during younger years. A mid career 

manager who achieved what one was working for was equipped with generative 

attitude and energy. One who experienced the being passed over for a promotion after 

a history of rapid movement was likely to face a stagnation period. Many mid ca reer 

managers aware of being older for further promotion and might respond by either 

distorting the conscience or welcoming the statu s. A critical duty of mid career was 

therefore the acceptance of oneself as a senior adult. Mid ca reer manager who still 

saw an opportunity for advancement would put one's energy forward and be c limbing a 

career ladder through the top of the corporate pyramid. This kind of managers 

concerned only for self-interest of advancement and was not likely to accept the role of 

mentor despite of one's abilities. A stagnant mid career manager who did not accept 

the change of role would probably blame any possible causes except for oneself and 

withdraw the commitment from the company psychologically, physically, or both . This 

might be the time to direct the attention to one's family and made up what had been 

missing in the marital life . This person was not a potential mentor either. 

The majority of mid career manager survived this midlife crisis. These 

managers reappra ised and adjusted their own stances toward their commitments. The • 

potential mentors came from these mid career managers who found the opportunity to 

pass on the wisdom and experiences to younger colleagues. These mentors found 

ways to redirect energy and commitment toward developing proteges. On one hand, 

development of successful protege symbolized the manager effectiveness. Thus, it 
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regained a sense of self-worth. This mentor experienced a feeling of pride and 

satisfaction in the progress demonstrating by one's protege. (Scandura & Williams, 

2001) On the other hand , as one's children began to leave home, a mentor likened 

one's interest to parental role. A mentor felt pride, satisfaction, and responsibi lity 

Psychologically, a mentor guided a protege through a career by emulate one's past 

choice and avoid (or undone one's) mistakes . 

3.3. The Late Career Years 

An individual in late career year confronted the same reappraising and 

reassessment as with mid career colleagues. The difference was that late career 

manager was facing retirement so there was no need to adjust stances toward 

organization commitment. Instead, a late career manager must prepare for a shift of 

authoritative role to consultative role because very few organizations would entrust 

company's fortunes in the hand of retiring employees. A manger at late career stage 

was striving to remain useful to the rest of society . One qualification that made late 

career manager particularly useful was the years of experiences in organization . 

Despite of an authority, one's wisdom in a consultative role could have an influence on 

company's policy through one's loyal ex-proteges. Psychologically, an individual 's 

sense of what legacy one would leave behind was a good reason for one to continue 

consultative role and mentoring if the condition of age £lifference was of no concern. 

For those who did not accept the changing role, they might feel anger, resentment, 

betrayal, ingratitude, and finally physically and psych<llogically withdrawn from work 

and were waiting for the retirement. 

4. Types of Mentorship 

Mentoring had been practicing long before the concept had been realized in 

the 1980's. The mentoring relationship, which was developed naturally and 

spontaneously, referred to informal mentoring. Most of empirical researches that had 

been conducted between the 1980's and the 1990's used the informal mentoring as 
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studying model. (Eby & Lockwood, 2005) Soon after the mentoring concept had 

emerged from the publication of Levinson's (1978) book and Kram's (1985) research, 

many organizations in the U.S. had initiated the mentoring program as in-house 

developing program by facilitating and matching a mentor with a protege on basis of 

similar interests. This kind of relationship referred to formal mentoring. Both informal 

and formal mentoring was the relationship of hierarchical status in its nature. Kram had 

described an alternative type of mentoring as peer mentoring which referred to a 

mentoring relationship between equal status members of the organization. This 

alternative relationship was so-called lateral mentoring. Based on Kram's lateral (peer) 

mentoring, Eby, (1997) had developed an interesting theory of alternative forms of 

mentoring which was worthy to mention in this thesis. 

4.1. Informal Mentoring 

Informal mentoring occurred when both parties, a mentor-to-be and a protege

to-be, interested in each other works and developed mutual respects. (Scandura & 

Williams, 2001) Either party could initiate the relationship by approaching the 

counterpart without the facilitation of the third party. The counterpart accepted the 

relationship and started the initiation phase of mentoring, according to Kram's (1985) 

theory. The extent as who initiated the relationship influences the degree of success in 

mentorship. Scandura and Williams had founded that male protege initiation of 

relationship received more support than female protege initiation. They had reasoned 

that male role was supposed to be aggressive, and was expected to start the initiation. 

A mentor viewed male protege initiation as a sign of enthusiasm and thus welcomed 

the relationship. While at the same time, female role was supposed to be non

assertive. Female protege initiation was viewed as too aggressive so that it offended a 

mentor. Therefore, female protege initiation received less support in mentoring. 

Nevertheless, the best relationship came from both mentor-protege mutually initiation of 

the relationship. Additionally, the characteristics associated with informal mentoring 

was of a long lasting relationship (Waters, 2004) and progressed at its own pace. 

Scandura and Williams had conducted a study and found that informal protege 
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significantly received better mentoring functions and perform better than formal 

protege One possible explanation to this relationshi p was that mentor in an informal 

mentoring had a choice to select a protege of high ability and willingness to learn while 

formal mentor had no choice to choose. (Allen , 2004) 

4.2. Formal Mentoring 

Formal mentoring referred to organizationally initiating effort to match mentors 

and proteges on basis of their interests and experiences. (Scandura & Williams, 2001) 

Its purpose was to mimic an informal mentoring at a larger scale. (Allen et aI., 2006) 

Formal mentoring program had various goals such as talent development, new 

employee introduction, improvement of employee knowledge, skill and abilities, 

employee retention, and diversity enhancement. (Eby & Lockwood, 2005) Furthermore, 

formal mentoring often had a specific goal, a specific time line, as well as guideline for 

interaction frequency, and interaction content. Both mentor and protege strived to 

know one another within timed frame and had rule governing. (Wanberg et aI. , 2006) 

Most of the time, formal mentoring program offered preparatory activities such as 

orientation and training to help a mentor-to-be and a protege-to-be to understand their 

role obligation and to become comfortable with the mentoring relationship . (Allen et aI., 

2006) Roughly, it had been estimated that formal mentoring accounted for about 

twenty percent of all workplace-mentoring relationships. (Morzinski & Fisher, 1996) 

Because formal mentoring was initiated by the third party rather than mutual 

attraction, formal mentoring was less comfortable and less identifiable between mentor

protege pair, (Ragins & Cotton, 1999) and served much narrower mentoring functions 

than an informal mentoring. (Eby & Lockwood, 2005) Formal mentors might feel 

reluctant to recruit or to feel coerced entering the mentoring relationship for the sake of 

"just doing the job." (Allen & Eby, 2003) Seibert (1999) had reported that: (1) formal 

protege received less career mentoring than informal protege, (2) formal protege 

received less career mentoring than psychosocial mentoring, and (3) formal mentor 

supports very little career mentoring but only gave some pad-on-the-back to formal 
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protege. On the contrary, Allen and Eby had expressed an interesting point of view 

that mentorship type (formal vs . informal) was not directly related to mentorship 

effectiveness only but the matter of time. They encouraged the continuing of formal 

mentoring despite its discomfort since it would dissipate over a period of time . In the 

end, formal mentoring became informal-like which was so-called "hybrid" relationship. 

4.3. Alternative Forms of Mentoring 

Eby, (1997) had taken a contemporary view with changes in the bubble 

economy of 1996. Many corporations had gone bankrupted, also known as "chapter 

eleven." The organizations who survived that period had undergone major changes 

both the organization rearrangement and how they conducted their business today. 

Acquisition and merger became a popular method for business to survive . Traditional 

career path of climbing up the corporate ladder vanished as organization became 

flatter with fewer opportunities for upward advancement. Employees were struggled to 

be marketable both within and outside own organization. Likewise , mentoring process 

needed to change to accommodate the shift in employment attitude. Intersected with 

Kram's (1985) hierarchical-lateral mentoring, Eby had developed the job related-career 

related purposes of mentoring and thus formed four-celled typology of alternative forms 

of mentoring. (Figure 1.3) 
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Type of Skill Development 

Job-Related Career-Related 

Celli Cell II 
(l Intra-team Mentoring Internal Collegial Peer Mentoring 
.c 
Cf) 

c - Inter-team Mentoring External Collegial Peer Mentoring 0 m 
.~ L-

Q) Co-worker Mentoring Q) ro 0:: --.J 
·W Survivor Mentoring OJ 
·W a Peer Mentoring for Domestic Relocators 
~ 
0 Peer Mentoring for International Relocators c 
w 

Cell III Cell IV 2 -w m 
£; .~ Internal Sponsor-Protege Mentoring Group Professional Association 
'0 £ 

E 2 Manager-Subordinate Mentoring Mentoring m a L-

LL Q) Hierarchical Mentoring for Domestic Relocators External Sponsor-Protege Mentoring I 

Hierarchical Mentoring for International Relocators 

Figure 1.3 A typology of alternative forms of mentoring 

Note : From Eby, L. T. (1997) . Alternative forms of mentoring in changing 

organizational environments: A conceptual extension of the mentoring literature. 

Journal of Vocational Behavior, 51, p . 129. 

Job-related mentoring focused on developing sk ills that were relevant to a 

specific organization for a protege to advance within the company. Career-related 

mentoring focused on broad-based skills to help a protege advance with own career by 

accumulating repertoire of competencies in order to be marketable in the industry. The 

details of alternative forms were as followed : 

4.3.1. Cell I: Lateral Mentor-Protege Relationship, Job-Related Skill Development 

The relationship in this quadrant was of equal status employees. Peer 

relationship could also provide some parts of career supports and psychosocial 

supports like those from hierarchical mentoring relationship . (Kram, 1985) The 

relationships from this cell helped a protege to develop necessary skills to advance 

within organization. To support this theory, there was an empirical study confirming 
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that the formal group peer mentoring was effective as well. However. this study was 

conduct among graduate students. Therefore. it needed further investigation before 

generalizing to other populations. (Allen. McManus. & Russell . 1999) 

4.3.1.1. Intrateam mentoring. 

Members within work team took care of each other to achieve common goal. 

Team members took on management responsibilities such as planning. organizing. 

setting goals. providing performance feedback. and training each other. Team set 

standard for acceptable performance and exercises sanctions to those who did not 

meet expectations. Team also provided psychosocial functions such as inclusion. 

affiliation. identification. and affirmation for team members . 

4.3.1.2. Interteam mentoring. 

It was common that many teams were working together in the same function 

unit. Especially in highly integrated products or services industry. different teams 

develop cross-team mentor-protege relationship in order to enhance total productivity. 

Examples of this interteam relationship were total quality management (TOM) teams 

and matrix structure of organization. where one employee belonged to two teams. For 

instance. one employee from production department also reported to the head of 

project team. A group whose functions were interdependent with other group's 

expertise or constructive feedback was likely to seek out mentoring from other groups. 

4.3.1.3. Coworker mentoring. 

Coworker mentoring was a typical peer mentoring relationship as described in 

Kram's (1985) alternative type of mentoring . Individuals within intimate environment 

provide career support mentoring by sharing job related information. strategy. and 

feedback. With or without solicitation. peers also provided emotional support and 

confirmation as a member of work society. 
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example, career support might include diversifying one's career interests, obtaining 

information of opportunity in job market, or learning new technical skills. By developing 

relationship with employees outside own organization, employee could broaden the 

network of contacts and developed a wide range of career related skills. These 

experiences enabled a protege to deal with role transitions by enhancing one's 

marketability within and outside organization. 

4.3.2.1. Internal collegial peer mentoring. 

Traditional mentoring encouraged a protege to build alliances and develop 

network in order to be successful within an organization. However, extensive network 

provided chances for a protege to develop technical skills outside one's own domain. 

While being desirable by an organization, these broad based experiences were also 

diversify protege's portfolio of marketable qualifications and enhancing protege's 

career prospect to another organization . 

4.3.2.2. External collegial peer mentoring. 

Colleagues outside one's organization could also be a good source of 

mentoring . This type of mentoring relationship kept a protege updating with market 

situation . Besides providing diversifying information, outside colleague could be a safe 

confidante for sensitive personal and job related issue. 

4.3.3. Cell III: Hierarchical Mentor-Protege Relationship, Job-Related Skill 

Development 

Mentorship in this quadrant most closely corresponded to Kram's (1985) 

traditional mentoring relationship whereby a mentor was a senior manager and a 

protege was a junior one. The purpose of this type of mentorship was to promote 

hierarchical growth within an organization . 
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4.3 .3. 1. Internal sponsor-protege mentoring. 

This kind of relationship involved an influential senior manager; usually 

several levels above the respective protege and usually did not had a direct line of 

authority. This powerful mentor could provide a young protege with sponsorship, 

exposure-and-visibility, coaching, protection, and challenging assignment. Ovec time, 

however, this kind of sponsorship would expand to career coaching by providing a 

protege with strategies for achieving recognition and success in the organization. 

4.3.3.2. Manager-subordinate mentoring . 

A manager who was also a mentor acts as a role model for a protege. This 

type of mentor was in the most natural position to facilitate a protege to advance in the 

organization by providing job specific feedback, evaluation, necessary training, and 

career path. A direct supervisor was in the best position to provide a full range of 

career function and psychosocial function mentoring. 

4.3.3.3. Hierarchical mentoring for domestic relocators. 

This type of mentoring was even better than aforementioned peer mentoring 

of domestic relocator . A senior mentor at new location could provide a solid 

instrumental support and protection until respective protege could stand on one's own 

strength. 

4.3 .3.4. Hierarchical mentoring for international relocators. 

Having a high-ranking mentor at the new foreign location or upon returning 

from international assignment was a very helpful for international relocator. For an 

expatriate at new country, a high rank mentor could facilitate a protege to achieve the 

career development required for the position. For a repatriate returning to home 

location , a higher rank mentor could ensure a protege to integrate back to workplace 

successfully. 



4.3.4. Cell IV. Hierarchical Mentor-Protege Relationship, Career-Related Skill 

Development 
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Mentorship in this quadrant was characterizing by the relationship of a senior 

mentor, most likely outside the organization, and a Junior protege. The unique 

characteri stic was that the emphasis of relationship was on the development of broad 

banded, career related skills that a protege could transport to another organization 

when facing the turbulence of career status with voluntary or involuntary turnover. 

4.3.4.1. Group professional association mentoring. 

This kind of relation emerged through professional association membership 

that shared common ca reers, occupations, or trades. The relationship was unique 

because it emerged from the dynamics of the group as a whole serving as the mentor 

rather than an individual. 

4.3.4 .2. External sponsor-protege mentoring . 

This was a relationship with a high rank mentor outside an organization of a 

protege. This kind of relationship was invaluable for a protege who desired mobility 

outside one's own organization. Besides traditional mentoring functions, this kind of 

mentor could help promote the visibility of a protege within the business community. 

5. Antecedents 

Mentoring was a process, which required tremendous inputs, such as efforts 

and time from mentors, proteges, and resources of organizations. For a successful 

mentorship, the length of relationship could last up to six years. (Kram, 1985) The 

mentoring relationship could result in rewarding experiences or could turn into 

negative consequences . (Feldman, 1999) There were many factors contributing to 

the vast differences of results from this laborious and enduring relationship. 

Antecedents of the effectiveness of mentoring could be examined by three broad 
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categories: (1) men toring initiation, (2) mentor-protege se lection process, and (3) 

factors contributing to successful relationship. The detail s of which were as followed: 

5.1. Mentoring Initiation 

For informal mentoring where both mentor and protege engaged in the 

relationship spontaneously, there must be substanti al incen tives for them to invest 

voluntarily with their efforts in these extra role activities. Factors relating to one's 

willingness to be a mentor for others included, but not limited to , previous experiences 

with mentoring , gender, education, age, locus of control, upward mobility, support 

from immediate superviso r, (Allen, Poteet, Russe ll, & Dobbins, 1997) and 

organizational climate. (Kram, 1985) Allen et al. had studied these factors by 

classifying them into individual variables and situational variables. 

5. 1.1. Individual variables. 

Demographic such as gender was theorized that female was less likely than 

male to be in the formal position to serve as a mentor because management was still 

primarily male-dominating field. Additionally, female might experience work-family 

conflict issues, sex- role stereotypes, and limited access to informal network and 

communication. ("big boy club" as mentioned earlier in this thesis) This phenomenon 

was also known as "glass ceiling" effect for female management. (Anderson, 2005; 

Parker & Kram, 1993; Scandura & Williams, 2001; Schor, 1997; Simonetti, Aris, & 

Martinez, 1999; Sosik & Godshalk, 2000; Wallace, 2001) However, the empirical data 

did not support this hypothesis yet. (Allen, Poteet, Russe ll et a!., 1997) The same 

study empirically confirmed that the higher education level person reported greater 

intention to serve as a mentor than a lower one. In Kram's (1985) theory, it was 

proposed that mid career manager exhibited the strongest intention to serve as a 

mentor from the sense of generativity . A late career manager also inclined to serve as 

a mentor in order to leave a legacy to organization until retirement. On contrary, 

however, Allen et al.'s empirical data showed a reverse relationship. Older managers 
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express lower intention to mentor others relati ve to younger counterparts . The same 

study went on indicating that those who had experiences in mentoring, be it a mentor 

or a protege, demonstrated higher intention to serve as mentors than those who had 

none. In addition, a person who possessed a higher deg ree of internal locus of 

control , upward striving for advancement, or both, inc lined to mentor others higher 

than a person who was low on these attributes. 

Social psychology theori sts suggested that prosocial personality accounts 

for the empathetic reaction and helpfulness of person, which in turn caused an 

inclination of person being mentors and the amount of mentoring they provide. (Allen, 

2003) All en had further suggested that instrumental factors (se lf-enhancement, 

intrinsic satisfaction, and benefit others) compliment prosocial personality as incentive 

for willingness to mentor others. Allen's empirical study showed that career mentoring 

was not motivated by the same fa c tors as psychosocia l mentoring since there was 

differential relationship between the two. On one hand, helpfulness prosocia l 

disposition was highly related with career related mentoring since it reinforced the 

feeling of efficacy and competence. On the other hand, other-ori ented empathy 

opted to psychosocial mentoring due to similarity of traits describing as warmth and 

nurturance. Mentors who were motivated by different factors might provide different 

mentoring functions. That was why mentoring could never achieve a standard 

protocol as in other disciplines. (Allen, 2003) 

5.1.2. Situational variable. 

Like leader-member exchange (LMX) theory, Allen (2003) had empirically 

confirmed that individual who had a high quality of relationship with immediate 

supervisor (the in-group according to LMX) reported higher intention to serve as a 

mentor than the out-group did . (Godshalk & Sosik, 2003) According to LMX 

approach, the in-group status (in high LMX relation) might be a prerequisi te for 

subordinate to receive mentoring . LMX leadership approach related to mentoring and 

be accountable for meaningful variance over the other for career outcomes . 
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(Scandura , 1998; Scandura & Williams, 2004) Other situationa l variables were job

induced stress and perceivab le management support. Even though partially 

supported, an employee who had less job-induced stress was more willing to mentor 

others than a person with a higher one. Perceivable management support for 

mentoring was posi tively related to both ca reer and psychosocial functions mentoring . 

(Eby, Lockwood , & Butts, 2006) However, if a mentor was hold accountable for the 

outcome of mentoring , the intention to mentor decreases. 

5.2. Mentor-Protege Selection Process 

Ragins (1997) had suggested that mentor-protege se lection process was 

guided by three primary factors: (1) identification , (2) perceived competence, and 

(3) level of interpersonal comfort. The details of which were as followed : 

5.2. 1. Identification. 

Identification was a reciprocal process guiding how mentor and protege 

selecting each other. Mentors identified with and se lected proteges by viewing them 

as a younger version of themselves and representative of their past. (Ragins & Cotton, 

1999) Thus, having proteges to pass on wisdoms provided mentors with generativity, 

which was a sense of contribution to future generations. (Kram, 1985) Proteges' 

selections of mentors were often on basis of identification with mentor as a role model. 

Thus, it developed sense of professional identity with mentor's image. (Ragins & 

Cotton , 1999) In a rec iprocal sense, proteges viewed mentors as representatives of 

their future . These mutual identifications could be explained by network theory and 

social identity theory. Identification with perceived similarity referred in the network 

literature as homophily. This homophily might influence the estab lishment of 

interpersonal networks , informal social relationships, and assigning work relationship . 

Social identity theory suggested that individuals who were members of similar power

related groups were more likely to identify with each other because of sharing 

experiences and resulting in social identity. (Ragins, 1997) Water (2004) had 
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indicated that mentors preferred proteges who were "enjoyable to be with" and could 

"tolerate conflict" during the relationship . Once the relationship starts, both mentor 

and protege try to develop co-operative friendship and the willingness to negotiate 

with each other. Until mutual understanding between both parties was reached , a 

high quality of psychosoc ial support begins. Eventually, protege-mentor agreement 

was created as a prerequisite of an ongoing mentoring relationship 

5.2 .2. Personal competence. 

Allen (2004) had empirically established that mentors were more willing to 

se lect proteges who were characterized as high in ability (Ragins & Cotton, 1999) and 

high willingness to learn than those who were low on these attributes. Interestingly , 

thi s study had also found that willingness to learn could help compensate for lack of 

ability. Consistent with social exchange theory, it compared costs of parti c ipation with 

its benefits . Mentors expect proteges to bring in important competencies to the 

relationship . In the same study, mentors indicate that willingness to learn was more 

important consideration than ability when they consider the proteges-to-be. 

Attribution theory might help explain that mentors view willingness to learn as an 

indicator of effort and thus more controllable than other factors such as ability. (Allen, 

2004) Sad but true, mentors selected proteges who had greater potential and chance 

in organizational success rather than individuals who need the most help. (Underhill, 

2006) Mentors were more likely to attract to high potential proteges since proteges' 

successes reflected the achievement of mentors as well . Proteges, in return , were 

seeking for the responsive and competence mentors of desired expertise (Ragins & 

Cotton, 1999) who were had powerful organizational influence in order to get advance 

in their career and opened many doors to opportunity. (Ragins, 1997) 

5.2.3. Level of interpersonal comfort. 

Interpersonal similarity increased ease of communication in relationships and 

thus affects interpersonal comfort, which was a key factor for developments of 
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mentoring relationship Mentor and protege who had shared socia l identities were 

more comfortable with each other and were well connected. As discussed earli er, 

individuals who were members of similar power-related group share common 

experi ences that serve to inc rease their leve l of interpersonal co mfort and thei r 

wi llingness to initiate a mentoring relat ionship. (Ragins, 1997) 

5.3. Factors Contributing to Successful Relationship 

5.3.1 . Gender. 

Gender si milarity had been particular of interest in mentorin g topic, 

espec ially a cross-gender mentoring relationship. Scholars had been arguing that 

both proteges and mentors might feel less comfortable in c ross-gender relationship 

because of issues associating with sexuality, intimacy, and harassment that might be 

conspicuous or ca use rumors during the relationship. (Allen, 2004 ; Turban et aI., 

2002) Another obstacle of c ross-gender mentoring was public scrutiny . Concerns 

about public image of relationship could cause cross-gender mentor-protege to avoid 

one-on-one contact behind c losed door or after work hours where important 

mentorship was often accomplished . (Clawson & Kram , 1984) To prevent the sexual 

issues , some proteges might seek to avoid risks by viewing their mentors as a parent 

figure (Kram, 1985) or by avoiding informal after work social interaction . (Ragins & 

Cotton , 1999) This issue had become an additional mentoring fun ction in mentor role 

instrument as being proposed by Ragins and McFarlin. (1990) 

The similarity attraction paradigm supported that same gender mentorship 

was more effective than cross-gender one. This paradigm inc reased interpersonal 

comfortable, and thus increased the ease of communication and affection between 

both parties . (Ragins, 1997) Researchers had consistently founded that demographic 

similarity between supervisor and subordinate had a positive effect resulting in 

supervisor liking of the subordinate. Even though similarity attraction paradigm had 

not been specifically studied on mentorship, it could apply to work condition in 
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general. To support this theory, Wanberg, et al., (2006) had empirically established 

the positive relationship of perceived similarity between mentor and protege with the 

level of psychosocial mentoring while some other researcher found positive 

relationships of this perceived similarity with both career and psychosocial mentoring . 

Therefore, the evidences were sufficed to infer that the similarity attraction paradigm 

had a similar effect on mentoring relationship as well. (Ensher & Murphy, 1997) 

A meta-analysis showed that male protege (mean effect size M ES=.551, 

p <. 05) received better mentoring than female protege. (M ES=.385, p<.05) (Underhill, 

2006) Scandura and Williams (2001) reported that, under male mentor, male protege 

received more mentoring functions than female protege. Worst among all, male 

protege with female mentor reported fewer mentoring functions than any other gender 

combinations. To put it in a simple term, male protege benefited most from male 

mentor. Ragins and Cotton (2001) had reported that, in general, female protege 

might have least to gain from mentoring process. These particular instances could be 

explained by that same-gender protege reported engaging in more social activities 

than cross-gender protege. Female protege with female mentor reported more role 

modeling than any other gender combinations. (Ragins & McFarlin, 1990) Additional 

explanations were that the industry was still male dominating. Female was still facing 

with glass ceiling, which meant female could hold a position of power up to a certain 

level. As such, male mentor was in a more favorable position than female to access 

necessary resources, which in turn obtaining better mentoring supports . (Ragins & 

Cotton, 1999) Regarding role model, it was difficult, if possible at all, for female 

mentor to be a good role model for male protege due to differences in stereotype and 

personality. Social role theory suggested that people were generally expected to 

behave in accordance with culturally defined gender roles. This expectation put 

female in management positions at a disadvantage, since the stereotype of 

managers was more closely associated with the male gender role than with the 

female gender role. (Baugh, Lankau, & Scandura, 1996) 
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5.3.2. Personality 

Personality affected mentoring relationship through three primary 

mechanisms: (1) selec tion - a person wi th certain personality opted to choose and be 

comfortable with the one who had similar persona lity , (2) evocation - a person wi th 

certaiA type of personality responded to the stimulus in a certain way, and (3) 

manipulation - the result of relationship depended upon both parties' tendencies to 

shape up the si tuation . (Asendorpf, 2002 c ited in; Wan berg et aI., 2006) 

5.3.2. 1. Proactivity referred to a tendency of a person to manipulate the 

environment actively . A person of high proactivity tended to take an action, solici t a 

response, and respond to opportunities . Protege's proactivity affected the amount of 

mentoring activities by initiation and maintenance of scheduled meetings between 

mentor and protege (evocation) and through goal oriented behavior during mentor 

interactions. (manipulation) (Wanberg et aI., 2006) 

5.3.2.2. Openness to experience, one of the big-five personality 

characteris tics, encompassed imagination, intelligence, curiosity, originality, and 

opened-mindedness. (McCrae & Costa, 1996; cited in Wanberg et aI. , 2006) Mentor 

and protege, who were high in openness to experience, were more inquisitive and 

responsive to new ideas and perspectives from each other. It thus evoked a more 

comfortable atmosphere for self-disclosure. 

5.3.2.3. Internal locus of control were the persons who believed that events in 

their lives were determined more by own actions rather than by chances or 

uncontrollable forces . (Yuki, 2002) Self-monitoring was a characteristic that individuals 

self-observed and self-controlled guided by situational cues to social appropriateness 

aiming at expressive behavior and self-presentation. (Mullen, 1994) Emotional stability 

and maturity were characteristics of persons who were well adjusted to changing 

environments and had a more accurate awareness of their strengths and weaknesses 
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and less self-centered. (Yuki, 2002) Individuals with high internal locus of control , self

monitoring , self-efficacy, self-confidence , and emotional stability were more proactive 

and were more likely to pursue mentoring relationsh ip. (Allen, Poteet, Russe ll et ai , 

1997; Underhill , 2006) 

5.3.2.4. Up~ard striving was the desire of a person to increase one's job leve l 

and standard of living . Since mentoring process benefited both mentor and protege, 

the upward strivings then had positive correlations with both mentor's and protege's 

efforts in mentoring process. (Allen, Poteet , Russell et aI., 1997) In addition, the 

attitudes of positive affectivity, altruism, and organization based self-esteem positively 

correlated with motivation to mentor others . (Aryee, Chay, & Chew, 1996; cited in Allen, 

Poteet, & Burroughs, 1997) 

5.3.2.5. Cognitive differentiation and stereotype could affect individual's 

response , hence mentoring relationship , in three ways: (1) category-based responding, 

(2) differentiated responding, and (3) personalized responding. According to LMX and 

social identification theory, an individual who formed a relationship with lesser degree 

of differentiation (in-group) person would felt more comfortable and ease of 

communication and thus received better mentoring relationships. On the other hand , 

the greater degree of individual's cognitive differentiation (out-group), the lesser extent 

of mentoring relationship occurred. Attitude toward diversity cou ld overcome 

individual's cognitive differentiation by making conscious decision to confront 

stereotype and attributions of others who were not similar to them to overcome initial 

feeling of discomfort and to hold positive attitude toward those who were different. 

Thus, attitude toward diversity could improve mentoring relationship. (Ragins, 1997) 

5.3.3. Organization support. 

Organization could encourage mentoring through explicit policies such as 

setting up a mandatory formal mentoring program for new employees' socialization 

and orientation (Allen et aI., 1999) or tied extrinsic rewards to the participation of 
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mentoring practices. Eby, Lockwood, and Butts , (2006) empirica lly indicated that 

organizational perceived support for mentoring increased the quality and quantity of 

mentoring. Nevertheless, if the organization set up accountability system that was 

monitoring and holding a mentor responsible for outcomes of relationship, problems 

relating to relationship were decreasing drastically. In addition, the intention of 

employees to mentor others was reduced proportionally. 

Organizational implicit policies could be a wide range of cultural supports 

such as encouraging cross-departmental interactions through programs such as 

quality circles or task force teams, (Allen et aI., 1999) or total quality management 

(TOM) team. Setting up rewarding system on a basis of team performance might 

encourage collaboration among peers rather than competition. This kind of corporate 

culture encouraged the formation of mentor-protege relationships. 

Allen, Poteet, and Burroughs (1997) had conducted qualitative research and 

find seven organizational facilitating factors and five inhibiting factors for mentoring. 

The organizational facilitating factors were as followed: 

- organizational support for employee learning and development, 

- company training program, 

- manager and co-worker support, 

- team approach to work, 

- mentor empowerment and decision making power, 

- comfortable work environment, and 

- structured environment. 

The organizational inhibiting factors were as followed: 

- time and work demand, 

- organization structure, 

- competitive and political environment, 

- unclear expectation of company, and 

- turbulent job environment where job security was a domain issue. 
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From the above research, Wanberg et ai, (2006) had shared the same view 

with Eby et al. (2006) that perceptions of organizational support for employee learning 

and development related positively to senior employees' motivation to mentor others. 

Additional organizational supports such as management system and 

rewarding system cou ld play vital roles to encourage_ or discourage mentoring 

practices in organizations. Mechanistic management system was characterized by a 

hierarchic structure in which power was centralizing and communication was limiting 

to vertical channel within lines of authority. This mechanistic management system 

preferred status-quo power relationship among groups and therefore discouraged 

mentoring relationship. (Ragins, 1997) In contrast, organic management or "new 

paradigm" system was characterized by decentralizing power control. It encouraged 

lateral communications that expand across departmental boundaries. The 

interdepartmental communications consist of information and advice rather than 

instruction and decision. Therefore, organic management system was a favorable 

atmosphere for mentoring relationship. Besides the dyadic structure and relationship 

within and between departments, the physical proximity of mentor and protege had an 

influence on relationship as well. Mentor and protege who worked closely in distance 

could meet naturally and more frequently than those couples who worked on the 

different floors, buildings, or cities. 

In most literatures, rewards deriving from being a mentor were of intrinsic 

nature (motivator factor) according to Herzberg's two-factor theory (Berry, 1998) such 

as intrinsic satisfaction, sense of generativity, (Kram, 1985) self effectiveness in work 

role, and self esteem at work . (Seibert, 1999) By the same process, protege received 

both intrinsic motivators such as sense of competence, identity, and self-worth as well 

as extrinsic (hygiene factor) motivator such as higher salary and more frequent 

promotions. If determined the fact that a mentor was a person who put more efforts 

and experiences in the relationship, extrinsic rewards for a mentor should not be 

ignored. Therefore, organizations where managers encouraged mentoring 
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relationships should put forward the priority and offer tangible rewards to those who 

engaged in mentoring activities. (Allen, 2004; Eby, Lockwood et aI., 2006) This would 

increase the likelihood that mentoring relationships would receive priority and support 

among employees. 

6. Consequences 

6.1. Benefits to Protege 

Researchers had consistently demonstrated that mentoring provided proteges 

with significant benefits, such as higher salary, overall compensations, career 

advancement , number of promotions, career satisfaction, (Allen, Poteet, Russell et aI., 

1997; Day & Allen, 2004), self-esteem, organization commitment, organization 

recognition, (Eby, Durley, Evans, & Ragins, 2006) organization socialization, (Chao, 

1997) intent to stay, tenure with organization, self-esteem, lower work stress, and lower 

work-family conflict. (Underhill, 2006) By having mentors, proteges also increased their 

power in organizations, partly from the association with influential senior managers. 

(Scandura, 1998) Day and Allen had theorized that mentoring increased protege's 

career motivation by three means of career motivation. The term career motivation was 

sometimes used interchangeably with career commitment. (Goulet & Singh, 2002) 

Referring to London's (1983) work, career motivation comprised with three 

components: career resilience, career insight, and career identity. Career resilience 

referred to the ability to adapt to chang ing circumstances by using one's own belief in 

self, willingness to take risks, and need for achievement. Career insight was the ability 

to be realistic about one's strength and weakness so that one could establish a clear 

and feasible career goal. Career identity was the extent to which one associated with 

profession, organization, need for advancement, and recognition. Reasoning by 

scholars, mentoring increased protege's career motivation (commitment) by: (1) 

facilitated protege's self-directness, career involvement, career success, and positive 

career attitude, (2) mentor demonstrated rewards, which could be obtained through 

career growth, and (3) mentoring relationship revolved around needs and ambitions of 



43 

individuals. In thei r study. Day and Allen had significantly established a positive 

relationship between ca reer motivation with career mentoring and psyc hosoc ial 

mentoring, as well as correlation between career motivat ion and career success. They 

also had found that career motivation fully mediated the relationship between career 

mentoring and performance effec tiveness but not to sa lary . 

In the same literature, Day and Allen (2004) had theorized that psychosocial 

mentoring increased self-efficacy by: (1) role modeling provided a protege with 

vicarious experiences. (2) a mentor provided verbal persuasion, which enhanced 

protege's senses of se lf-efficacy, (3) a mentor provided guidance and acceptance, and 

(4) a mentor provided a challenging task, which confirmed protege's competency. 

Unfortunately, the study had found only moderate relationship (r =.24) between 

psychosocial mentoring and se lf-efficacy and had urged other researchers to examine 

with a bigger sample size to confirm this theory . On contrary, they had found that 

career mentoring related with self-efficacy instead. In addition, self-efficacy positively 

related to sa lary, subjective career success, and performance effectiveness. Despite 

of mixed results, literatures still proved that mentoring benefit a protege as a whole. 

Among mentoring benefits , learning was the most commonly reporting among 

participants in formal mentoring program. (protege, 37% and mentor, 43%) (Eby & 

Lockwood , 2005) Besides learning, other protege's benefits which could be mapped 

onto Kram's (1985) functions included coaching (21%), psychosocial support (8%) , 

exposure-and-visibility (4%), role model (3%), and sponsorship (3%). Benefits that did 

not listed on Kram's functions were career planning (13%) and networking opportunity 

(7%). 

6.2. Benefits to Mentor 

During the first decade after Kram's (1985) work, the majority of mentoring 

researches had focusing on protege side of dyadic relationship. (Allen, Poteet, & 

Burroughs, 1997) After the turn of millennium, more attentions had been contributing to 
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mentor's side of benefits and motives. Typically, mentoring other was not mandated 

within organization during those periods but why so many mentors were willing to 

perform this extra-role and providing additional investment in time beyond 

responsibility. (Allen, Poteet , & Burroughs, 1997) Social capital theory helped clarify 

that mentor also benefited from mentoring . "Social capital consisted of cooperative 

relationships that provided individual with information, resources , and support that 

facilitated individual and collective goal achievemenL" (Eby, Durley et aI., 2006, p. 5) 

Mentor also significantly learned during mentoring process, (Hirschfeld et aI., 2006) 

such as updating information, technology , new issue brought up by protege and using 

protege as source of learning (Allen & Eby, 2003) and experimenting. Mentor's 

benefits might be classified into four categories : (1) career enhancement, (2) 

intelligence-information, (3) advisory role, and (4) psychic rewards . Usually, a mentor 

often experienced a feeling of pride and satisfaction in the progress made by a 

protege. (Scandura & Williams , 2001) In general situation, mentors also gain situational 

satisfaction, esteem among peers and upper management, self confirmation, 

information ®d technical support receiving from protege, creating a base of power 

within the organization, intrinsic satisfaction from passing on wisdom with knowledge, 

and organizational recognition. (Allen, Poteet, & Burroughs, 1997) .. 

In short term, mentor could improve his own performance and managerial 

skills by receiving new perspective of organization, recognition by others , support and 

information from loyal base of protege's, being stimulated by ideas of protege, 

exhilaration from fresh energy providing by the young generation. Thus, a mentor was 

rejuvenating by creation of renewing sense of purpose in one's work role. Mentor's 

perception of short-term benefit had a positive relationship with mentor's job 

satisfaction and organization commitment. In long term, serving as a mentor. could 

enhance relational skills, leadership skill, competency, career efficacy, and 

advancement, which leaded to predominance in the organization . Mentor's sense of 

purposes in the organization increased satisfaction deriving from work and fosters a 

deeper sense of belongingness to work place. (Eby, Durley et aI. , 2006) 
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Looking at mentor's benefit from another angle, Eby et al. (2006) had 

theorized that mentor's benefits (in the same fashion as protege's) could be described 

as two broad categories. Instrumental mentor benefits, which were external to 

mentoring relationship, were similar to career mentoring benefits according to Kram's 

(1985) side of protege . These instrumental mentor benefits included improvement of 

mentor's performance and stature within organization. These short-term benefits 

strongly related with long-term outcome of job sa tisfaction and organization 

commitment. Relational mentor benefits, which were internal to mentoring relationship, 

were similar to psychosocial mentoring benefits according to Kram's side of protege . 

Relational mentor benefits included rewarding experience in developing loyal base of 

support, which reflected the mentor's perception of affective, relational bond, and 

rapport of the relationship. These short-term benefits strongly related with long-term 

outcome of intention to serve as a mentor in the future. Comparing to an earlier 

research, Allen et al. (1997) had stated that all types of mentoring (be it a mentor or a 

protege) experiences were positively to willingness to mentor others in the future. 

6.3. Benefits to Organization 

There were fewer researches on organization's benefits comparing to mentor's 

and protege's benefits. Interests in formal mentor-protege relationship had escalated 

in the 1980's due, in part, to the belief that mentor-protege relationships benefited not 

only protege but also the organization. (Pollock, 1995) Among a few literatures that 

had mentioning organizational benefits, they stated only that mentoring benefit protege, 

mentor, and organization as well but did not provide any empirical data . (Eby & 

McManus, 2004; Scandura, 1998) Mostly, articles mentioned that organizations used 

mentoring as new employees' socializing tool and as a part of training and 

development program. Organization encouraged mentoring through formal program 

since it developed employee performance and improved work attitudes. Given the 

benefits potentially gaining from mentoring, it was not surprising that mentoring had 

become a tool for promoting growth and development for junior members in the 

organization. (Scandura & Williams, 2001) 
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So far , there was no study, which measured effectiveness of mentoring at 

organizational level. Organization effec tiveness inc luded but not limited to company 

productivity, profitability, corporate-wide employee sati sfaction , turnover rate, and any 

si milar result Among these reviewed literatures, researchers were interested in 

benefits only at individual level which had already been elaborated in the above two 

subsections. The said literatures implic itly assumed that employee's benefits, both for 

protege and mentor, were also of organizational beneficial as well. This might not hold 

true in all c ircumstances because there were vast differences among organizational 

va riabl es . Future empirical study on benefits of mentoring to organization was need in 

order to justify the va lue of mentoring program currently conducted in organizations, 

and to encourage new organizations to implement mentoring as part of their human 

resource development strategy . 

6.4. Organizational Justice 

There were two types of justice, distributive and procedural organizational 

justices. Distributive justice referred to the fai rness of outcomes of being distributing 

among members of an organization. Procedural justice referred to the fairness by 

which means were used to obtain the desired result. (Muchinsky, 2003) Scandura 

(1997) had empirically established that mentoring was positively related with 

procedural organizational justice but failed to statistical significantly refer to distributive 

organizational justice. The same study went on indicating that various functions of 

mentoring such as career, psychosocial, and role modeling were positively related to 

career expectation, job satisfaction , and organizational commitment. Scandura noted, 

however, formal mentoring process might provide distributive justice but informal 

mentoring , which was a more effective form of mentoring, might be perceived as 

favoritism in workplace among those who did not get access to the opportunity to have 

a mentor. 

Other consequences of mentoring, which were suitable to mention in this 

section, were as followed: 
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- Water (2004) had found that mentors' organizational commitment positively 

correlated with status of being a mentor because they were investing in their company 

beyond their own speci fi c job requirements. 

- McManus and Russell (1997) had proposed that mentoring and organization 

citizenship behavior (OCB) were positively related because they share common 

antecedents such as organizational commitment, fai rness perception, and job 

satisfaction . They had hypothesized that both mentoring and OCB involved indivi duals 

exerting more efforts on the job than was required by formal role prescriptions. 

However, thei r paper did not provide any statistica l investigation. 

- Seibert (1999) had conducted a longitudinal quasi-experiment and empirically 

found that psychosocial mentoring had a positive relationship with job satisfaction , 

organizational commitment, self-esteem at work, and lower leve ls of work role stress. 

Nevertheless, the same study could not establish these consequences with the career 

function of mentoring . 

Antecedents and consequences could be summarized as in Figure 1.4. 

Antecedents Consequences 

Mentoring initiation ;Mentoring Process Mentor 

Gender Learning 

Education Mentor Improve performance 

Age t Intrinsic satisfaction 

Internal locus of control Political power base 

Upward mobility Persoanlity fit Leadership 

Stage of career i Protege Prosocial personality 
Similarity Attraction paradigm Protege Learning 

Leader member exchange Promotion 

Mentor-protege identification Compensation 

Personal competence Career commitment 

Level of interpersonal comfort Job satisfaction 

Proactivity 
Antecedents and Openness to experience 

Cognitive differentiation & consequences Organization 

stereotype of mentoring process 
Organization justice 

Organization support Organization commitment 
Organization citizenship Behavior 

Figure 1.4 Antecedents and consequences of mentoring process 



48 

7. Dysfunctional Mentoring 

Mentori ng was a long and enduring interpersona l relationship , which lasted 

from six months to six yea rs During which period, espec ially thp. sepa ration phase, 

relationships changed over times . Kram (1985) had described the typical 

psychologica l state of separation phase as the relationship became dissatisfying or 

destructive as when individual needs changed or organization circumstance changed, 

or both . Both mentor and protege needed to adjust their stances toward each other 

and started a redefinition phase, or to end the relationship altogether. The redefinition 

or termination of relationship was necessary because it allowed proteges to move out 

of the relationship that no longer served their needs and to seek and develop a new 

mentoring that better served emerging career developmental needs. (Ragins & 

Scandura, 1997) The separation phase was also critical to mentors in order to 

demonstrate to themselves and to peers and supervisors that they had succeeded in 

developing new managerial talents. (Kram, 1985) The aforementioned events were 

typical for informal mentoring relationship where the relationship was formed 

spontaneously and voluntarily. 

The dysfunctional relationship in formal mentoring program was more 

complicated and involved a lot more situational factors. Ragins and Scandura, (1997) 

had described reasons for dysfunctional mentoring relationship as: (1) a mentor 

became jealousy of protege's advancement and sought to sabotage protege's career, 

(2) overly dependent relationship by one or both parties, and (3) lack of support and 

the mentor's unrealistic expectations. In another literature , Eby et aI., (2000) gave the 

reasons for dysfunctional mentoring relationship as: (1) mentors and protege's 

dissimilar backgrounds, (2) mentors and protege's dissimilar in term of attitudes, values '· 

and beliefs , and (3) a protege had a direct reporting relationship with a mentor. 

Scandura (1998) had used Duck's (1994) typology as a framework to develop a 

typology of dysfunctional mentoring relationship as shown in Figure 1.5. 
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revenged by presenting new idea to another manager besides a mentor. Both parties 

accumulated the resentments and the feelings of betrayals . 

7. 5. Submissiveness. This dysfunctional behavior occurred when a protege 

overly depended on a mentor (offering submissiveness behavior) for an exchange of 

support and resources. 

7.6. Oeception. Either a mentor or a protege might manipulate information to 

obtain compliance from another party. 

7.7. Harassment. By definition, a mentor-protege relationship was one that 

was imbalance in power. This dysfunctional behavior occurred when one party, mostly 

a mentor, abused the power over the relationship with a protege either verbally or 

physically in the context of sexual or racial nature. 

8. Contemporary Issues on Mentoring 

Since the inception of the concept, mentoring had been widely adopted and 

adapted by business and not-for-business organizations throughout the United States 

as a personnel development tool, especially for socializing new employees to the 

organization settings. (Richard , Taylor, Barnett, & Nesbit, 2002; Scandura & Williams, 

2001) Mentoring was used as means for the socialization, training, and career 

developing. As a socialize tool, it facilitated new employees' adaptation to work roles . 

Therefore, it reduced work-role stress, which was caused by ambiguity of work 

responsibility and conflicting work demand. (Seibert, 1999) One major reason that 

encouraged the organizations to practice mentoring was the change in economical 

structure. Since 1985, organizations had undergone major changes in structuring, 

(e.g ., downsizing , restructuring, and merger & acquisition) work design, (e.g., team

base work) (Allen, Poteet, & Burroughs, 1997) and especially corporate re-engineering . 

As a result, organization structure had become flatter and interdepartmental 

communications became readily available which was the favorable condition for 

mentoring . It was estimated that one-third of the US major companies had a formal 

mentoring program. (Bragg, 1989; cited in Ragins & Cotton, 1999) One poll reported 
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that about 38% of all workers who were surveyed reporting to had been recipients of 

some forms in mentoring . (McShulskis, 1996; c ited in Russell & Adams, 1997) 

Besides mentoring in business workplace, this practice was also found in 

many academic Journals of va ri ous occupations, such as career development, (Eby & 

Allen, 2006) assessment appraisal system, (Dreher & Dougherty, 1997) men toring in 

graduated school, (Tenenbaum , Crosby, & Gliner, 2001) student mentoring , (Andrews 

& Chilton, 2000) academic institutes , (Janasz & Sullivan, 2004) hospital industry, 

(Lankau & Chung, 1998) physic ian, (Gram, 1992) surgeon, (Osborn et aI., 1999) 

radiologist, (Lee, Anzai, & Langlotz, 2006) neurologist, (Selwa, 2003) nurse, (Borges & 

Smith , 2004) public accountant, (Viator, 200 1) lawyer, (Wallace, 2001) police, (Dubord , 

200 1) and military. (May, 2003) Mentoring was also studied by resea rchers from a 

wide range of discip lines, such as education, counseling, social work, psychology, 

management, youth mentoring, student-faculty mentoring , and workplace mentoring. 

(Eby & Allen, 2006) There were over 500 articles on mentoring that had been 

published in popular and academic publications both for business and for educational 

purposes in the period of only ten years . (Russell & Adams, 1997) 

In general , mentoring relationship , as a pure science, and its quality received 

very little empirical research attentions from scholars, especially in psychology area . 

(Allen & Eby, 2003) Most of the available empirical researches were conducted mainly 

on informal mentoring whose relationship occurs spontaneously and voluntarily by both 

mentor and protege . On contrary, there was relatively very few attention of research on 

formal mentoring program despite its broad usage in many industries expanding 

across many disciplines . (Eby & Lockwood, 2005; Seibert, 1999) Moreover, a meta

analysis of the studies during the past 25 years also indicated that there was no 

experimental research ever been conducted in the mentoring field. (Underhill, 2006) 

Scholars had been conducting researches in mentoring but with shattering 

directions and scattering across disciplines so that they resulted in many definitions of 
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mentoring for many professions. (Underhill, 2006) There was no agreement among 

researchers upon mentoring's definition and what it comprised of. This would have 

made it difficult to orchestrate the attempts to advance the knowledge to the research 

body of mentoring . Burke and McKeen (1997) had indicated that mentoring was new 

and still developing content areas, it was typical that it lacked an integrated research 

model or framework. Most research findings had been conducted only within the past 

three decades. During which period, researches were so fragmented and were merely 

listings of empirical results . (Chao, 1997) As a subject area to study, mentoring was at 

a relatively young and confusing stage comparing with other subject areas within 

organization behavioral science. (Allen et ai., 2004) Until recently, the number of 

research started to grow and added to the body of mentoring literatures since 

mentoring continued to grow in popularity among researchers and practitioners alike. 

(Eby, Lockwood et ai., 2006) As one demonstration to such attempt, Eby and Allen 

(2006) had called for submission of mentoring papers of researchers from a wide range 

of disciplines to be published as a special issue in the Journal of Vocational Behavior, 

whose publication date was expected in June 2008. Hopefully after this consolidation, 

there would be an integrative theory of mentoring upon which to be agreed by scholars 

of all disciplines. Ever since Kram 's book in 1985, it had been almost a quarter of 

century that there was no academic textbook dedicating to mentoring subject. 

Mentoring received only superficial coverings in business textbooks but there were 

more than 20 nonacademic books of mentoring derivatives in the Amazon .com under 

search with mentoring key word. 

This study used MBTI as a main instrument to measure personality fit. 

Therefore, it deserved a review for a thorough understanding of its usefulness as well 

as its limitation . 

Myers-Briggs Type Indicator 

A Swiss psychiatrist, Carls Gustav Jung had posited a theory of psychological 

types, which was displayed in his 1936 psychological typology: 
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Its purpose was to provide a critical psychology, which would make methodical 

investigation and presentation of the empirical material possible. First and foremost, it was a 

critical tool for the research worker , who needed definite pOints of view and guidelines if he 

was to reduce the chaotic profusion of individual experiences to any kind of order .. 

Secondly, a typology was a great help in understanding the wide variations that occurred 

among individuals, and it furni shed a c lue to the fundamental difference in the psychological 

theories now current. Finally yet importantly, it was an essential means for determining the 

"personal equation" of the practicing psychologist, who armed with an exact knowledge of 

his differentiated and inferior functions, could avoid many serious blunders in dealing with 

his patients. (Jung, 1971, P 555; cited in McCaulley, 2000) 

The Myers-Briggs type indicator (MBTI) was a self-report questionnaire built 

on Jung's theory of extraversion-introversion dichotomy of personal preferences. 

Jungian theory indicated that persons differ in the degree to which they were oriented 

toward the external world "extraversion" or the internal world "introversion." These two 

orientations were referred to as attitudes . (Arnau, Green, Rosen, Gleaves, & Melancon, 

2003) Based on his observation, Jung had concluded that differences in behavior 

resulted from persons' inborn tendencies to use their minds in different ways. As 

persons acted on their own tendencies, they developed pattern of behaviors. Jungian 

psychological type theory had defined eight different patterns of normal person's 

behaviors, or types and explained how types developed. (Myers, 1998) From Jung's 

propositions, persons differed in the way they "perceive" the environment ("sensation" 

versus "intuition") and the way they made "judgment" about their perceptions . 

("thinking" versus "feeling") 

Components of Jung's Picture of Personality 

Jung had observed that when persons' minds were active, they were involved 

in one of the two mental activities: taking in information - perceiving , or organizing that 

information and coming to conclusions - judging. Jung had also observed that persons 

tended to focus their energy and be energized either more by external world of people, 

experience, and activity or by more of the internal world of ideas, memories, and 

emotion. Jung had called these two orientations of energy extroversion (acting in the 
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outer world) and introversion (reflecting in the inner world). While each of the four 

mental processed within brain activities (perceiving and judging) that was - sensing , 

intuition, thinking , or feeling - had its own predictable characteristi cs, each also took on 

different flavor depending on whether the process was focused more on the outer 

extraverted wor ld or on the inner introverted world. (Myers, 1998) Combin ing the two 

different orientations to the world wi th four mental process_es, Jung had described eight 

fundamental patterns of mental activity available to people. (Figure 1.6) 

Perceiving Judg ing 

/\ /\ 
Extraverted Extraverted 

Sensing Intuition Thinking Feeling 

Introverted Introverted 

Sens ing Intuition Thinking Fee ling 

Figure 1.6 Jung's eight mental functions 

Note: Modified from Myers, I. B. (1998). Introduction to type (6 ed.). 
Mountain View , CA: Consulting Psyc hologist Press , Inc . p . 7. 

While these eight mental processes were available to and being used by 

everyone, Jung beileved that persons were innately different in what they preferred . 

The natural preference for one of these functions over the others leaded individuals to 

direct energy toward it and to develop habits of behavior and personality pattern 

characterist ic of that function. Jung had termed persons' preferring mental process 

their domain function. 

Myers and Briggs's Development of Jung 's Theory 

Besides domain function, Jung had also described auxiliary, tertiary , and 

inferior function by the order of persons' preferences of mental processes. Briggs and 

Myers had deve loped Jung's idea of auxiliary function and had included its role in their 

concept and description of types. They also had added two mental ac tivities initially be 

observed by Jung - perceiving and judging - on to Jung's eight mental functions. This 

development resulted in the 16 types indicating by the MBTI. (Figure 1.7) 
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Sensing types Intu itive types 
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Iho'oughness and de~nr1aDlh'y C:OOSClenlIOUS. Commilled and Ideas. 'elatlonshlps, and male1a! 10' Imple'Tlenhng lheir Idf".as aM 

Prac tical, 'naller-ol -fac t, rea lls llc. sleady in meeting their obligations. possessior1s Wan! to unders ti)nO act1ievlng therr goals Ouic~ly see 

and 'esponsi~e. Decide logically Thorough . painstaking. and what mo livales people and are oatte'ns in exl ernal events ()nd 

wha t should t>e none ann wo'k accurate. Loyal. consIderate, noftcp. InSIghtful acout o'hers. rlevelop long·"ange exolanatory 
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ESTJ ESFJ _________ _ ENFJ ENTJ ________________ ___ 
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what lhey cont'ibule. in presenting their ideas. 

Figure 1.7 Characteristics frequently associated with the 16 types of MBTI 

Note: Modified from Myers, I. B. (1998). Introduc tion to type (6 ed.). 
Mountain View , CA: Consulting Psychologist Press, Inc . p . 13, 
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The MBTI Preferences 

The E- I Dichotomy Where did persons focus their attention? 

Extraversion. Persons who preferred extraversion like to focus on the outer world 

of people and activity. They directed their energy and attention outward and receive energy 

from interacti ng wi th people and from taking action. 

Introversion. Persons, who preferred introversion liked to focus on their own inner 

world of ideas and experiences. They directed their energy and attention inward and 

received energy from reflecting on their thoughts, memories, and feeling s. 

The S-N Dichotomy How did persons prefer to take in information? 

Sensing. PersC?ns who preferred sensing liked to take in information that was real 

and tangible - what was actually happening . They were observant about the specifics of 

what was going on around them, and were especially attuned to practi ca l realities . 

Intuition . Persons who preferred intuition liked to take in information by seeing the 

big picture , focusing on the relationships and connections between facts. They wanted to 

grasp patterns and especially to attune to see new possibilities . 

The T-F Dichotomy How did persons make dec ision? 

Thinking . Persons who preferred to use thinking in decision making liked to look 

at the logical consequences of a choice or action . They wanted to remove themselves 

mentally from the situation to examine the pros and cons objectively. They were energized 

by commenting on and analyzing to identify what was wrong with something so they could 

solve the problem. Their goal was to find a standard or principle that wou ld apply in all 

similar situations. 

Feeling. Persons who preferred to use feeling in decision-making liked to consider 

what was important to them and to others who involved. They mentally placed themselves 

into the situation to identify with everyone so they could made decisions based on their 

values about honoring people. They were energized by appreciating and supporting others 

and looked for qualities to praise . Their goal was to create harmony and to treat person as a 

unique individual. 

The J-P Dichotomy How did persons deal with the outer world? 

Judging. Persons who preferred to use their judging process in the outer world 



57 

liked to live in a planned, orderly way that sought to regulate and manage their lives. They 

wanted to make decisions, settled, and moved on. Their lives tended to be structured and 

organized, and they liked to have things settled. Sticking to a plan and schedule were very 

important to them . They were energized by getting things done. 

Perceiving . Persons who preferred to use their perceiving process in the outer 

world liked to live in a flexible, spontaneous way, seeking to experience , and understand life 

rather than control it. Detailed plans and final decisions were felt confining to them. They 

preferred to stay open to new information and last-minute options. They were energized by 

their resourcefulness in adapting to the demands of the moment. (Myers, 1998, pp. 9-10) 

The MBTI Questionnaire 

The MBTI was one of frequently used psychological tests particularly in the 

field of social psychology, industrial and organizational psychology (Limwong, 1999) 

and vocational counseling. (Saggino & Kline, 1996) The questionnaire had been using 

and consistently revising for over 50 years. Form M, which was used in this study, was 

the latest version. In the development of form M, the item weighted of this 

questionnaire were based on standardizing sample from 3,200 adults in a random US 

national sample. As of today, more than two million MBTI questionnaires were 

administered in the United States each year. The MBTI questionnaire had also been 

translated into more than 30 languages worldwide. (Myers , 1998) 

The MBTI had been used in a wide variety of organizational applications such 

as career guidance, personal development, organization development, job analysis, 

(Harvey, Murrey, & Markham, 1995) team building, management development, conflict 

management, leadership training, (Gardner & Martinko, 1996) problem solving, 

relationship counseling, education and curriculum development, diversity and 

multicultural training, and academic counseling. (Myers, 1998) However, the MBTI had 

rarely been used in research studies focusing on psychopathology even though it had 

construct validity in par with the other personality inventories that were using in that 

area. (Janowsky, Morter, & Hong, 2002) 
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The questionnaire itself consisted of 93 pairs of forced-choice items. There 

were two types of questions, which were divided in four parts (1) the first type of 

questionnaire consisted of a phrase describing the situation, a guiding question, or 

both, with two answers, and (2) the second type was only a pair of words from which 

only one to be chosen without any cue or reason. The sample items were exhibited in 

the appendix B. 

Each pair of questionnaire consisted of opposite mental processes from one 

of the four dichotomies: 

The personality of extraversion (E) versus introversion (I) 21 items 

The personality of sensing (S) versus intuition (N) 26 items 

The personality of thinking (T) versus feeling (F) 24 items 

The personality of judging (J) versus perceiving (P) 22 items 

When respondent had completed the questionnaire, the score of eight 

preferences were calculated by subtracting the predominating mental process with the 

lesser one within the same dichotomy. The preference that had a higher value was the 

person's prevalence or tendency of behavior, resulting in four letters, one of which 

came from one polar of each dichotomy, for example, the type ENFP. 

In case that the score was tied within the dichotomy, use following rules: 

If E = I let it be If S = N let it be N 

If T = F let it be F If J = P let it be P. 

Result of the questionnaire could be the simplest form as four letter category 

such as form M (self-scoring) or could be submitted for further computation into a 

clarity report of preferences with more detail as shown in Figure 1.8. According to 

company's information, the numbers associated with each preference did not mean 

that a person had a strong preference toward that aspect. The higher number of 

preference only implied that a person highly consistent answered to that preference. 

However, according to psychological point of view, answering to the dichotomy scale 
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in a consistent way indicated a strong preference toward one end. This was one of the 

reasons that MBTI , in fact, was a continuous measurement by its nature . The 

16-typological categories only made a respondent understanding the result quicker by 

comparing the four letters with the pre-describing personalities in self-scorable form 

By doing thi s, many details were miss ing for evaluation. This enabled MBTI to have 

many products, based on Jungian theory , which were in several depths of details (and 

pricings) which made MBTI so popular in personal development and counse ling 

business. 

Clarity of Reported Preferences: ENFP 

Very Clear Clear Moderate Slight Slight Moderate Clear Very Clear 

Extraversion E 125 I Introversion 

Sensing S 251 N Intuition 

Thinking T 16\ F Feeling 

Judging J 241 P Perceiving 

30 20 10 0 10 20 30 

PCI Results Extraversion25 Intuition25 Feeling16 Perceiving24 

Figure 1.8 Clarity of report preferences 

Note: Modified from Hammer, A. L. (2007). Myers-Briggs type indicator career 

report. Retrieved February 2, 2007, from https://www.cpp .com . 

The above analysis was the step one report of the personality analysis. MBTI 

had more products such as MBTI form Q which had a capability of featuring a 

computerized program to analyze individual item with item response theory and 

produced a detail analysis such as a step two report, four letter of preferences and 

twenty facets of personality. Each of the eight mental processes contained five facets , 

which gave participants more details of individual personality . (Figure 1.9) The step 

two report assisted participants by tailoring the details providing advices and actions 

plan to achieve a specific purpose . These reports included but not limited to career 

development, interpretive report for organization, team development, working-style 
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development to help improving communication , managing change, and so lving conflict 

in an organization . 

PREFERENCE CLARITY INDEXES FOR REPORTED TYPE ISTJ POLARITY INDEX 80 

Introversion: Moderate (14)11 Sensing: Slight (2) II Thinking: Very Clear (28) II Judging: Clear (23) 

FACET SCORES AND THE AVERAGE RANGE OF SCORES FOR OTHER ISTJs 

The bars on the graphs below show the average range of scores that occurred for the ISTJs in the national sample. 

The bars show scores that are -1 to + 1 standard deviations from the mean. The vertical line in each bar shows 

1ST Js' mean score. The bold numbers show the respondent' s score s. 

5 4 3 2 0 2 3 4 5 

EXTRAVERSION (E) (I) INTROVERSION 

INITIATING RECEIVIN G 

EXPRESSl'iE 5 CONTAIN ED 

GREGARIOUS 4 INTIMATE 

ACTIVE 4 REFLECTIVE 

ENTHUSI~STlC 0 QUIET 

SENSING (S) (N) INTUITION 
CONCRETE 5 ABSTRACT 

REALISTIC 5 IMAGINA TlVE 

PRACTICAL CONCEPTUAL 

EXPERIE I~T IAL 4 THEORETICAL 

TRADITIONAL ORIGINAL 

THINKING (T) (F) FEELING 
LOGICAL 4 EMPATHETIC 
REASONABLE 5 COMPASSIONATE 
QUESTIONING 4 ACCO MMODATING 
CRITICAL 5 ACCEPTING 
TOUGH 5 TENDER 

JUDGING (J) (P) PERCEIVING 
SYSTEMATIC 4 CASUAL 
PLANFUL 5 OPEN-ENDED 

EARL Y STARTING 5 PRESSU RE ·PROM PTE D 

SCHEDULED 5 SPONTANEOUS 

METHODICAL 4 EMERGENT 

I I I I I I I I I 
5 4 3 2 0 2 3 4 5 

Figure 1.9 A sample of step two report 
Note: Modified from Quenk, N. L., & Kummerow, J. M. (2007) . A step II report. 

Retrieved February 2, 2007, from https ://www.cpp.com . 

From individual calculation of facets using item response theory (Harvey & 

Hammer, 1988), a step two report generated in-depth details of individuals and 

tendency of behaviors to better understand themselves and surrounding situation. 

Depending on the requests, MBTI in step two could generate many kind of useful tool 

such as problem solving solution or even a systematic planning to serve a personal 

developmental need. (Figure 1.10) 



Potential Problems in Communication Style 

Because of the natural differences in your communication styles you may misinterpret each other's 

behavior or unintentionally annoy each other. Check th ese lists to see if this miqht be happeninq. 

John, you may ... 

MIsinterpret your cOlleague's qUiet approach as 
purposeful withholding of information 

Be surprised when your colleague announces 
a decision 

Mary, you may ... 

I-eel overwhelmed With allot the tacts or 
possibilities discussed by your colleague 

Assume that everyone knows what you 
are thinking 
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Not read your colleague's memo entirely (or at al 
but rather take it as a signal thai he/she is ready 
to discuss the issue 

Be surprised when your colleague interprets your 
written communication as merely the beginning 
of the discussion 

Feel put off or rejected if your attempts at social 
conversation are ignored 

Feel distracted by or anxious about social 
conversation, preferring to stick to the issue 

Not respect your cOlleague's need tor privacy Not respect your cOlleague's need tor contact 

Kespond to what you view as your cOlleague's 
withdrawal by increasing your attempts to 
contact himlher 

Kespond to attempts tor Increased contact by 
withdrawing further 

Push your colleague to make a decision before 
he/she has thought about the issue in depth 

Resist attempts to hurry your decision by not ' 
being avai lable 

Joint Action Plan for Communication Style 

Your differences can be valuable because you bring complementary strengths to communication . Together you 
have a useful balance between discussing (E) and reflecting (I). To capitalize on these differences, however, YOI 
need to understand and appreciate each other's style. The action steps below \',;11 help if you work on them 
together. Note which steps you agree to take and which steps need further discussion. 

Agree Discuss 

Negotiate how much time the Introvert will need and the Extravert will be able to wait before 
discussing the issues 

Allow the Introvert a period of uninterrupted "thinking space" (either a period of time or a physical 
space) to compose his/her thoughts; help the Extravert identify others with whom he/she can 
discuss ideas 

Decide how frequently you need to "check in" wi th each other so that the Introvert's ideas don't 
surprise the Extravert 

Discuss your preferences for written memos versus discussion 

Discuss how much social versus task-related talk is helpful or needed 

Decide what matters are best discussed by dropping by someone's office, versus what matters are 
best discussed in meetings 

Figure 1.10 A sample of step two working styles report 

Note: Modified from Ingrid, I. (2007). Work styles report. Retrieved February 2, 2007, 
from https://www.cpp.com 

From the MBTI data bank, Figure 1.11 presented data on types of manager in 

business and industry in the United States. Figure 1.12 presented data on type of 

fields of counseling . (McCaulley, 2000) The personalities of both professional groups 

were opposite in all dichotomy preferences. 



I 
! 
I 

I 

ISTJ ISFJ INFJ INTJ 
I A 14.9b70 I I A 5.6% I 
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1 R 24.3% I I 1 R5.7% I 
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ISTP ISFP INFP INTP 
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than than than than 
8.6% 2 .9% 4.6% 10.4% 

ESTP ESFP ENFP ENTP 

Less Less Less Less 
than than than than 
7.3% 4.0% 7.5% 11.3% 

ESTJ ESFJ ENFJ ENTJ 
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(A) Managers (B) Small Business (C) Retail (D)Banking 

(E) Telephone (F) Inc. 500 (G) Accounting (H) Supervisors 

(I) Mid Managers (J) Executives 
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Figure 1.11 MBTI percentage of managers in business and industry in the United States 

Note : Modified from McCaulley, M. H. (2000) . Myers-Briggs type indicator: A bridge 
between counseling and consulting. Consulting Psychology Journal: 
Practice and Research, 52(2), p. 123. 
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1118.4% I 

ESTJ ESFJ ENFJ 

Less Less Less 
than than than 
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(H) Social Work (I) Psychology 

Figure 1.12 MBTI percentage of counselors in different fields 

63 

INTJ 1 
I 

Less 
I than I 

I 
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ENTP 
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Note : Modified from McCaulley, M. H. (2000). Myers-Briggs type indicator: A bridge 
between counseling and consulting. Consulting Psychology Journal: 
Practice and Research, 52(2) , p. 124. 
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Thai Translation of MBTI Questionnaire 

Method of Translation 

Back translation. 

Th is Thai translation of MBTI form M used back-translation technique (Lounner, 

Water, Berry , & Widdup, 1988; c ited in Pantitanonta , 2004) as shown in Figure 1.1 3. 

This method of lranslation aimed at the correctness of linguistic meanings. (Limwong , 

1999) 

Original Draft Revised Back-translated 
English MBTI Thai MBTI Thai MBTI English MBTI 

\\\.,,/ ' \\ ,l \\ / '4 

Bilingual 

\\ // \ / 
V '4/' 

Thai Monolingual US Bilingual who has 
never seen the original 

Figure 1.13 MBTI back translation technique 

Note: From Pantitanonta , S. (2004). A development of a type of person inventory 
based on the Myers Briggs type indicator form M (Thai version) for upper 
secondary school students. Chulalongkorn University, Bangkok. p. 43 

Construct translation . 

In some instances, Thai word or phrase that was translated from the English 

with exact linguistic meaning but reflected different psychological construct. In this 

case, the translation needed to be revised in order to retain the original construct 

intending to be measured. (Limwong, 1999) When comparing the back-translated MBTI 

with the original MBTI, the translations were acceptably similar to original constructs, 

except for a portion of items, which needed to be revised using previous translated 

wordings from previous thesis. (Likidsomboon, 2000; Limwong , 1999; Tepayayone, 

1999) 

Verification 

Both original MBTI and Thai MBTI were tested-retested (two weeks apart) with 

40 Thai graduate students who were attending English graduate program. 
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First GrouQ Second GrouQ 

First Test Original MBTI Thai MBTI 

Second Test Thai MBTI Engli sh MBTI 

The correlations of test-retest between original MBTI and a Thai translation 

version were quite high, except for sensing and intuition. (Table 1.1) 

Table 1.1 

Correlation of test-retest original MBTI and Thai MBTI among 40 Thai graduate 

students 

Test-retest 

Extraversion .79* 
I ntrovers ion .78* 

Sensing .47* 
Intuition .63* 
Thinking .73* 

Feeling .72* 
Judging .81 * 
Perce iving .81 * 

*p<.05 
Note: From Pantitanonta, S. (2004) A development of a type of person inventory based 

on the Myers Briggs type indicator form M (Thai version) for upper secondary 
school students, Chulalongkorn University, Bangkok. p. 46. 

Reliability. 

The Thai version MBTI form M had been administered to 1,500 Thai secondary 

school students. The reliabilities were established as in Table 1.2. 

Table 1.2 

Reliability of Thai MBTI on 1,500 Thai secondary school students 

Split-half Cronbach's CX test-retest 

Extraversion - Introversion .75 .73 .81 * 
Sensing - Intuition .35 .46 .62* 
Thinking - Feeling .62 .69 .79* 

Judging - Perceiving .73 .73 .70* 

Total .68 .7 1 *p<.05 

Note: From Pantitanonta, S. (2004) . A development of a type of person inventory based 
on the Myers Briggs type indicator form M (Thai version) for upper secondary 
school students, Chulalongkorn University, Bangkok. pp. 53-55. 
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Again, sensing and intuition were quite weak in reliabilities comparing with 

other dichotomies. For the purpose of comparison, data of reliability for MBTI in US 

high schoo l student ranged from .67 to .85 (Myers & McCaulley, 1992) 

Validity. 

Thai MBTI had been validated with Thai Edward personal preference schedule 

(EPPS). (Rakkarn, 1978) The result of correlations was exhibited in Table 1.3. 

Table 1.3 

Correlation between Thai MBIT with Thai EPPS 

Facet E - I S-N T - F J - P 

Achievement .167 .139 -.273 .002 

Deference .128 -.168 -.164 .046 

Order .235 -.029 -058 -.389* 

Exhibition -.133 .162 -.128 -.009 

Autonomy -.228 .028 -.005 .213 

Affiliation -.265 -.245 .218 .089 

Intraception .066 .050 .075 -.108 

Succorance .179 -.109 .223 -.133 

Dominance - .253 .209 -.208 -.076 

Abasement .272 - .042 .194 .038 

Nurturance .077 -.244 .399* -.189 

Change -.277* .221 .214 .309* 

Endurance .297* - .046 -.254 -.252 

Heterosexuality -.088 .102 -.037 .115 

Aggression -.096 -.153 -.171 .291* 

*p<.05 

Note: From Pantitanonta, S. (2004). A development of a type of person inventory 
based on the Myers Briggs type indicator form M (Thai version) for upper 
secondary school students. Chulalongkorn University, Bangkok. p. 56. 

From above table, three facets of MBTI (E-I, T-F, and J-P) had significant 

(p<.05) correlations with at least one of the EPPS facets . However, S-N facet did not 

correlate with any facet of EPPS. Table 1.4 showed the known group technique of 

validity. 



Table 1.4 

Validity with known group technique of Pantitanonta 's study 

Extraversion - Introve rsion 

Sensing - Intuition 

Thinking - Feeling 

Judging - Perceiving 

*p<.05 

Correlation 

.74* 

.60* 

.72* 

.84* 
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Note: From Pantitanonta, S. (2004). A development of a type of person inventory based 
on the Myers Briggs type indicator form M (Thai version) for upper secondary 
school students. Chulalongkorn University, Bangkok p. 57. 

From known group technique, E-I, T-F, and J-P had moderate to high 

relationships bur S-N had only moderate relationship. From overall point of view, S-N 

demonstrated the weakest indicator among all dichotomies of MBTI. 

Prediction ratio. 

The method previously used in the MBTI to select items and provided a 

classification on each scale employed what were called "prediction ratios" (PRs) A 

prediction ratio was computed for each response to each MBTI item by dividing the 

percentage of people holding the target preference who answered an item in the keyed 

direction (e.g., a person with a preference for Thinking who chose the response keyed to 

Thinking) by the percentage of everyone answering that item in the keyed direction. Based 

on previous research, Myers selected items for inclusion on the MBTI if the prediction ratio 

for at least one of the responses was > .62 (c.f. Myers & McCaulley, 1985). (Harvey & 

Hammer, 2007, p. 19) 

In judging of which item of MBTI better represented the preference it intended 

to indicate, Harvey and Hammer (2007) used item response theory and agreed to use 

prediction ratio, by which either item of the two was greater than .62, as the critical 

point to accept that the pairing items could discriminate the prevalence of attitude. 

This prediction ratio was the percentages of respondents who answer to that particular 

personality item and really belonged to that personality type. The higher the number, 

the stronger that item could discriminate the personality type. (Table 1.5) 
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Table 1.5 

Prediction ratio of Thai MBTI of Pantitanonta 's study 

Item# A PR B PR Item# A PR B PR Item# A PR B PR 

1 J .53 P .85* 32 S .7 1 * N .60 63 N .50 S .64* 

2 P .76* J .60 33 P .62* J .49 64 F .74* T .52 

3 S .62* N .54 34 E .69* I .62* 65 P .67* J .64* 

4 E .7 1* I .72* 35 I .50 E .67* 66 I .57 E .73* 

5 N .65* S .69* 36 J .59 P .76* 67 E .72* I .54 

6 F .75* T .51 37 N .59 S .63* 68 J .58 P .69* 

7 P .68* J .71* 38 F .80* T .44 69 T .42 F .71* 

8 E .65* I .59 39 T .48 F .75* 70 J .63* P .65* 

9 J .61 P .72* 40 S .63* N .50 71 P .62* J .54 

10 J .59 P .62* 41 P .72* J .71* 72 I .59 E .72* 

11 P .67* J .65* 42 I .64* E .74* 73 S .62* N .48 

12 I .56 E .75* 43 J .63* P .70* 74 N .48 S .63* 

13 S .64* N .53 44 N .66* S .68* 75 F .74* T .40 

14 E .66* I .52 45 F .70* T .47 76 P .64* J .67* 

15 N .57 S .67* 46 T .40 F .71* 77 E .74* I .53 

16 F .79* T .54 47 S .62* N .50 78 T .49 F .72* 

17 P .73* J .63* 48 I .70* E .67* 79 N .61 S .73* 

18 I .52 E .71* 49 J .64* P .73* 80 F .74* T .50 

19 E .68* I .57 50 N .56 S .71* 81 T .44 F .72* 

20 J .60 P .66* 51 F .77* T .55 82 S .67* N .51 

21 P .59 J .62* 52 T .41 F .81* 83 N .54 S .65* 

22 I .53 E .72* 53 S .63* N .55 84 F .8 1 * T .45 

23 E .70* I .62* 54 I .66* E .71* 85 T .55 F .74* 

24 N .61 S .62* 55 N .63* S .64* 86 S .68* N .49 

25 P .67* J .57 56 F .85* T .51 87 N .61 S .65* 

26 I .53 E .71* 57 T .55 F .79* 88 F .76* T .57 

27 I .57 E .76* 58 S .62* N .66* 89 T .42 F .82* 

28 J .65* P .80* 59 J .55 P .71* 90 S .62* N .57 

29 N .60 S .65* 60 I .55 E .76* 91 F .76* T .50 

30 F .82* T .48 61 S .63* N .55 92 T .48 F .74* 

31 T .54 F .79* 62 E .68* I .46 93 S .63* N .48 
* PRs > .62 

Note: The higher the number of prediction ratio, the better quality that item represents 

the personality type. Critical point indicating the inclusion on item pair in the 

questionnaire was that either one of the item must had prediction ratio above .62. 
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Self Report Personality Preferences 

In MBTI full 93 items test , they were forced-choice of two opposites. The 

numbers of answers to each of eight preferences were then summed and contrasted 

between preferences polar. The result was four letters personal preferences The way 

by which a test was administered , only respondents could did the test for themselves. 

The purpose of this section was to develop a simpler version of personality similarity 

test, based on MBTI questionnaire, whereby it could be administered to describe the 

personality of self as well as to describe the person in focal, such as mentoring 

counterpart and ideal figure. 

The MBTI questionnaire had four parts . Part two and four were choices from a 

pair of words without reasoning. They could not be used for this purpose. Items of part 

three involved behaviors toward particular situations. They were too complicated to 

predict other's reaction rather than self. Part one, however, was simply descriptions of 

persons, which could be observed directly. Then, the only best predictive ratio items 

from part one were considered to be used as constructs representing eight personality 

preferences that would be scored by five point Likert scale. This rating would be used 

for measurement of: (1) perceived personality of self, (2) ideal personality of mentoring 

counterpart, and (3) perceived personality of mentoring counterpart. 

During the process of item selection, some best predictive ratio statement 

could not stand meaningfully on its own without mentioning the other choice. An 

example was item 1 B. Without reading item 1 A first, 1 B was meaningless. In this case, 

the next best predictive ratio item was used as substitution . The result of selection was 

illustrated in Table 1.6. 
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Table 16 

Item selection to represent preferences and their associated predictive ratio 

Highest Substituted Differences 

Preferences items PRs items PRs in PRs 

Extraversion 60B .76* 12B .75* .01 

Introversion 4B .72* 

Sensing 79B .73* 5B .69* .04 

Intuition 44A .66* 24A .61 .05 

Thinking 88B .57 16B .54 .03 

Feeling 56A .85* 6A .75* .10 

Judging 41A .71 * 7B .71 * 

Perceiving 1B .85* 2A .76' .09 

*PRs> .62 

The questionnaire for self-report personality looked like items in Figure 1 .14. 

-

Factors Personality traits 
Strongly 

Disagree Bath SIde Agree I Strongly i 
Disagree EquaHy Agree 

Extraversion MBTI (M) Item 12 (B) PR = .75" 

Introversion MBTI (M) Item 4 (B) PR = .72" 

Sensing MBTI (M) Item 5 (B) PR = .69" 

Intuition MBTI (M) Item 24 (A) PR = .61 

Thinking MBTI (M) Item 16 (B) PR = .54 

Feeling MBTI (M) Item 6 (A) PR = .75" 

Judging MBTI (M) Item 7 (B) PR = .71" 

Perceiving MBTI (M) Item 2 (A) PR = .76" 

Figure 1.14 Questionnaire for self-reporting personality 

MBTI as a Continuous Data 

Traditionally, MBTI came in a self-scorable form, which was cleverly designed. 

The questionnaire was printed on two pages of paper, lying on a self-carbon copied 

answer sheet. Once a respondent answered by marking an "X" in an appropriate box, 

the mark was automatically transferred to its deSignated space in the answer sheet. 
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The respondent summed "Xs" in each row and summed the numbers of eight co lumns. 

With subtractions within dichotomy, a respondent knew the four letter of personality . 

The process of interpreting the personality took only a few minutes . Thi s made MBTI a 

very popular tool to assess personality among personal development industry such as 

training and coaching because it gave an instant result and enabled the training 

facilitator to go on with related lecturing topi cs of within a few days seminar program. If 

a participant wanted more detail on personality, one could mail in for computerized 

interpretation as illustrated in Figure 1.8 to 1.10. 

This implied that the four letter and the 16 personality types fell short on 

information . By expanding the categorical paradigm (type personality) into continuous 

data (trait personality), more information was available and was more fine-grained. 

Limwong (1999) had indicated in her MBTI thesis that the type theory used in MBTI was 

too coarse to describe personality properly since person had a degree of certain 

preference or behavior by which not appropriately be described as simply presence or 

absence. Together with Tepayayone (1999) for the same reason, both used the trait 

theory, which allowed a degree of behavior to vary, to analyze MBTI personality in their 

thesis. 

The question of whether Jungian preference was categorical or continuous 

had been a debating issue. Using two bootstrap taxonomic methods, (MAMBAC and 

MAXCOV-HITMAX) Arnau et al . (2003) had strongly confirmed that MBTI was not a true, 

non-arbitrary taxon underlying Jungian preferences measuring by MBTI. McCrae and 

Costa, (1989) (cited in Harvey et aI., 1995) had recommended MBTI to abandon 

Jungian framework and reinterpreted the MBTI in term of the five-factor model. Thus, 

MBTI difference between preference types were more likely variations in degree and 

not variations in kind. From a statistical perspective, the MBTI four letter type formulas 

might imply statistically significant personality difference when none existed. (Pittenger, 

2005) Davito (1985) (cited in Furnham, 1996) had also pointed out that even the MBTI 

manual provided less evidence for the type personality than the continuous trait-like 
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measurement, which against the spirit of the test. Therefore, the study in the thesis 

treats MBTI data as continuous and to be analyzed accordingly by structural equation 

modeling. (SEM) Because thi s study use SEM as a main statistical procedure, a brief 

review of SEM would be helpfu l. 

Structural Equation Modeling 

Among statistical techniques using for analysis of resea rch models today, a 

few techniques were regarding as high-level statisti ca l techniques such as structural 

equation modeling (SEM), hierarchical linear models (HLM), and latent class analysis 

(LCA). HLM and LCA were quite situational specific statisti ca l methods, which were 

very useful and revea led spec ific information under certain cond itions . 

Unlike HLM and LCA, SEM statistical technique was quite a universa l 

application that could replace all other statistical techniques previously developed. 

(Figure 1.15) 

Statistical Methods 

SEM or Lisrel 

~ 

> , Cj 
.> ~ 
~ 0 

~ ~ Cj 
~ /~ c:j 

00 00 
~ 
tr1 
::::0 

Figure 1.15 SEM's capabilities to analyze the situation comparing to others programs 

Note: Modified from Wiratchai, N. (2005a) . High level statistical analysis for research . 

Bangkok: Faculty of Education, Chulalongkorn University. 
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To be specific, SEM had capabilities to analyze situations where following 

statistical techniques were required: (Wiratchai, 200Sa) (1) t-test, Anova, (2) 

Correlation, Multiple regression analysis=MRA, (3) Ancova, (4) Hotelling T-square, 

Manova. (S) Multivariate MRA =MMRA, (6) Mancova. (7) Path analysis = PA. (8) 

Exploratory fac tor analysis: EFA, (9) Confirmatory factor analysis = CFA, (10) PA with 

latent variables = SEM full model, (11) Second order factor analysis model, (12) 

Simplex model, Mimic model, (13) Longitudinal factor analysis model, (14) Latent 

growth curve model, (1S) Forecasting, (16) Econometric models, (17) Multi-level 

modeling, (18) Variance and covariance decomposition models, (19) Multiple group 

strategy, (20) Latent structure analysis (categorical data) , (20.1) Profile analysis, 

(20.2) Latent class analysis , and (20.3) Latent trait analysis. 

SEM was a non-static statistical technique, its algorithm was expandable, and 

new features were continually developing . Lisrel , whic h was now in version 8.8, had 

been testing new applications regularly. These new features were discussed in 

http ://ssc ientral.com. The proven techniques would be integrated in Lisrel's new 

version. Wiratchai (2005) had given some examples of new analytical techniques, 

which newer version of Lisrel could perform as followed: (1) Soft modeling, Mu Iti-Ievel 

causal model, (2) GLM repeated measure model, (3) Qualitative data analysis, (4) 

Neural network, (5) Data envelopment analysis (DEA), (6) Conjoint analysis, (7) 

Survival analysis, (8) Bootstrapping estimation, (9) Optimal scaling techniques, (9.1) 

Correspondence analysis, (9.2) Homogeneity analysis (HOMALS), (9.3) Nonlinear 

principal component analysis, (9.4) Nonlinear canonical correlation analysis, (9.S) 

Categorical regression analysis, (10) Bayesian statistical techniques, and (11) 

Psychometric, Measurement scaling . 

SEM Underlying Technique 

Developed by Karl G. Jbreskog in 1960, SEM was an integrated statistical 

method of two parts, factor analysis model, and path analysis model. Using 

parameters estimation method, SEM estimated target parameters according to 
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spec ified model and given empirica l correlation matrix or covariance matrix of 

parameters by estimating parameters in sequential manner (iterations) . The program 

ran several iterations according to preset limit by which the model might or might not 

converge. SEM was not a magical tool, its strength was the capability to estimate the 

parameters as many iterations as it took. However, the disadvantage was that the 

program did not think logically. Even bad input or illogical model could converge 

successfu lly but wrongly. According to an old saying, it was garbage-in garbage-out 

scenario. The user needed to have a good background of theoretical research model 

in order to design the experiment correctly so that the SEM would converge and model 

would fit within a few modification indices adjustments. 

Research Design 

Good SEM started wi th a good preplanning and research design. (Figure 1.16) 

Computed correlation 
Icovariance matrix 

No, adjust model 

Research 
problem 

Model 
f·lt? 

of research 

Figure 1.16 Steps to design SEM analysis 

covariance matrix 

Note: Modified from Wiratchai, N. (2005a). High level statistical analysis for research. 
Bangkok: Faculty of Education, Chulalongkorn University. 



SEM Assumptions 

In order for SEM to run correctly, four basic assumptions were needed: 

(Jbreskog & Sbrbom, 2001; Wiratchai, 1999) 

1) All parameters in the model had linear and additive relationships, 
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2) The distribution of exogenous variables and endogenous variabl es , and 

their error terms were normal distributions. The average error terms 

epsilon (£'), delta (£5), and zeta (~) were zero, 

3) Error terms epsilon (£' ) was uncorrelated with construct eta ('7) 

delta ( £5 ) was uncorrelated with construct ksi (~) 

zeta (C;; ) was uncorrelated with construct ksi (~), and 

4) In analyzing time series data of more than two series, the parameter was 

free of time-lagged effect. 

Advantage of SEM 

Wiratchai (2005b) pOinted out the advantages and disadvantages of SEM as 

followed : 

1) SEM had wide applications from the easiest t-test through HLM, 

2) SEM treated research model as the analytical model. Researcher could 

use statistical analysis to perceive the whole picture of model. SEM 

provided indicators to ensure whether how well research model 

represented the empirical data, and 

3) SEM relaxed certain basic statistical assumption . The program calculated 

the error terms associated with all parameters. Therefore, it allowed the 

calculation of parameters of variables whose error terms were inter

correlated . 
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Disadvantage of SEM 

1) SEM needed large sample size in the same way as multiple regression 

analysis, 

2) The test of model fitn ess based on a chi-square statistic that aimed at not 

to be able to reject a null hypothesis of HO: L = L (()), which implied a 

model fit at certain confident level but it did not mean that the model was 

the only best fitted one, and 

3) SEM took times to adjust the model in case of soft modeling, besides good 

planning. Human knowledge and skills were necessary to master the SEM 

because SEM could only calculate but human could think. 

Lisrel Program Structure 

By virtue, SEM was a DOS command program ran by syntax. (Figure 1.17) 

DA NI=6 NO=556 MA=KM 

LA 

'S-C ABIL' PPAREVAL PTEAEVAL PFRlEVAL 'EDUC ASP' 'COL PLAN' 

KM 

1.00 
Correlation Matrix 

0.73 1.00 
from em:girical data 

0.70 0.68 1.00 
be used in :garameter to 

0.58 0.61 0.57 1.00 estimation 
0.46 0.43 0.40 0.37 1.00 

0.56 0.52 0.48 0.41 0.72 1.00 

MO NX=6 NK=2 LX=FI PH=ST TD=DI,FR 

LK 
ABILITY ASPIRA TN 

FR LX(I,l) LX(2,1) LX(3,l) LX(4,1) LX(5,2) LX(6,2) 

OU SE TV RS MRFS 

Figure 1.17 A sample of typical Lisrel's syntax 

Note: Modified from Piyapimolsith, C. (2000). Lisrel for research. In. Bangkok: 

Srinakarintaravirote University. p. 44. 
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Lisrel for Windows used graphic user interface (GUI) to help user created this 

syntax . Each drag and drop of some symbol created a variable. Each drag of arrow-

headed line created a "free" command between two variables by which crea ted a 

parameter to be estimated by the program and thus lost one degree of freedom 

General Lisrel P[ogram 

A full Lisrel model for single sa mple was defined by following three equations: 

The structural equation model: '7 = B TJ + r C; + r:; 

The measurement model for y: y = A y '7 + E: 

The measurement model for X: X = A xC; + 6 (Jbreskog & Sbrbom, 2001) 

Li sre l used Greek characters to represent its components as in Figure 1.18. 

Math Lisrel Parameter Possible Default Default 
Name Order 

Symbol Name Symbol Form Form Mode 

LAMBDA-Y Ay LY 
A(y) 

NYx NE 
ID, IZ, ZI,DI, 

FU FI 
FU 

LAMBDA-X Ax LX A(Y) NXxNK 
ID, IZ, ZI,DI, 

FU FI 
FU 

BETA B BE (3 NEx NE ZE, SO, FU, ZE FI 

GAMMA r GA NE x NK 
ID, IZ, ZI,DI, 

FU FR 'Y FU 

PHI <P PH <t> NKxNK 
10,01, SY, 

SY FR 
ST 

PSI 'I' PS tV NEx NE ZE, DI, SY 01 FR 

THETA- 0 8(E) I TE NYx NY ZE, DI, SY DI FR 
EPSILON E 

ITHETA- DELTA 0& TO 
8(&) 

NXx NX ZE, DI, SY DI FR 

Figure 1.18 Greek symbols used in Lisrel model 

Note: Modified from Jbreskog, K., & Sbrbom, O. (2001). Lisrel8: User's reference guide 
(2 ed.). Lincolnwood, IL : Scientific Software International, Inc. p. 11. 
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Lisrel Model A typical model could be expected as in Figure 1.19. 

Figure 1.19 A typical full model of Lisrel 

Note: Modified from Jbreskog, K., & Sbrbom, D. (2001). Lisrel8: User's reference 

guide (2 ed.). Lincolnwood, IL: Scientific Software International, Inc. p. 6. 

Actually. Lisrel estimated the parameters from at least eight basic matrices. 

There were three more matrices for advance user. For the sake of ease of 

understanding, let us assume one simple model as in Figure 1.20. 

zeta 1 

delta 1 - ~epsilon1 

delta 2 epsilon 2 

delta 3- "'! Eta 2 @-epsilon 3 

~zeta2 epsilon 4 

Figure 1.20 A sample of typical Lisrel 's model 

Note : Modified from Piyapimolsith, C. (2000). Lisrel for research. In. Bangkok: 

Srinakarintaravirote University. p. 13. 

I 
I· 
I 
fe · 
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This path diagram from Windows GUI translated to eight Li sre l' s matrices by 

which Lisrel used to estimate the parameters. (Figure 1.21) 

Kl 
LX Matrix (Lamda-X ) 

Xl[ * 1 X2 * 

X3 * 

LX = 
MO LX=FU,FR 

LY Matrix (Lamda-Y) 

LY 

~O LY=FU,FR 
81 LYD,2)LY(2,2) 

LY( 3,2)LY(4,l) 

~ GA Matrix (Gamma) 

GA = 

Kl 

EI [ * ] 

G BE Matrix (Beta) 
BE 

MO GA=FU,FR E2 * 

PH Matrix (Phi) K1 

K1[ 1 ] MO PH=ST PH = 

G TD Matrix (Theta-del tal d1 

::[: 
x3 0 

TO = 

MO TD=DI,FR 

MO BE=ST,FR 
FI BE(l,2) 

~ PS Matrix (Psi) 

PS 

MO PS=DI,FR 

d2 d3 

o 

* 

o 

~ TE Matrix (Theta-epsilon) e1 e2 e3 e4 

~ y1 * 0 0 0 

TE = 

MO TE=DI,FR 

y2 0 

y3 0 

y4 0 

* 

o 

o 

o 

* 

o 

o 

o 
* 

Figure 1.21 Eight matrices correspond to the diagram in Figure 1.20 

EI E2 

YI * 

Y2 * 

Y3 * 

Y4 0 

o 
o 

o 

* 

E1 E2 

::[ ~ ~ ] 
Zl Z2 

::[: ~ ] 

Note: Modified from Piyapimolsith , C. (2000). Lisrel for research. In . Bangkok: 

Srinakarintaravirote University. pp. 14-16. 

The mark H*" referred to parameters which Lisrel program estimated the value from 

these matrices . Lisrel then compared parameters with the input correlation or 
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covariance matrix from empirical data collection. When properly adjusted and the 

model converge , researcher used theory and skill to reduce the chi-square until 

significant level p <.OS . Lisrel's report showed several figures to indicate how well the 

model fitted the empirical data, namely goodness-of-fit (GOF) as followed: 

- Chi-square ( X 2) GOF - the lower the number, the more similar model with data, 

- Statistical significant of Chi-square (p) must be equal or higber than critical value, 

- Degree of freedom must remain positive - the higher the number, the better it was, 

- Goodness-of-Fit Index (GFI) - approaching the value of one was a good indicator, 

- Root Mean Square Residual (RMSR) and Standardized Root Mean Residual 

(SRMR) approaching zero was good, and 

- Root Mean Square Error of Approximation (RMSEA) - approaching zero was gOOd. 

(Hair, Black, Babin, Anderson, & Tatham, 2006) 

Delimitations 

The delimitation of this study was the measurement of mentoring success. 

There were arguments among researchers of what was the best indicator. On one 

hand, some scholars advocated the objective career successes such as, but not 

limited to, compensation, salary growth, promotion, and career growth. (Allen et aI., 

2004; Bozionelos, 2004) It was understandable that, in mentoring context, success 

was measured on intra-organizational career progression through sponsorship and 

coaching. However, objective career success was more effectively measured by using 

longitudinal research design , which took more time than cross sectional approach. 

(Kidd, Jackson, & Hirsh, 2003; Ragins & Cotton, 1999) Some researchers saw these 

objective career successes as the results of many other activities of employees, such 

as performance, tenure, political skill, connection network, being at the right time at the 

right place, and the liked. These were needed to be studied longitudinally. (Scandura 

& Williams, 2001) However, there was no quantitative research in mentoring, which 

was conducted in longitudinal nature . (Feldman, 1999) On the other hand, subjective 

career success was intangible but was equally important to professional health. It 

included but was not limited to career satisfaction, expectation for advancement, 
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career com mitmen t, job sati sfaction , and intention to stay. These subjective 

components of ca reer success could be measured by using se lf-report in a cross 

sectional design . (Allen et aI. , 2004) One should aware; however, that subjec tive 

career success represented a "snap shot" at that moment of measuring and cou ld 

change periodically. In the same meta-analysis, Allen et al. had indicated that 

mentoring was more strongly related to subjective indicators of ca reer succes~ such as 

career and Job sa tisfactions than it was to objective ones. 

Being aware the shortcomings of instruments for both objective and subjective 

career success, thi s study then limited the scope at measuring only the success of 

mentorship. The extent to which successful mentoring benefited career success had 

already been empirica lly es tablished in many literatures . (Chao, 1997) Therefore, the 

design of this thes is used cross sectional approach to measure subjective mentoring 

success by measuring mentorship quality and mentorship learning as exhibited in 

Figure 1.22. These two constructs had been developed, used , and validated with 

confirmatory factor analysis from the journal by leading scholars in mentoring fields with 

reliability of .85 and .88 respectively. (Allen & Eby, 2003; Allen et aI., 2006) 

Mentorship Quality (U=.85) Mentorship Learning (U=.88) 

I) The mentoring relationship between my protege I) I learned a lot from my protege 
and I was very effective 

2) I am very satisfied with the mentoring 2) My protege gave me a new perspective on many 
relationship my protege and I developed things 

3) I was effectively utilized as a mentor by my 3) My protege and I were "co-learners" in the 
protege mentoring relationship 

4) My protege and I enjoyed a high-quality 4) There was reciprocal learning that took place 
relationship between my protege and I 

5) Both my protege and I benefited from the 5) My protege shared a lot of information with me 
mentoring relationship that helped my own professional development 

Figure 1.22 Subjective success of mentorship 

Note: From Allen, T. D., and Eby, L. T., (2003). Relationship effectiveness for mentors : 

Factors associated with learning and quality. Journal of Management, 29(4), 

p.483 . 
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Operational Definition of Mentoring 

As with other psychological constructs, mentoring needed an operational 

definitions to assign "meaning to a construct or a variable by specifying activity or 

operations necessary to measure it and evaluated the measurement" (Kerlinger & Lee, 

1999, p. 42) so that researchers would measure and validate the same thing. It was 

important for mentoring researches to mature in finding agreement regarding the 

mentoring construct and its operational definitions. (Mullen, 1994) From Kram's (1985) 

original work, she had concluded nine mentoring functions from qualitative interviews. 

These were still accepted as references in modern literatures. From reviewing 

literatures, it appeared that the various mentoring researchers might be examining 

subtly yet importantly different relationships. Scandura and Viator (1994) had 

developed 15-items mentoring functions as exhibited in Table 1.7, which had been 

used by many studies. (Hirschfeld et aI., 2006) There were other operating definitions 

developed independently such as 29-items of Riley and Wrench's (1985) career 

support scale. (Pollock, 1995) Pollock himself had developed a noteworthy 

operational definition of mentoring resulted in 22-items behavioral survey items, 

loaded on four factors. 

(Table 1.8) 

Pollock's (1995) factor analysis in Table 1.8 resulted in four factors. Two of 

which (F1 and F2) confirmed Kram's (1985) functions with additional two new functions. 

(F3 and F4) Upon investigating individual items, factor one and three were closely 

related. They should be integrated and labeled as psychosocial mentoring functions. 

Likewise, factor two and four could result in career mentoring functions. By doing so, 

Pollock's study then supported Kram's seminal propositions. Meanwhile, Ragins and 

McFarlin (1990) had developed 33-items on 11-functions of mentoring by which adding 

social and parent functions to Kram's work. (Figure 1.23) 

On the surface, results of many studies were heading in the same direction 

but many essential elements could not be agreed upon. As stated in contemporary 
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issues on mentoring in literature review, research needed to explicate more clearly 

what functions mentoring was composed of. Hopefully, factor analysis from this study 

confirmed one of proposing mentoring function classifications. In addition, the 

upcoming special issue of mentoring in Journal of Vocational behavior in mid 2008 

should have progress on this matter. (Eby & Allen, 2006) Until there was more 

conceptual clarity, no consistent operational definitions of construct could be 

developed and then no clear theory could established. (Feldman, 1999) 

Table 1.7 

Varimax factor loadings on the mentorship scale 

Factor 1 Factor 2 Factor 3 

Social Career Role 

Mentorship item support development modeling 

1. Mentor took a personal interest in my career .20 21 .05 

2. Mentor had placed me in important -.13 .64 .03 

assignments 

3. Mentor gives me special coaching on the job .21 .62 .22 

4. Mentor advises me about promotional .25 .57 .02 

opportunities 

5. I share personal problems with mentor .73 .14 .14 

6. Mentor helps me coordinate professional goals .07 .54 .23 

7. I socialize with mentor after work .78 .03 .00 

8. I try to model my behavior after mentor .17 .03 .69 

9. I admire mentor's ability to motivate others .10 .06 .80 

10. I exchange confidences with mentor .77 .10 .23 

11. I respect mentor's knowledge of the .00 .14 .55 

accounting profession 

12. I consider mentor to be a friend .70 .24 .24 

13. I respect mentor's ability to teach others .18 .25 .69 

14. Mentor had devoted special time and .25 .73 .13 

consideration to my career 

15. I often go to lunch with mentor .65 .22 .00 

Note: From Scandura, T. A., and Viator, R. E. (1994). Mentoring in public accounting 
firms: An analysis of mentor-protege relationships, mentorship functions, and 
protege turnover intentions. Accounting, Organizations and Society, 19(8), p.72S. 
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Table 1.8 

Fac tor loadings and communalities (77
2

) for principal components 

analysis with va rimax rotation on behavioral survey items 

Item F1 F2 F3 F4 
2 

'7 

Respected (P) .82 .17 .10 .09 .72 

Valued opinions (P) .80 .10 .13 .18 .72 

Listened (P) .77 .17 .13 .13 .69 

Showed caring (P) .59 .43 .18 .07 .63 

Noted talent (P) .57 .41 .22 .14 .60 

Enhanced se lf-confidence (P) .55 .49 .21 .01 69 

Supported goals (P) .46 .36 .18 .15 .53 

Role modeled (P) .21 .66 .22 .27 .61 

Gave career advice (C) .12 .63 .20 .17 .54 

Aided promotions (C) .26 .56 .04 .11 .44 

Encouraged (P) .51 .56 .19 .15 .71 

Coached (C) .09 .50 .21 .39 .62 

Provided comfort (P) .33 .48 .20 .15 .58 

Shared info on people (C) .18 .22 .76 .01 .69 

Taught politics (C) .07 .30 .60 .05 .47 

Shared classified info (C) .44 .13 .59 .03 .62 

Shared info on trends (C) .10 .12 .55 .32 .57 

Made introductions (C) .23 .39 .46 .18 .45 

Demanded high performance (C) .13 .10 .09 .76 .62 

Gave challenging work (C) .25 .01 .20 .65 .60 

Enhanced creative thinking (C) .37 .19 .19 .60 .62 

Communicated expectations (C) .20 .30 .14 .59 .56 

Percent variance 15.29 12.41 9.21 8.96 

Percent covariance 25 .51 20.70 15.36 14.95 

Cronbach's a .90 .86 .74 .72 

Note: P = Psychosocial, C = Career behavior, Factor labels: F1 = Psychosocial, 

F2 = Coaching, F3 = Political Behavior, and F4 = Stimulated/Challenged. N = 356. 

Note: From Pollock, R. (1995) . A test of conceptual models depicting the 

developmental course of informal mentor-protege relationships in the work 

place. Journal of Vocational Behavior, 46, p . 154. 



My Mentor: 

(SPONSOR) a =.82 

helps me attain desirable positions. 

uses his/her influence to support my advancement 

in the organization. 

uses his/her influence in the organization for my 

benefit. 

(EXPOSURE) a =.85 

helps me be more visible in the organization . 

creates opportunities for me to impress important 

people in the organization. 

brings my accomplishments to the attention of 

important people in the organization. 

(COACH) a =.74 

helps me learn about other parts of the 

organization. 

gives me advice on how to attain recognition in the 

organization. 

suggests specific strategies for achieving career 

aspirations. 

(PROTECT) a =.81 

protects me from those who may be out to get me. 

"runs interference" for me in the organization. 

shields me from damaging contact with important 

people in the organization. 

(CHALLENGE) a = .91 

gives me tasks that require me to learn new skills. 

provides me with challenging assignments. 

assigns me tasks that push me into developing 

new skills. 

(ROLE MODEL) a =.78 

serves as a role model for me. 

is someone I identify with . 

represents who I want to be. 

(ACCEPTANCE) a =.90 

accepts me as a competent professional. 

sees me as being competent. 

thinks highly of me. 

(COUNSELING) a =.63 
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serves as a sounding board for me to develop 

and understand myself. 

guides my professional development. 

guides my personal development. 

(FRIENDSHIP) a =.80 

is someone I could confide in. 

provides support and encouragement. 

is someone I could trust. 

(SOCIAL RELATIONSHIP) a =.88 

and I frequently get together informally after 

work by ourselves. 

and I frequently socialize one-on-one outside 

the work setting. 

and I frequently had one-on-one, informal 

social interactions. 

(PARENTAL ROLE) a =.74 

is like a father/mother to me. 

reminds me of one of my parents. 

treats me like a son/daughter. 

Figure 1.23 Mentor role instrument as developed by Ragins and McFarlin (1990) 

Note: From Ragins, B. R, and Cotton, J. L. (1999). Mentor functions and outcomes: 

A comparison of men and women in formal and informal mentoring relationships. 

Journal of Applied Psychology, 84(4), p. 550. 
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Variables 

There were three latent constructs, which initially comprised of nine factors. 

Details of which were as followed: 

1) Mentor-protege personality similarity. They were developed and tested the 

psychometric property from Thai translation of MBTI form M (Pantitanonta, 2004) 

revising with Tepayayone's (1999), Limwong 's (1999), and Likidsomboon's (2000) 

questionnaires. These resulted in four exogenous independent continuous variables. 

- difference in mentor-protege E-I score, 

- difference in mentor-protege S-N score, 

- difference in mentor-protege T -F score, and 

- difference in mentor-protege J-P score. 

The difference in factors' score could be either plus or minus sign. However, 

in calculation of SEM, absolute values of difference were used without sign. 

2) Subjective success of mentorship. They were developed and tested the 

psychometric property from Allen and Eby's (2003) subjective success of mentorship 

(Figure 1.22) and were rated on five point Likert scale. 

- Mentorship Quality 5 items (U=.85) reflecting psychosocial functions, and 

- Mentorship Learning 5 items (U=.88) reflecting career functions. 

Both factors were scored on five point Likert scale and sum within each factor 

as indicators of success in mentorship. 

3) Mentoring functions. They were developed and tested the psychometric 

property from Ragins and McFarlin's (1990) 33-items mentor role instrument, 

(Figure 1.23) which was rated on five point Likert scale. Conducting a factor analysis 

and summing the items within each factor produced the indicators of three mentoring 

factors. According to literature review, there were three factors in mentoring functions, 

career function, role model function, and psychosocial function. 
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Expected Benefits 

1) The findings from this study should gain insights of mechanism of mentoring 

process. Especially, the proposed main model should reveal paths and 

effects of personality fit on success of mentorship. 

2) The findings of correlations among factors and among constructs helped 

practitioners to focus their attempts on the weak links in order to improve 

effectiveness of their mentoring implementation . 

3) This thesis added series of testing to verify existing presumptions of 

mentoring theory. 

4) This thesis proposed alternative model, which was more simple and shorter 

for ease of administration . 

5) The findings provided tool for matching mentoring pair in formal mentoring 

program base on personality testing. 

Organization of the Study 

This thesis was structured into five chapters. Chapter one contained all basic 

thesis elements together with literature reviews. Chapter two explained the research 

methodology in full detail, including instrumentation, participants, data collection, and 

data analysis procedure. Chapter three presented findings of this research . Chapter 

four dedicated to discussion of findings . Summaries, conclusion, and recommendation 

were concluded in the fifth chapter. 



CHAPTER II 

METHODOLOGY 

Main Model 

This thesis used exploratory research method. There was no prior research 

attempting to establish a direct empirical correlation between personality fit of mentor 

and protege and subjective success of mentorship . Except for one similar study, which 

the current thesis based on, Allen and Eby (2003) had asked respondents how similar 

were they to their mentoring counterparts on a three-point scale as mentioned earlier in 

literature reviews . Based on the similarity attraction paradigm mentioned in chapter I, 

the perceived similarity increased the liking between persons and the likelihood of 

increasing mentoring functions, which ultimately resulted in higher success of 

mentorship. 

Main model had three main constructs. 

1. Mentor-protege personality similarity that measured personality fit. This 

exogenous construct was measured by differences between each pair of mentor's-and

protege's scores on MBTI four factors. The factors were always calculated by mentor's 

scores subtracting with protege's scores. Therefore, all four factors could be either 

positive or negative value up to respective items in MBT!. (E-I = ± 21, S-N = ± 26, 

T-F = ± 24, and J-P = ± 22,) Only absolute values were used to construct a model. 

2. Subjective success of mentorship. They measured the success of 

mentoring pair. This endogenous construct was measured from Allen and Eby's (2003) 

mentorship quality and mentorship learning. In this main model, mentor's-and

protege's successes were measured separately resulting in two different sub 

constructs. 
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3. Mentoring functions were measured from Ragins and McFarlin's (1990) 

33-items mentor role instrument. Before analyzing the main model , thesis used 

confirmatory fa ctor analysis to specify the number of fac tors to be used in this study. 

This would answer the purpose of study number one. Meanwhile, the model showed 

three factors according to literature review. Same as prev ious constructs, there were 

one sub-construct for mentor and one for protege. 

From reviewing the literatures in chapter I, the mentoring functions were acting 

as a mediator between personality similarity and subjective success of mentorship . 

Thus, mentoring functions performed as mediators on both sides - mentor and protege. 

The reviewing literatures also suggested that success for both mentor and protege were 

mutually benefits and interdependently. To prove this proposition , the success on one 

side of dyadic relationship acted as a mediator of the reciprocal party. This proposition 

was reflected in the conceptual framework of Figure 2.1. 

Difference in 
Mentor-Protege 

E -I Factor 

Difference in 
Mentor-Protege 

S - N Factor 

Difference in 
Mentor-Protege 

T - F Fador 
00 .00 

Difference in 
Mentor-Protege Protege's 

J - P Fador Mentoring 
Functions 

Mentor's 

.oo ________ ~ . . 00· 
Mentorship 

Quality 
Subjective 
Success 

Mentor's of MentorshiB .00 .• 
.00 Mentorship 

Learning 

.00 .00 

Protege's 
Protege's .00" Mentorship 

Quality Subjedive 
Success 

of MentorshiB .00..,. Protege's 
Mentorship 

Learning 

Structural equation modeling of mentor-protege 
personality and relationship with outcomes 

Figure 2.1 Conceptual framework of the research method of main model 
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Main model was depicted by pairing of mentor-protege to be analyzed 

simul taneously and paralleling like a mirror image. Mentor-protege personality 

simi larity was a central linkage of the model. On mentor's side , mentor-protege 

personality similarity had a direct effect on mentor's subjective success of mentorship. 

Personality similarity also had indirect effects on mentor's success through a mediator, 

mentor's mentoring functions, and via protege's subjective success of mentorship. The 

procedure on protege's side could be explained by the same fashion. 

Among pool of mentor-protege pairs, proteges with four months in mentorship 

and below were classified as in initiation phase. The rests were classified as in 

cul tivation phase. This procedure used MANOVA to prove whether mentoring functions 

were different between mentors and proteges of two phases. (Figure 2.2) 

Jicareer Jicareer 

Function Function 

JiRoie Mode JiROIe Mode 

Function Function 

Ji Psychosocial 

Function 
Initiation 

Ji Psychosocial 

Function 
Cultivation 

Figure 2.2 MANOVA to test vector of means of mentoring functions at different phases 

By conducting a multi-group factor analysis, overall fitness between mentor's-

and-protege's personalities could be determined. (Figure 2.3) This would answer 

purpose of study number two. 
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Protege's 
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00 

o~ 
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~, Personality , 

Protege's 
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. ~ /,/ 

00 
/ ' .~ 

Factor analysis 
of mentor's personality 

Protege's 
T· F Factor 

o ~ / ., / 
___ -----'I /" 

Protege's 
J. P Factor 

00 

Factor analysis 
of protege's personality 

Multi group factor analysis of mentors and protege's personality 

Figure 2,3 Multi-group factor analysis of mentor's-and-protege's personality 

Competing Model 

Competing model was the method of utilizing the same data collecting from 

the same study but using different model or statistical method or both . The result of 

competing model should confirm the result of the main model. Besides confirmation, 

competing model might suggest alternative research procedure, which could produce 

the same result as main model. This particular competing model was developed by 

using mUlti-step approach. The proposition came from Kram's (1985) notion that a 

mentor viewed a protege as a younger version of self and a protege views a mentor as 

a person whom one inspired to be like. Therefore, as long as one person viewed 

another person similar to oneself, no matter how to measure it, the Similarity attraction 

paradigm took immediate effect. 

1. The first prerequisite was to establish that respondents could identify their 

own and their counterpart's personalities in an abstract manner. Based on the 

similarity attraction paradigm, persons who perceived the counterparts as similar to 

themselves would increase the liking and therefore the likelihood of success in 

mentorship. 

2. The best items representing each of eight mental functions of MBTI would 

be used as items for self-reporting by measuring on five point Likert scale rating as an 

alternative to MBTI. (Figure 1.14) First, compare the result of self-evaluation of 

personality with a full-scale MBTI using MANOVA. (Figure 2.4) 
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f.1E -I j.1E-1 

f.1S - N f.1S - N 

f.1T-F j.1T-F 

f.1 J-P MBTI j.1J-P Perceived Self 
(Alternative) 

Figure 2.4 MAN OVA to test whether self-reported personality correlated with MBTI 

If there was an acceptable corre lation between the two, then the competing 

model was conducting in the similar fashion as the main model but on individually 

basis, which did not need match pairing data input. While the main model calculated 

mentor-protege pair simultaneous ly and used real MBTI, competing model used 

alternative personality measurement. Therefore, personality fit from competing model 

was measured from the similarity between ideal personality and perceived personality 

of mentoring counterparts, which had a score range of ± 5. Two other constructs, 

mentoring functions and subjective success of mentorship remain the same . This 

competing proposition was reflected in the conceptual framework in Figure 2.5. 

Difference in 
Ideal - Perceived 

E - I Factor 

Difference in 
Ideal - Perceived 

S - N Factor 

Difference in 
Ideal- Perceived 

T - F Factor 
.00 Competing model 

structural equation modeling 

.00" 

.00 .... 

Individual 
Menlorship 

Quality 

Individual 
Mentorship 
Learning 

Difference in 
Ideal- Perceived 

J - P Factor of counterpart's ideal-perceived personality and relationship with outcomes 

Figure 2.5 Competing model 



In competing model , ideal-perce ived personality similarity of counterpart 

(personality fit) had a direct effect on individual subjective success of mentorship . 
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Idea l-perceived personality similarity also had an indirect effect through a mediator, 

which were individual mentoring functions. By using multi-group technique of SEM to 

analyze mentors and protege separately , additional information would revea l itself. 

With similar approach as in Figure 2.4, Kram's (1985) notion that a mentor 

viewed a protege as a younger version of self could be tested . Alternatively, by putting 

in another term, a person would want ideal counterpart to be like oneself. (Figure 2.6) 

This would answer purpose of study number five . 

j1E-1 

j1S-N 

j1T-F 

j1J-P Perceived Self 
(Alternative) 

j1E-1 

j1S-N 

j1T-F 

j1J -P Ideal counterpart 
(Alternative) 

FiQure 2.6 MANOVA to test whether one wanted counterpart to be an image of se lf 

Participants 

This study was administered to personnel of the Bangkok Insurance pel., 

which had a formal mentoring program implementing for eight years and still was 

practicing today. The reason to use only one company was to control extraneous 

variables such as company's size, culture, or management support according to min-

max-con principle. Data indicated that there were 213 mentor-protege pairs employing 

in the company at the time of initial contact. Because the company was well aware of 

gender difference weak link, they kept cross gender mentoring pairs at minimum. 

Ninety mentor-protege pairs had started the relationship in 2005, 90 pairs in 2006, and 

23 pairs in 2007. At the time of actual survey, there were 184 pairs of mentor-protege. 

One hundred forty-three pairs of which were same gender and 41 of which were cross 
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gender mentoring pairs. Even though the company set a mandatory period of 

mentoring for one year, most of mentoring continued because majority of parings were 

working in the same department. There were 23 mentors who had more than one 

protege. The study used participants in two phases. 

1) Questionnaire verification and pilot test. Thirty identifiable pairings 

(60 persons) were randomly selecting from the pairings pool. 

2) Data collection. There were 20 parameters to be estimated in this study. 

Weiss (1972; cited in Wiratchai, 1999 ) had suggested the highest ratio of sample to 

parameter was 20 while some mentioned 10 as the lowest ratio. (Adsawakosol, 2003) 

In statistical class, a rule of thumb was the number of sample to be between 200 and 

400 for SEM. From above data, 184 pairs, (including multi-proteges mentors) should 

be sufficed. 

Instrumentation 

The questionnaire in this thesis consisted of three main instruments, which 

were: (1) Myers-Briggs type indicator, (2) mentoring quality and mentoring learning, 

and (3) mentor role instrument. Details of which were as followed: 

1) Myers-Briggs Type Indicator 

Original MBTI comprised of 93 questions divided into four sections. The data 

analysis of this thesis was different from what it intended for commercial purpose. 

Therefore, 93-items were regrouping into two sections for ease of administration. 

Section one. 

Part one and three of original MBTI were combined into one section. 

Section two. 

Part two and four of original MBTI were combined into one section. 
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Since MBTI was copyright protected, a permission to use MBTI research 

edition was displayed in Appendix A as well as a permission to include sample items of 

the questionnaire in this thesis. The sample items of the questionnaire were displayed 

in Appendix B. The basic building block of MBTI was well described in literature 

review of this thesis. Another purpose of this study was to develop competing model 

as described earlier. Right after MBTI, respondents were asked to rate their opinion of 

personality of self, of ideal mentoring counterpart, and of actual counterpart. 

Section three . 

The respondents were asked to mark score for the personality of themselves 

and personal ity of ideal and actual counterparts in five point Likert scale. 

2) Mentoring Quality and Mentoring Learning 

Subjective successes of mentorship were measured by Allen and Eby's (2003) 

10-items instrument as exhibited in Figure 1.22. 

3) Mentor Role Instrument 

Mentoring functions were measured by Ragins and McFarlin's (1990) 33-items 

mentor role instrument as exhibited in Figure 1.23. 

Section four. 

This section also asked respondents to rate the subjective successes of 

mentorship and mentoring functions with counterpart in focal, in five point Likert scale. 

Data Collection 

With assistance of human resource department of Bangkok Insurance PCl., 

pairing of mentor-protege list had been prepared. Concerned parties were notified of 

upcoming survey. Both mentors and proteges were administered at the same time by 
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distribution via internal mailing system. All responses were returned to human resource 

department. 

Data Analysis Procedures 

Pilot Study 

1) Compare and revise some wording of Pantitanonta 's (2004) questionnaire 

with the original English MBTI form M. In case of ambiguity of construct meaning, 

consult Tepayayone's (1999), Limwong's (1999), and Likidsomboon's (2000) 

questionnaires for substitution. Use prediction ratio in Table 1.5 to revi se the especially 

low prediction ratio items, even though the translation was linguistically correct. After 

revised the wording, it strongly reflected the meaning of the construct to be measured. 

2) Conduct a pilot study to verify the MBTI questionnaire using the same 

group of participants as in main study. Based on item response theory, either one of 

the two answers must had a prediction ratio (PR) above .62 There were four items -

MBTI number 19, 23, 24, and 28 - which did not meet PRs above .62. Then, calculate 

the internal consistency (CITC) for each of eight prevalence personalities. Determine 

the items, which were below a critical point. There were 29 items, which did not meet 

the critical r (58, .05, Hailed) ~.214. Despite of the finding, agreement for using MBTI 

did not allow modification of its instrument. The Cronbach's coefficient could be now 

established for four dichotomy factors prior to data collection. 

3) Conduct a factor analysis of 33-items mentor role instrument from Ragins 

and McFarlin's (1990). Confirmatory factors analysis showed three constructs. All 

items had passed the critical r (58, .05, Hailed) ~.214. Then , thesis calculated 

Cronbach's coefficient for each factor. Details of which were displayed in Table 3.1. 

4) Conduct an internal consistency (CITC) for and Cronbach's coefficient for 

10-items subjective success of mentorship, which were mentorship quality and 

mentorship learning . All items had passed the critical r (58, .05, Hailed) ~ .214 . 
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Then, calculate Cronbach's coefficient for each factor. Details of which were displayed 

in Table 3.1. 

5) Determine whether competing model was viable for further study. This 

competing model was serving as alternative way for achieving the similar objective as 

same model. The results in Figure 3.5, Figure 3.6, and Table 3.6 proved that 

competing model was similar to altered main model for comparison but at lesser 

regression coefficience. Therefore, competing model was viable for further study. 

Main Study 

1) The first regular procedure was preliminary cleaning up the data. 

2) Mentoring functions were analyzed by conducting confirmatory factor 

analysiS (CFA) of Ragins and McFarlin's (1990) 33-items mentoring role instrument 

using Lisrel according to literature review in Figure 1.1. Allen and Eby's (2003) 

subjective success of mentoring instrument was conducted in order to confirm its 

reliability and construct validation as in Figure 1.22. (purpose of study number one) 

3) Spurious variance was a confound factor for any statistical model. It was 

necessary to eliminate or control spurious variance. A multi-group factor analysis of 

personality profiles using Lisrel according to Figure 2.3 was a procedure to test 

whether mentor's-and-protege's personality profiles were unified. The unification of 

personality profiles ensured that the spurious variance was reduced to minimum. 

(purpose of study number two) 

4) Kram's (1985) theory of mentoring phase was verified by conducting 

MANOVA according to Figure 2.2 to test difference in mentoring phase. (purpose of 

study number three) 

5) The major purpose of this thesis is to study the effect of personality fit on 

success in mentorship. Main model used Lisrel to analyze factor loading and path 

analysis of the main model as shown in Figure 2.1. (purpose of study number four) 
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6) Kram's (1985) made a notion in her book that one wanted counterpart to be 

an image of self. MANOVA was then conducted to verify this notion according to 

Figure 2.6. (purpose of study number five) 

7) Similarity attraction paradigm suggested that the perception of simi larity 

between two persons, which did not need to be solely personality, inc reased 

effectiveness of communication and therefore increased success of mentorship 

Competing model utilizing alternative measurement of the same construct , which was 

the similarity of two persons, was created to compare with the main model . Alternative 

measurement employed eight optimal items in Table 1.6 (one from each personality 

preferences of MBTI) and to be self reported on five point Likert scale. This also 

resulted in E-I , S-N, T-F, and J-P scores. Before the competing model to continue, the 

correlation between real MBTI and self-reported score had to be established by using 

MANOVA, (Figure 2.4) or by other means. Even though they measured the same 

construct, the significant level could not be hoped as much as p<.05 since the two 

methods were huge difference. If there was a sufficient evidence that alternative 

measurement was valid, it was logical to project that the same eight items five point 

Likert scale could measure another person in focal, specifically the existing mentoring 

counterpart and an ideal non-existent counterpart. Then competing model in Figure 

2.5 could be executed. (purpose of study number six) 



CHAPTER III 

FINDINGS 

Pilot Study 

Sixty questionnaires were administered at randomly selected 30 pairs of 

mentor-protege out of a pool of 184 pairs. Three measuring instruments in 

questionnaires were analyzed for their reliability . The two instruments, subjective 

success of mentorship and mentor role instrument, were analyzed using initial internal 

consistency using t - test of high-low groups and corrected item-total correlation. 

(CITC) The analyses of success in mentorship and mentor role instrument revealed a 

positive prospect of reliabiliti es. The translation of success in mentorship and 

mentoring function items had altogether passed the criterion of above two methods as 

demonstrated in Table 3.1. 

Table 3.1 

Item analyses of personality fit questionnaires (n=60) 

Item Groups No. of t - value - value 
Cronbach's 

p 

items from to from to 
a 

0> "' Mentorship quality 5 4.031 9.230 .000*** .001 *** .903 c '" g Q) 
u 

C u 
Q) ::> Mentorship learning 5 5.977 10.39 .000*** .000*** .919 ::;; (j) 

Sponsor 3 6.124 10.48 .000*** .000*** .706 

Exposure 3 7.379 8.999 .000*** .000*** .792 

Coaching 3 4.415 8.646 .000*** .001 *** .676 
(/) 

Protection 3 5.1 97 13.00 .000*** .000*** .591 c 
0 

:.::; 
u Challenge 3 7.081 10.35 .000*** .000*** .850 c 
:J 

LL 
Role model OJ 3 6.811 7.306 .000*** .000*** .819 

c 
·c 

Acceptance 3 5. 153 6.116 .000*** .001 *** .666 .9 
c 
Q) 

Counseling 3 4.039 8.747 .000*** .001 *** .732 2 

Friendship 3 5.028 6.798 .000*** .000*** .736 

Social relation 3 8.500 11.41 .000*** .000*** .896 

Parental role 3 5.243 10.95 .000*** .000*** .724 

Every single item had CITC value above critical r (58, .05, 1-tailed) ::::;.214. 
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The third instrument, Myers-Briggs type indicator (MBTI) of 60 pilot 

questionnaires showed a controversia l result. As suggesting in user manual, MBTI 

used item response theory (IRT) by which an item whose, either one or two, answers 

with prediction ratio (PR) above .62 to be included in the batteries. (Harvey & Hammer, 

2007; Myers & McCaulley, 1992) Using IRT, five out-of 93 MBTI items would not have 

passed the requirement. They were MBTI number 19, 23, 24, 26, and 28. According to 

Pantitanonta's (2004) thesis, all Thai translation of MBTI items passed PRs > .62 at 

higher sample size. 

With parallel efforts, high-low group's t - test and CITC calculation were also 

conducted to ensure the quality of questionnaire items. The result showed that 29 out 

of 93 items did not achieve the criti cal r :::::.214. Strange enough though , the 

Cronbach's a of 93 and 64 items differed merely in the range of two percentage points 

as illustrated in Table 3.2. 

Table 3.2 

Comparison of full 93 MBTI and 64 items that had passed CITC test from pilot study 

MBTI items 

Extravers ion - introversion 

Sensing - Intuition 

Thinking - Feeling 

Judging - Perceiving 

Full 93 

items 

21 

26 

24 

22 

Cronbach's 

a 

.852 

.620 

.840 

.802 

Reduced 64 Cronbach's 

items a 

18 .864 

7 .636 

19 .857 

20 .812 

This brought up a dilemma. On one hand, using IRT promised that five items 

would have passed PRs > .62 as number of sample increased. On the other hand, 

there was no logical expectation as how one-third of questionnaires would have passed 

CITC criteria as number of sample increases. 



It was convinced to use full 93 MBTI items in main study because of four 

reasons. The details of which were as followed: 
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1. Developers of MBTI expli ci tly indi cated that IRT was the method to test the 

inclusion of items in questionnaire . (Harvey & Hammer, 2007) 

2. The permission agreement excluded any modification of MBTI . 

3. MBTI form M was weighted by a standardizing sample of 3,200 adults in 

random US national sample. More than two million MBTI questionnaires were 

administered in the US each year. Its va lidity was established for the usage "as it is." 

When test was to be used for a purpose for whic h it had not been va lidated, or for 

wh ich there was no supported c laim for va lid ity , user was respon sible for providing 

evidence of va lidity. 

4. Cronbach's as of the two sets of questionnaire were virtually the same. By 

asking more questions than necessary, there was an option to delete poor items at final 

analysis if it deemed necessary. Asking too few questions, on the other hand, 

rendered data use less if evidences showed later on that excluded items were indeed 

valid 

By thus, the pilot questionnaire was also used in main study. Then , it 

allowed inclusion of 60 pilot questionnaires in main study since it was the same 

questionnaire . 

Main Study 

Oescriptive Statistic 

Three hundred and sixty-eight questionnaires were distributing to designated 

184 pairs of mentor-protege. The number of 334 complete questionnaires had been 

returned which accounts for 91 % respon se rate . Among 334 questionnaires using for 

analysis in this thesis, 156 pairs of mentor-protege were identified. 

Descriptive statistic of variables was displayed in Table 3.3. 
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Table 3.3 

Descriptive slaislic of varibles 

SE Std. Coeff. of 

n Mea" Mean Deviat ion Vanable Range Minimum MaXimum Skev,nes5 Kun.csis 

c 

52 
m 
u 
U 
c 

Tolal 337 31.54 0.35 

Age Mentor 167 35.91 0.4 1 

Protege 167 27.48 0.32 

Total 337 12.31 0.49 
Month In 

Mentor 167 12.1 0 0.68 
Mentorshlp 

Protege 167 12. 51 0.71 

Total 337 3.51 0.50 

~a) 
MBTI E-I Menlor 167 3.19 0.68 

Protege 167 3.84 0.73 

Tolal 337 6.42 041 

MBTI SoN <0) Mentor 167 7.1 4 0.54 

Prote(;e 167 5.70 0.63 

Total 337 5.75 0.52 

MBTI T -F \C) Menlor 167 6.95 0.69 

Protege 167 6.46 072 

Total 337 8.05 0.48 

((Ii 

MBTI J-P . Mentor 167 9.64 0.63 

Protege 167 6.46 072 

Average Tolal 337 3.23 0.03 

Career Mentor 167 3.25 0.04 

Function'S Protege 167 3.21 0.04 

Average Total 337 3.17 0.03 

Role Model Me'1tor 167 3.18 0.04 

Functions Protege 167 3.16 0.05 

Average Total 337 3.67 0.03 

PsychOSOCial Mentor 167 3.72 0.03 

Functions Protege 167 3.62 0.04 

Average Total 337 3.88 0.03 

Mentoring Mentor 167 3.86 0.04 

Quality Protege 167 3.91 0.05 

Average Total 337 3.77 0.04 

Mentoring Mentor 167 3.59 0.05 

Leaning Protege 167 3.95 0.05 

6.32 0.20 

5.32 0.15 

4.20 0.15 

8.94 0./3 

8.77 OJ :? 

9.13 073 

9.10 2.59 

8.78 2.75 

9.43 2.46 

7.58 '.18 

6.96 0.97 

8.11 1.42 

9.56 1.66 

8.93 1.29 

9.27 144 

8.85 1.1 0 

8.13 0.84 

9.27 1.44 

0.52 0.16 

045 0.14 

0.57 0.18 

0.64 0.20 

0.57 0.18 

0.70 0.22 

049 0.13 

045 0.12 

0.53 0.15 

0.60 0.15 

0.56 0.15 

0.63 0.16 

0.65 0.17 

0.60 0.17 

0.64 0.16 

21 

34 21 

29 21 

29 

29 

29 

42 -21 

40 -19 

42 -21 

44 -18 

38 -12 

40 -1 8 

44 -20 

44 -20 

40 -18 

40 -18 

34 -12 

40 -18 

3.61 1.00 

306 1.28 

3.61 1.00 

3.50 1.17 

3.33 1.17 

3.50 1.17 

3.78 1.11 

3.56 1.11 

344 1.44 

3.80 1.20 

3.00 2. 00 

3.80 1.20 

4.00 1.00 

3.60 140 

4.00 1.00 

55 0.89 1.02 

55 0.88 1.95 

50 204 8.26 

30 043 -1.20 

30 045 -1.14 

30 042 -1.26 

21 -0.34 -0.47 

21 -0.26 -0.46 

21 -042 -0.45 

26 -038 0.11 

26 0.36 -009 

22 -032 0.10 

24 -0.50 -0.29 

24 -0.59 0.07 

22 -0.61 -0.30 

22 -0.74 -008 

22 -083 0.13 

22 -0.61 -0.30 

4 .61 -0.85 

4.33 -0.85 

4.61 -0.80 

4.67 -01 9 

4.50 -007 

4.67 -0.24 

4.89 -0.91 

4.67 -1.33 

4.89 -0.59 

5.00 -1.00 

5.00 

5.00 

5.00 

5.00 

-059 

-1.33 

-0.77 

-0.81 

5.00 - 1.02 

2. 10 

1.74 

1.90 

0.04 

0.34 

-0 24 

3.26 

5.98 

1.89 

2. 82 

0.92 

4.21 

1.33 

0.92 

2.51 

(a) Extraversion - Introversion score, (b) Sensing - Intuition score, ( c) Tninking - Feeling score, (d) Judging - Perce;ving score 
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Mentor. There were 74 male mentors (44%) and 93 female mentor (56%) . Age 

of mentors ranged from 21 to 55 years with a mean of 36 years. 

Protege. There were 91 male proteges (54 %) and 76 female proteges (46%) . 

Age of proteges ranged from 21 to 50 years with a mean of 27 years. 

Pairing. There were 118 pairs of same gender mentor-protege (76%) and 38 

pairs of cross-gender mentor-protege (24%)._ Number of months in mentoring ranged 

from one to 30 months with an average of 12.3 months. 

By average, respondents in this survey were MBTI type E (3.51), S (6.42), 

T (5.75), and J (8.05). All four types had negative skewness which supported that 

majority was ESTJ . Considering individual personality types in Table 3.3, extraversion-

introversion was particularly standout from the rest at being widely spread along E-I 

continuum (CV = 2.59, kurtosis = -.47) than other three types . (CV Z 1, kurtosis Z -.2) 

Comparing type of respondents to data in Figure 1.11, EST J and 1ST J were 

predominate personality types for business and industry managers in US. Finding in 

this section confirmed that MBTI was valid across culture for this aspect, which ST J 

(both E and I) personality types were norms of business. One cautionary note, there 

were respondents who were on the extreme sca le of extraversion, introversion, sensing, 

thinking , and judging . Possessing extreme personalities made it difficult to 

communicate to person at opposite character. These extremists needed group 

counseling to add flexibility of their personality preferences . 

Mentors consistently reported higher mentoring functions in three mentoring 

functions constructs. This could imply that mentors were well aware of mentoring as 

their duties while proteges took it for granted. On the opposite side, proteges reported 

more success in both quality and learning success scale than mentors did. This could 

imply that protege's benefits were more perceivable than mentor's benefits. 

Item AnalYSis of Questionnaires 

With larger sample size of 334, prediction ratio of all 93 items met the 
requirement that either one of the two answers had PR > .62 as exhibited in Table 3.4. 
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Table 3.4 
Prediction ratio of MBTI questionnaire from 334 samples 

A PR B PR A PR B PR A PR B PR 

1J 0.86 · 1P 0.79 · 32S 0.84 * 32N 0.48 63N 0.34 63S 0.90 · 
2P 0.55 2J 0.90 · 33P 0.34 33J 0.88 · 64F 0.34 64T 0.96 * 

3S 0.83 · 3N 0.50 34E 0.67 · 341 0.73 · 65P 0.29 65J 0.97 · 
4E 0.80 · 41 0.83 · 351 0.65 * 35E 0.93 · 661 0.57 66E 0.89 · 
5N 0.60 5S 0.83 * 36J 0.98 · 36P 0.36 67E 0.88 * 671 0.44 

6F 0.48 6T 0.82 · 37N 0.42 37S 0.86 * 68J 0.88 · 68P 0.43 

7P 0.49 7J 0.95 · 38F 0.81 · 38T 0.81 · 69T 0.84 · 69F 0.36 

8E 0.72 * 81 1.00 · 39T 0.78 · 39F 0.35 70J 0.94 · 70P 0.23 

9J 0.88 · 9P 0.37 40S 0.84 · 40N 0.39 71P 0.52 71J 0.88 · 
10J 0.88 · 10P 0.52 41P 0.67 · 41J 0.94 · 721 0.55 72E 0.83 · 
11P 0.28 11J 0.97 * 421 0.58 42E 0.90 · 73S 0.86 · 73N 0.27 

121 0.58 12E 0.86 · 43J 0.96 · 43P 0.35 74N 0.38 74S 0.88 · 
13S 0.90 · 13N 0.36 44N 0.51 44S 0.83 · 75F 0.33 75T 0.73 · 
14E 0.88 · 141 0.50 45F 0.50 45T 0.90 · 76P 0.36 76J 0.90 · 
15N 0.34 15S 0.93 · 46T 0.78 · 46F 0.34 77E 0.84 · 771 0.45 

16F 0.62 · 16T 0.81 · 47S 0.81 · 47N 0.48 78T 0.84 · 78F 0.39 

17P 0.29 17J 0.97 481 0.75 * 48E 0.79 · 79N 0.42 79S 0.82 · 
181 0.47 18E 0.81 · 49J 0.91 · 49P 0.57 80F 0.34 80T 0.91 · 
19E 0.69 * 191 0.44 SON 0.45 50S 0.84 · 81T 0.81 · 81F 0.49 

20J 0.88 * 20P 0.32 51F 0.50 51T 0.89 · 82S 0.98 · 82N 0.33 

21P 0.21 21J 0.96 · 52T 0.93 · 52F 0.50 83N 0.31 83S 0.92 · 
221 0.75 * 22E 0.86 * 53S 0.91 * 53N 0.31 84F 0.49 84T 0.89 · 
23E 0.75 * 231 0.94 · 541 0.72 * 54E 0.80 · 85T 0.82 · 85F 0.78 · 
24N 0.36 24S 0.84 · 55N 0.56 55S 0.82 * 86S 0.93 · 86N 0.29 

25P 0.32 25J 0.90 · 56F 0.74 * 56T 0.80 * 87N 0.29 87S 0.91 · 
261 0.65 * 26E 0.77 * 57T 0.83 * 57F 0.77 * 88F 0.53 88T 0.84 · 
271 0.58 27E 0.89 · 58S 0.77 * 58N 0.38 89T 0.80 · 89F 0.55 

28J 0.95 · 28P 0.75 * 59J 0.90 * 59P 0.43 90S 0.78 · 90N 0.31 

29N 0.41 29S 0.80 · 601 0.60 60E 0.89 · 91F 0.46 91T 0.84 · 
30F 0.46 30T 0.92 * 61S 0.83 * 61N 0.33 92T 0.87 * 92F 0.43 

31T 0.91 * 31F 0.52 62E 0.82 · 621 0.39 93S 0.94 · 93N 0.40 

'PRs> .62 
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Using high-low groups t - test and corrected total-item correlation (CITC) in 

final sample of 334 ,only four out of 93 MBTI items did not meet the critical r (300, .05, 

Hailed) = .095. They were MBTI number 46,58,75, and 90. Cronbach's as of 334 

questionnaires were : extraversion-introversion = .834, sensing-intuition = .681, 

thinking-feeling = .820, and judging-perceiving = .824. Details analyses of each item 

-
were exhibited in Appendix D1. Both aforementioned numbers of passing items were 

the same at the earlier analyses of 255,318, and final 334 samples. That meant the 

sample sizes that were appropriated for conducting item analysis - one for IRT and one 

for CITC - were somewhere between 60 and 255 samples . 

The same procedure applied to Allen and Eby's (2003) subjective success in 

mentorship, which were relationship (mentorship) quality and relationship (mentorship) 

learning. Cronbach's as for 334 questionnaires were mentorship quality = .906, and 

mentorship learning = .899. The results of individual item were displayed in 

Appendix D2. 

Eleven-factors mentoring functions of mentor role instrument had been tested 

by the same method. Results were shown in Appendix D3. Followings were 

Cronbach's as: (1) sponsor = .718, (2) exposure = .751, (3) coaching = .696, 

(4) protection = .665, (5) challenging assignment = .854, (6) role model = .816, 

(7) acceptance-and-confirmation = .696, (8) counseling = .630, (9) friendship = .674, 

(10) social relation = .886, and (11) parental role = .828. 

Factor Analysis 

Purpose of Study Number One 

Prior to confirmatory factor analysis (CFA), initial exploratory factor analysis 

(EFA) of 33-items mentor role instrument was conducted using SPSS. The EFA results 

of 33-items were six factors but groupings were confusing so that it was not able to 

draw any meaningful conclusion . The reasons that EFA did not arrive at constructs 
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according to literatures review was the inter-correlations among eleven factors. Almost 

half of mentoring functions were cross-constructs correlated with r > .50. (Table 3.5 

and Appendix E 1) Kram (1985) had used qualitative interview research to arrive at 

ca reer related and psychological mentoring functions. Later researches iso lated role 

model mentoring function as the third mentoring category. (Figure 1.1) By using purely 

statistical procedure from scratch, EFA had little possibility to arrive at factor groups 

according to established theory. 

Then, CFA using Lisrel was conducted based on literature review in Figure 

1.1. The correlation matrix of mentoring functions was displayed in Table 3.5. The 

result of CFA was exhibited in Figure 3.1. A brief Lisrel print out was displayed in 

Appendix E1. Factor loadings of eleven mentoring functions into three constructs were 

quite vary . The lowest factor loading was soc ial relationship (b = .34). The highest 

was counseling. (b = .91) Two mentoring functions added by Ragins and McFarlin 

(1990), namely social relationship and parental role, did not fit at all with psychosocial 

function. (b = .01) Instead, parental role fitted well with role model function. (b = .58) 

Social relation referred as having activities outside working hours. It could fit both 

career function and role model equally well because career function was highly inter

correlated with role model function. (r = .91) Logically, social relation in workplace 

helped employees work comfortably, enhanced communication and cooperation, 

(Ragins, 1997) which in turn increased productivity and thus should belong to career 

function . Another explanation was that personal relationships made them "in-group" 

according to leader-member exchange (LMX) theory. (Godshalk & Sosik, 2003) 



Table 3.5 

Correlation matrix of mentoring functions 

Standard Social Role Parental 

Sponsor Exposur Coach Protect Challeng relation model role Acceptan Counselin Friendshi 

Mean Deviation score e score score score e score score score score ce score g score p score 

Sponsor score 7.31 2.25 (.718) 

Exposure score 10.57 2.04 0.40 .. (.751) 

Coach score 11.11 1.81 0.40 .. 0.71 .. (.696) 

Protect score 10.41 1.95 0.48 .. 0.51 .. 0.62 .. (.665) 

Challenge score 11.13 2.13 0.3.7 .. 0.63 " 0.64 .. 0.52 .. (.854) 

Social relation score 7.59 2.61 0.43 .. 0.28 .. 0.28 .. 0.24 .. 0.22 .. (.886) 

Role model score 11 .43 1.95 0.24 .. 0.53 .. 0.60 .. 0.46 .. 0.56 .. 0.26 .. (.816) 

Parental role score 7.59 2.55 0.52 .. 0.47 .. 0.49 .. 0.40 .. 0.45 .. 0.53 .. 0.44 .. ( 828) 

Acceptance score 10.49 1.71 0.20 .. 0.44 .. 0.42 .. 0.34 .. 0.36 .. 0.24 .. 0.39 .. 0.27 .. (.696) 

Counseling score 11 .20 1.71 0.34 .. 0.58 .. 0.71 .. 0.54 .. 0.60 .. 0.33 .. 0.68 .. 0.51 .. 0.51 .. (.630) 

Friendship score 11.36 1.83 0.27 .. 0.51 .. 0.59 .. 0.51 .. 0.51 .. 0.38 •• 0.61 .. 0.43 .. 0.49 .w 0.72 .. (.674) 

, Correlation is significant at the 0.05 level (2-tailed) . 

.. Correlation is Significant at the 0.01 level (2-tailed). 

Figure in parenthesises along diagonal are Cronbach's a of respective factors. 0 
-..J 
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.91 J Friendship I 
'---__ ---1 56, I / 79 1L-__ ---11 

/~~ (~~ 
Social -1 i Role Modeling " ( Psychosocial 

R""""h;, I \~'2__ \ F'"d"" 

.91 _____ ----------- .96 

.86 

Chi-Square=48.18, df= 34 , p-value=.05432, GFI=.98, RMSR=.027, SRMR=,027, RMSEA=035 

Figure 3. 1 Confirmatory factor analysis of mentor role instrument 

Note: Li srel's path d iagrams in thi s report did not show correlations of error terms within same construct. Only 

cross- construc t correlation of errors were di splayed and di scussed . Full correlation of error terms were 

displayed in Lisrel path diagrams. Syntaxes and goodness o f fit stati stics were also displayed in Appendix E. 

These in-groupers worked in team and were more likely to achieve more 

output (Scandura, 1998; Scandura & Williams, 2004) than solitary employee would 

normally do. Thus, social relation belonged to career function (b = .34) rather than role 

model. Being substantially correlating (r = .86 to .96), all three constructs of mentoring 

functions should well aware a problem of multicollinearity. (Wiratchai, 2007) Result 

suggested that activities outside working hours were conducted in parental manner to 

avoid sexual role conflict. This finding supported Ragins' (2007) rationale of adding 

these two functions to address cross-gender issues in mentoring relationships . Social 

relationship was also related with friendship, (r = .13) which made perfect sense that 

having activities outside working hours increased friendship . Another correlation was 

parental role with sponsor. (r = .29) This was in accordance with human instinct that 

parents supported advancement of their children, so did mentor to protege. Lisrel's 

CFA was also conducted on subjective success of mentorship. A correlation matrix of 

mentoring quality and learning was in Table 3.6 . The result confirmed Allen and Eby's 

(2003) research as depicted in Figure 3.2 . 



Table 3.6 

Correlation matrix of mentorship quality and mentorship learning 

Standard Mentorshi Mentorshi Mentorshi Mentorshi Mentorshi Mentorshi Mentorshi Mentorshi Mentorshi Mentorshi 

Mean p Quality 1 p Quality 2 p Quality 3 p Quality 4 p Quality 5 p p p p p 

Mentorship Quality 1 3.86 0.71 (.788) 

Mentorship Quality 2 3.90 0.71 0.78 ** (.776) 

Mentorship Quality 3 3.83 0.74 0.57 •• 0.57 •• (.700) 

Mentorship Quality 4 3.90 0.69 0.74 tt 0.70 .. 0.63 .. (.809) 

Mentorship Quality 5 3.93 0.65 0.61 ** 0.62 .. 0.69 .. 0.70 .. (.758) 

Mentorship Learning 1 3.81 0.72 0.51 .. 0.52 tt 0.50 .. 0.45 .. 0.52 .. (.7 17) 

Mentorship Learning 2 3.75 0.78 0.45 tt 0.46 .. 0.38 tt 0.43 .. 0.44 tt 0.67 tt (.764) 

Mentorship Learning 3 3.74 0.77 0.47 ** 0.51 •• 0.48 .. 0.48 .. 0.54 .. 0.58 .. 0.61 .. (.764) 

Mentorship Learning 4 3.75 0.70 0.52 •• 0.53 •• 0.56 •• 0.54 •• 0.54 •• 0.57 •• 0.58 •• 0.81 •• (.748) 

Mentorship Learning 5 3.79 0.87 0.43 ** 0.46 *. 0.43 ** 0.44 .. 0.43 ** 0.65 ** 0.7 4 ** 0.63 ** 0.62 ** (.770) 

* Correlation is significant at the 0.05 level (2-tailed). 

** Correlation is significant at the 0.01 level (2-tailed). 

Figure in parenthesises along diagonal are Corrected Item -Total Correlation (CITC) of respective items. 
0 
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~' 

.74~ 
Chi-Square=34.68, df=24, p-value=.07331, GFI=.98, RMSR=.023, SRMR=.023, RMSEA=.037 

Figure 3.2 Confirmatory factor analysis of subjective success of mentors hip 

Descriptions of each quality and learning items were referred to Figure 1.22. 

Path diagram, syntax, and goodness of fit indicators were in Appendix E2. Factor 

loadings of both constructs were consistent on high range from learning 5 (b = .70) to 

learning 4. (b = .91) Average means of mentorship quality (3.83) were higher than 

mentorship learning items (3.77) but standard deviations of mentorship learning were 

higher according to Table 3.3. Coefficience of variable of mentorship leaning (.17) was 

greater than mentorship quality (.15) and its value tended to spread more than 

mentorship quality. 

According to Allen and Eby (2003), mentorship quality related with 

psychosocial function. Mentorship learning related with career related functions. This 

relationship was in accordance with average psychosocial score of 3.67, which was 

higher than career related (3 .23) and role model (3.17) scores . (Table 3.3) There was 

no cross factor correla tion but constructs of mentorship quality and learning were 

substantially correla ted . (r= .74) Researchers should aware a problem of 

multicollinearity if they planned to use this instrument. (Wiratchai, 2007) 
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Causal Relationships 

Purpose of Study Number Two 

To conduct a multi-group factor analysis by Lisrel , this test was to find whether 

167 mentor's and 167 protege's personality profiles were similar. A correlation matrix 

of this model was displayed here in Table 3.7. Result was disp layed in following Figure 

3.3. 

Table 3.7 

Multi-group correlation matrices of mentor's and protege's personality prottle 

Standard M_MBTI M_MBTI ~,1U\!lBTI M_MBTI 
MENTOR'S 

Mean Deviation E-I S- N T-F J-P 

M_MBTI E-I 3.19 8.78 (.834) 

M_MBTI S-N 7.14 6.96 -0.17 * (.681) 

M MBTI T-F 6.95 8.93 0.00 -0 .18 'k (.820) 

M_MBTI J-P 9.64 8.13 0.06 -0.18 0.36 *. (.834) 

Standard P_MBTI 
PROTEGE'S 

P_MBTI P_MBTI P _MBTI 

Mean Deviation E-I S-N T-F J-P 

P _MBTI E-I 3.84 9.43 (.834) 

P_MBTI S-N 5.70 8.11 -0.07 (.681) 

P_MBTI T-F 4.56 10.04 -0.01 0.03 (.820) 

P _MBTI J-P 6.46 9.27 0.08 0.04 0.45 *- (.834) 

* Correlation is significant at the 0.05 level (2-tailed). 

** Correlation is significant at the 0.01 level (2-tailed). 

Figure in parenthesises along diagonal are Cronbach's a of respective factors. 

The result in Figure 3.3 suggested that personality profiles of both end of 

mentoring dyad were unified. This finding gave confidence that variances in mentoring 
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fun ction and success in mentorship were not caused by variance in personality profile 

itself. Unified personality profile between comparing subjects reduced spurious 

variance of every models in the research. Brief Lisrel's printout was summarized in 

Appendix E3. 

Two groups' 
E - I Factor 

Two groups' I~ .28 

L--_S_-_N_ F_a_c_t_o_r _-,r--- -.42 

Two groups' 
T - F Factor r--.22 

L--______ ~ .29 

Two groups' 
J - P Factor 

Two groups' 
Personality 

Chi-Square=9.43, dfo=f1, p-value=.58192, RMSEA= .OOO 
Group Goodnes$1of'Fit: Contribution to Chi-Square=4.59, 

As Percentage=46.17, RMSIR=.056, SRMR=.060, GFI=.99 

Figure 3.3 Multi-group Lisrel comparing mentor's-and-protege's personality profiles 

Purpose of Study Number Three 

To test whether there was any differences of mentoring functions between 

mentoring phases. In order of ease reference, Figure 2.2 was repeated here. 

j.1career j.1Career 

Function Function 

j.1 Role Mode j.1ROIe Mode 

Function Function 

j.1 Psychosocial 
Initiation 

Jl Psychosocial 
Cultivation 

Function Function 

Figure 2.2 MANOVA to test vector of means of mentoring functions at different phases 
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In order to find whether vector of means of initiation phase was different from 

cultivation phase, a point of phase changing was established by conducting a series of 

MANOVA at different months in mentorship between two to twelve months. Result was 

shown in Table 3.8. 

Table 3.B 

Significances of MAN OVA for mentoring functions at difference months in mentorship 

Number of mentor and protege at different cut off phases (months in mentor) 

2 3 4 5 6 7 8 9 10 11 12 

Initiation 9 38 75 99 112 121 140 149 158 164 169 193 

phase 

Cultivation 315 296 259 235 222 213 194 185 176 170 165 141 

phase 

Indicators MAN OVA's p - value of mentor functions at different months in mentorship 

Pillai's .458 .098 .000 .009 .073 .123 .361 .468 .339 .293 .283 .353 

trace 

Wilks' .458 .098 .000 .009 .073 .123 .361 .468 .339 .293 .283 .353 

lambda 

Hotelling's .458 .098 .000 .009 .073 .123 .361 .468 .339 .293 .283 .353 

trace 

Roy's .458 .098 .000 .009 .073 .123 .361 .468 .339 .293 .283 .353 

largest 

root 

Preliminary MANOVA tests in Table 3.8 indicated the mentoring phase 

changed at the fourth month. This almost supported Kram's (1985) theory that initiation 

phase of mentoring turned by average of six to twelve month but just two months 

ahead . The MANOVA was then conducted to test vectors of means of mentoring 



functions between initiation phase (up to four months) and cultivation phase (five 

months and more). Result of which was displayed in Table 3.9 . 

Table 3.9 

MAN OVA results of mentoring functions at initiation and cultivation phase 

Mean (a) 
Phase of mentorir:!,g Initation Cultivation Difference Sig.(b) Value F Sig. 

Number of respondents 99 235 

Averge Career Score 3.35 3.18 0.18 0.004 •• 

Average Role Model Score 3.35 3.10 0.25 0.001 ••• 

Average Psychosocial Score 3.75 3.64 0.12 0.048 • 
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Pillai's trace 0.035 3.948 0.009 •• 

Wilks'lambda 0.965 3.948 0,009 •• 

Hotelling's trace 0.036 3.948 0.009 •• 

Roy's larg est root 0.036 3.948 0.009" 

• The mean difference is significant atp < .05 

•• The mean difference is significant at p < .01 

••• The mean difference is significant atp ~ .001 

(a) Initaiation Phase - Cultivation phase 

(b) Adjustment for multiple comparisons: 

Least Significant Difference (equivalent to no adjustments). 

Table 3.9 showed that initiation phase reported higher mentoring functions 

than cultivation phase significantly by all mentoring functions. This contradicted to 

Kram's (1985) research that mentoring functions were in full effects at cultivation phase. 

Upon consulting with human resources department of respondents' organization, 

explanation ~o this contradiction was that employees under four months were still in 

legal probation period. They were eager in participating company's policy until they 

receive permanent employee status. There might be some misconception among 

proteges that mentoring existed to guide them through probation period . Once they 

received permanent employee status, they saw less benefits of mentoring and then 

approached their mentors less frequently. 
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Main Model 

Purpose of Study Number Four 

Purpose number four was to establish ca use and effec t relationships whereby 

diffe rence (less similarity) in personality influenced subjective success of mentorship 

A co rrelation matrix of main model was next in Table 3. 10. Since this thes is studied the 

effect of similarity of personality on personality (less difference), similarity was in focus 

rather than difference. In stati stical model, independent variable was difference in 

personality. Hence , statisti ca l negative reg ress ion coeffi c ience caused by difference of 

personalities conferred to pos itive correlation for the similarity of personalit ies . 

The result was depic ted in Figure 3.4, which empirically established both 

direct and indirect effect paths from difference (less similarity) of personality to success 

of mentorship. 

Difference in 
Mentor-Protege 

E - I Factor 

Difference in 
Mentor-Protege 

S - N Factor 

Difference in 
Mentor-Protege 

T - F Factor 

Difference in 
Mentor-Protege 

J - P Factor 

.26 

-.04 

Mentor's 
Mentoring 
Functions 

-.39 

Mentor
Protege 

Personality 
Difference 

-.59 

Protege's 

.59 

.00 

.12 

~----. 1 3 

Protege's 
Subjective 
Success 

.87 

Mentor's 
Mentorship 

Quality 

Mentor's 
Mentorship 

Leaming 

Protege's 
Mentorship 

Quality 

Protege's 
Mentorship 

Chi-Square=81.17, df=65 , p-value=.08497, GFI=.93, RMSR=.052, SRMR=.052, RMSEA=.040 

Figure 3.4 Lisrel model of similarity of personality to mentoring success 



Table 3.10 

Correlation matrix of mam model 

M-P 

M-P MBTI S- M-P M-P M_Role M .. Psych M_Mentor M_Mentor P _Role P_Psycho P_Menlor P_Mentor 

Standard MBTI E-I N MBTI T-F MBTI J-P M_Career Model asocial ship ship P _Career Model socia l ship ship 

Mean Deviation Absolute Absolute Absolute Absolute Score Score Score Quality Learning Score Score Score Quality Learning 

M-P MBTI E-I Absolute 11.19 803 (834) 

M-P MBTI SoN Absolute 8.17 6.10 0.02 (681) 

M-P MBTI T-F Absolute 10.32 8.18 0.08 0.05 (820) 

M-P MBTI J-P Absolute 9.64 7.47 -0.02 0.17 • 0.37 .. ( 834) 

M_Career Score 58.60 8.22 -0.15 -0.12 -0.09 0.00 

M_Role Model Score 19.08 3.44 -0.06 -0.06 0.00 -0.02 072 .. 

M_Psychosocial Score 33.58 4.07 -0.05 0.03 0.03 0.02 0.63 .. 0.62 .. 

M_Mentorship Quality 19.35 2.81 -0.13 0.03 -0.11 -004 0.41 •• OJO •• 0.52 -. (906) 

M_Mentorship Learning 17.99 2.99 -0.18 0.06 -0.06 -0.05 0.47 •• OJ3 .. 0.46 -. 0.56 •• ( 899) 

P _Career Score 57.56 10.32 -0.16 -0.13 -0.13 0.00 OJ1 .. 0.18 • 0.17 • 010 0.07 

P _Role Model Score 18.93 4.23 -0 .19 -010 -0.11 0.00 0.29 •• 0.27 •• 0.18 - 0.10 0.12 0.76 •• 

P _Psychosoc ial Score 32.54 4.81 -0.12 -0.03 -0 .12 0.02 0.14 0.06 0.06 0.06 0.04 0.76 .. 0.71 •• 

P _Mentorsh ip Quali ty 19.44 3.13 -0 .11 -0.01 -0.14 -003 0.09 -0.14 0.00 0.05 0.05 0.65 •• 0.53 -. 0.73 .- ( 906) 

P _Mentorshlp Learning 19.72 3.22 -011 0.00 -0.13 0.02 0.10 0.00 0.06 0.00 0.02 0.64 .. 0.54 •• 0.67 .- 0.77 .. ( 899) 

• Cornelation IS significant at the 0.05 level (2-tailed) . 

•• Correlation is significant at the 0.01 level (2-tailed). 
--" 

Figure in parenthesises along diagonal are Cronbach's a. of respective facto rs. --" 
OJ 
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Surprisingly, personality difference (less similarity) did not had negative 

direct effect on success in mentorship on both mentor's and protege's path. Instead, 

mentoring functions fully mediated all difference's (less similar) negative regression 

coefficiences on both mentor's and protege's paths. A full Lisrel output was displayed 

in Appendix E4. As one could expect, the less difference (more similar) in personality, 

the more mentoring functions were provided and received. (me_ntor's b = -.39, 

protege's b = -.59) The effect of mentoring function was highly translated to mentoring 

success. (mentor's b = .59, protege's b = .87) Indirect effect of each other's success 

of mentorship through counterpart's success was too small in magnitude, which could 

be omitted to keep main model parsimonious. Effects between difference (less 

similarity) of personality and success of mentorship were summarized in Table 3.11. 

Table 3.11 

Effect of personality difference on success of mentorship 

Direct effect 

Indirect effect 

Total effect 

(-.39 x .59) 

Mentor 

.00 

-.23 

-.23 

(-.59 x .87) 

Protege 

.12 

-.52 

-.40 

A main model in Figure 3.4 needed a careful interpretation. On mentor's path, 

it was obvious that personality difference (less similarity) had no direct relationship at 

all with success of mentorship. (b = .00) Personality difference (less similarity) 

negatively correlated with mentor's mentoring functions (b = -.39) and mentoring 

functions translated well to mentor's success in mentorship. (b = .59) Total effect of 

b = -.23 came solely from indirect effect path where for mentoring functions act as a full 

mediator. 

The cause and effect path on protege's side was quite difficult to explain. 

The direct positive relationship between difference (less similarity) of personality with 

protege's success in mentorship (b = .12) was inconsistent neither with literature 
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reviews nor with mentor's path . Upon close inspection of correlation matrix in Table 

3.10, correlations between protege's mentoring functions and protege's successes in 

mentorship were outstanding high (r = .53 to .73) whereby mentor's sides were lower. 

(r = .30 to .52) Moreover. negative correlations between difference in personalities and 

mentoring functions of protege were greater in magnitude (r = .00 to - .19) than 

mentor's. (r = 00 to -.15) Multiplying the above two correlations, indirect effect path ot 

protege was much higher than mentor's path. At the same time, correlations between 

personality differences and protege's success in mentorship (r = .00 to - .14) were not 

much different from mentor's (r= .06 to -.18). While direct path of mentor in the model 

was b =.00, direct effect of protege was inevitably turned to positive value because 

protege's direct effect had to discount its indirect effect in order to achieve total effect 

as per empirical data . Additional analysis of this relationship was discussed in the next 

chapter. The cause of positive association, if it was true relationship at all, could not be 

answered by quantitative research. Qualitative interview research was a more 

appropriate way to find the causation. 

Lisrel model showed that protege's indirect effect (b = -.52) was higher than 

mentor's. (b = -.23) Even discounting by its direct effect, protege's total effect 

(b = -AO) was still larger than mentor's total effect. (b = -.23) This phenomenon 

pOinted that protege who received mentoring functions derived success in mentorship 

largely (b = .87) than mentor who gave them. (b = .59) This obviously demonstrated 

that mentor valued the benefits of mentoring far less than protege. If mentors did not 

value the benefits of mentoring on their own behalf, it might cause an infectiveness of 

mentoring as reviewed earlier. 
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Competing Model 

Prior to execution of competing model, a condition by which alternative 

measurement correlated with MBTI had to be satisfied. A conceptual model of Figure 

2.4 was repeated here for ease of reference. 

}1E-1 }1E-1 

}1S-N }1S-N 

}1T-F }1T-F 

}1J-P MBTI }1J -P Perceived Self 
(Alternative) 

Figure 2.4 MANOVA to test whether self-reported personality correlated with MBTI 

MANOVA analysis failed to established equality of above vector of means. 

(centroids) Pairing correlations of MBTI's scores with alternative measurement were 

E-I's r = .630, S-N's r = .212, T-F's r = .514, and J-P's r = .219. These correlations were 

moderate to low and did not satisfy the requirement of r = .60 to .80 as being good 

correlated. (Wiratchai, 2007) A multi-group Lisrel also failed to establish goodness of fit 

for model using difference scales. A chi-square of more than one thousand was left 

from the analysis. This huge difference resulted from the attempt to compare two totally 

difference scale, even though they were measuring the same construct. Additional 

explanation was discussed in next chapter. 

What competing model really needed was that alternative measurement was 

as good as MBTI in telling difference of two persons. The method usually used to 

perform item analysis was a power of alternative measurement to discriminate the high 

and low group. For MBTI personality preferences, it deemed to be a more appropriate 

analysis to satisfy the condition in this particular si tuation . The result was displayed in 

Table 3.12 . 
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Table 3.12 

Ability of alternative measurement items to discriminate high and low group of MBTI 

Alternative Likert- Personality Item analysis using high group and low group n = 334 

MBTI personality preference High group of MBTI LOW group of MBTI 

preferences questions factors n M SO n M SO t P 

IE12 MBTI # 12 (B) Extraversion 92 3.78 .768 111 2.77 .871 8.658 .000'" 

EI4 MBTI # 4 (B) Introversion 92 2.37 .861 111 3.59 .814 -10.267 .000'" 

NS5 MBTI # 5 (B) Sensing 93 3.86 .523 95 3.84 .673 .206 0.419 

NS24 MBTI # 24 (A) Intuition 93 3.57 .865 95 4.01 .779 -3.669 .000'" 

FT16 MBTI # 16 (B) Thinking 111 4.11 .623 98 3.32 .667 8.830 .000'" 

FT06 MBTI # 6 (A) Feeling 111 2.91 .720 98 3.60 .809 -6.495 .000'" 

PJ07 MBTI # 7 (B) Judging 112 4.23 .569 102 3.57 .668 7.786 .000'" 

PJ02 MBTI # 2 (A) Perceiving 112 2.61 .649 102 3.17 .891 -5.209 .000** 

Self reported E-I Score E -I 92 1.41 1.224 111 -.81 1.290 12.576 .000'" 

Self reported S-N Score S-N 93 .29 . 904 95 -. 17 .941 3.407 .001 ••• 

Self reported T -F Score T-F 111 1.20 1.007 98 -.29 .995 10.689 .000'" 

Self reported J-P Score J-P 112 1.21 1.108 102 .72 1.111 3.224 .001 ••• 

The items of introversion, intuition, feeling, and perceiving had negative 

t - values because they were reverse questions of the respective high-low groups. 

The result showed that only one item of sensing factor was not significance. Otherwise, 

the alternative measurements had the power to discriminate high and low MBTI groups 

very significantly at p level of no more than .001. Nevertheless, when sensing coupled 

with intuition factor, S-N factor was significant at p = .001. Competing model used 

couple of items as independent variable, namely E-I, S-N, T-F, and J-P. These four 

variables were shown in Table 3.12 as having power to discriminate high and low 

group of personality preference at significant level of no more than p = .001. 

The above results convinced that alternative measurement was good enough 

to measure personality preferences on one condition that it must compare result with its 

own scale. This finding was important because it allowed a person to measure one's 

own perception of personality, personality of non-existing ideal mentoring counterpart, 

and perception of mentoring counterpart's personality. All these scores could 

! 
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legitimately be compared with each other since they were measuring the same 

construct by same sca le. 

Purpose of Study Number Five 

Before proceeding to competing model , a successive MANOVA testing of 

alternative measurement was conducted to evaluate similarity of perception between 

self and ideal mentoring counterpart as depicted in following Figure 2.6. 

j1E- 1 

j1S- N 

j1T - F 

j1 J - P Perceived Self 
(Alternative) 

j1 J - P Ideal counterpart 
(Alternative) 

Figure 2.6 MANOVA to test whether one wanted counterpart to be an image of self 

The result showed that MANOVA was significant at p - va lue = .000. (Table 

3.13) It meant that perception of self-personality was not the same as ideal mentoring 

counterpart. This finding did not support Kram's (1985) notion whether one wanted 

mentoring counterpart to be an image of self. Contrast analysis showed F value 

significantly in all four means at p < .001. 

Table 3.13 

MANOVA result of perceived self and ideal counterpart 

Perceived Ideal Mean 

Phase of mentoring self counterpart Difference Sig .(a} Value F Sig. 

Extraversion-I ntroversion 0 .33 0.94 

Sensing-Intuition 0.08 0 .80 

Thinking-Feeling 0.53 1.20 

Judging-Perceiving 1.00 1.00 

Groups -0.28 0.000 ... 

Pillai's trace 0.384 68.71 0 .000 ... 

Wilks' lambda 0 .616 68.71 0.000 ... 

Hotelling's trace 0.623 68.71 0.000 ... 

Roy's largest root 0.623 68.71 0.000'" 

• The mean difference is significant atp <.05 

•• The mean difference is significant atp <.01 

... The mean difference is significant atp ::; .001 

(a) Adjustment for multiple comparisons: 

Least Significant Difference (equivalent to no adjustments). 
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Purpose of Study Number Six 

The last study of this thesis was a proposal of competing model. In order to 

be able to evaluate competing model, main model was rearranged for ca lculation by 

individually basis . Correlation matrix was in Table 3.14 and result in Figure 3.5. Lisrel 

output was shown in Appendix E5 . 

Difference in 
Mentor-Protege 

E - I Factor 

Difference in 
Mentor-Protege 

S - N Factor 

Difference in 
Mentor-Protege 

T - F Factor 

Difference in 
Mentor-Protege 

J - P Factor 

. 64 
. B~7 

/ lndiVidual'S ~ 
( Mentoring ~ 

~' ~ 
.34 -.37 .77 

06~ ~.~ .B6 
----------I· Perceived '( Subjective " 

. ,-- - -15 . I _______ Personality . Success 

.2 7~ ~.75 

.02 

Individual 
Mentorship 

Quality 

Individual 
Mentorship 

Learning 

Chi-Square=27 .62, df=20 , p-value=. U 8130, GFI=.98, RMSR=.028, SRMR=.028, RMSEA=035 

Figure 3.5 Main model calculating individually to compare with competing model 

By using similar structure, except for the method of measuring of differences 

in personality, competing model's correlation matrix was in Table 3.15. Result was in 

following Figure 3.6. A brief Lisrel output was in Appendix E6 . Path and size of effect 

as in Table 3.16. 

Difference in 
Ideal - Perceived 

E - I Factor 

Difference in 
Ideal - Perceived 

S - N Factor 

Difference in 
Ideal - Perceived 

T - F Factor 

Difference in 
Ideal - Perceived 

J - P Factor 

.50 - .14 .78 

Ideal-
Perceived . 

~ ~~~::~: ) --- -.22 .55/ ~ 
.43 

Individual 
Subjective 
Success 

Of Mentorshi .77., 

Individual 
Mentorship 

Quality 

Individual 
Mentorship 

Learning 

Chi-Square=29.02, df=21 , p-value= 11349, GFI=.98, RMSR=.035, SRMR=.035, RMSEA=.034 

Figure 3.6 Competing model using alternative personality measurement 



Table 3.14 

Correlation matrix of main model calculated on individual 

Standard M-P MBTI M-P MBTI M-P MBTI M-P MBTI Role 

E-I S-N T-F J-P Career Model Psychoso Mentorship Mentorship 

Mean Deviation Absolute Absolute Absolute Absolute Score Score cial Score Qua lity Learning 

M-P MBTI E-I Absolute 11.19 8.02 1.00 

M-P MBTI S-N Absolute 8.17 6.09 0.02 ** 1.00 

M-P MBTI T-F Absolute 10.32 8.17 0.08 ** 0.05 ** 1.00 

M-P MBTI J-P Absolute 9.64 7.46 -0.02 .. 0.17 .. 0.37 YO 1.00 

Career Score 58.08 9.33 -0.15 ** -0.12 -0.11 0.00 1.00 

Role Model Score 19.01 3.85 -0.13** -0.08 -0.06 " -0.01 075 ** 1.00 

Psychosocial Score 33.06 4.47 -0.08 0.00 -0.05 0.02 0.70 ** 0.67 ** 1.00 

Mentorship Quality 19.39 2.97 -0.12 ** 0.01 -0.12 " -0.04 0.55 ** 0.43 ** 0.63 ** 1.00 

Mentorship Learning 18.85 3.22 -0.14 ** 0.03 -0.09 •• -0. 02 " 0.53 ** 0.43 ** 0.52 ** 0.65 YO 1.00 

** Correlation is significant at the 0.01 level (2-tailed). 

* Correlation is significant at the 0.05 level (2-tailed). -" 
N 
W 
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Table 3.15 

Correlation matrix of competing model 

Ideal Iideal Ideal Ideal 

Standard Perceived Perceived Perceived Perceived Role Psychoso 

E-I S-N T-F J-P Career Model cial Mentorship Mentorship 

Mean Deviation Absolute Absolute Absolute Absolute Function Function Function Quality Learning 

Ideal Perceived E-I Absolute 1.19 1.32 1.00 

Iideal Perceived S-N Absolute 0.59 0.71 0.15 ** 1.00 

Ideal Perceived T-F Absolute 0.93 1.10 0.28 tv 0.15 ** 1.00 

Ideal Perceived J-P Absolute 0.72 0.91 0.20 tv 0.15 ** 0.40 .. 1.00 

Career Function 58.13 9.29 -0.19 ** -0.01 -0.08 -0.05 1.00 

Role Model Function 19.02 3.83 -0.15** 0.01 -0.11 * -0.09 0.7 4 ** 1.00 

Psychosocial Function 33.05 4.44 -0.07 0.04 -0.08 -0.02 0.70 ** 0.66 ** 100 

Mentorship Quality 19.41 2.98 -0.14 ** -0.05 -0.13 * -0.10 0.54 ** 0.42 ** 0.63 *' 100 

Mentorship Learning 18.84 3.25 -0.17 ** -0.08 -0.20 ** -0.12 * 0.52 ** 0.41 ** 0.53 ** 0.66 ** 1.00 

** Correlation is significant at the 0.01 level (2-tailed). 

* Correlation is significant at the 0.05 level (2-tailed). N ..,. 
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Table 3.16 

Main model calculate individually compare to competing model 

Main model calculated individually 

Direct effect 

Indirect effect 

Total effect 

(-.37 x .77) 

-.15 

-.28 

-.43 

Competing model 

-.22 

(-.14 x .78) -. 11 

-.33 
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The result indicated that perceived personality difference (or less similarity) 

played an importance role on individual 's perception of mentoring success. In 

competing model , difference (or less similarity) of perceived personality between ideal 

and actual mentoring counterpart had direct negative effect (b = -.22) while main 

model calculated individually in Figure 3.5 indicated direct effect of b = -.15. 

Competing model suggested that perception was really matters more than actual 

difference in personality. The more perception of counterpart's personality was similar 

to an ideal figure, the more that individual felt directly success in mentorship. Similar to 

main model ca lculate individually (b = -.37 x .77= -.28), mentor functions of competing 

model acted as a mediator but to a lower indirect effect (b = -.14 x .78= -.11) . 

Competing model's path and effects conformed to main model calculating individually 

but to the lesser extent. Despite competing model used only eight questions from part 

one of MBTI ; it gave worthy information. Therefore, it was convinced that competing 

model was vital for further study. 



CHAPTER IV 

DI SCUSSION 

After extracting as much information as poss ible out of sing le set of data, 

many issues had to be addressed. Findings in chapter three were presented in 

sequences of statistical procedures. Some findings had to be established in order for 

another procedure to begin. In this chapter, discussion was presented by the order of 

their importance to thesis's topics. Looking at a large picture, result findings in 

previous chapter supported all research objectives of this thesis. Nevertheless, there 

was a point that personality difference (less similar) positively direct correlated with 

protege's success of mentorship. This relationship was clarified in this chapter. 

Difference in 
Mentor-Protege 

E -I Factor 

Difference in 
Mentor-Protege 

S - N Factor 

Difference in 
Mentor-Protege 

T - F Factor 

Difference in 
Mentor-Protege 

J - P Factor 
Protege's 
Mentoring 
Functions 

Main Model 

.00 

~---.13 

Mentor's 
Subjective 
Success 

of Mentorshi .80 .• 

Protege's .8i' 
Subjective 
Success 

of Mentorshill .87 

----- 08~ 

Mentor's 
Mentorship 

Quality 

Mentor's 
Mentorship 
Learning 

Protege's 
Mentorship 

Quality 

Protege's 
Mentorship 
Learning 

Chi-Square=81.17, df=65, p-value=.08497, GFI=.93, RMSR=.052, SRMR=.052, RMSEA=.040 

Figure 3.4 Lisrel model of similarity of personality to mentoring success 
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This main model used differences of mentor's and protege's personality score 

as measured by MBTI form M but in absolute value. Differences in four personality 

factors composed a construct of difference in personality . The higher the score was 

the more differences of personalities between mentoring pairs were. This made a 

linear sca le of difference whereby zero was a perfec t match between two persons. The 

objective of this thesis was focused on similarity of personality, which was opposite to 

statistical illustrations. In discussion section, personality similarity was preferred for 

discussion rather than differences. Therefore, minu s sign of regression coefficient (- b) 

was interpreted as a positive correlation when mentioned the similarity. On the other 

hand, plus sign of regression coefficience (+ b) was negative correlation associated 

with similarity. 

Result in main model suggested that similarity of personality enhanced 

mentoring function on both side of mentoring pairs . This confirmed Allen and Eby's 

(2003) similarity attraction paradigm. Similarity of personality increased the level of 

comfort and enhanced communication between mentor and protege. Thus , personality 

fit increased effectiveness of mentoring. The result on Figure 3.4 further showed that 

effectiveness solely derived from amount of mentoring functions . Mentoring functions 

act as strong mediator for success in mentorship. Mentor's regression coefficience of 

mentoring function to mentoring success was b = .59. (protege's b = .87) This finding 

was important. Having these high correlations, any attempt to increase mentoring 

functions would successfully translate to success of mentorship. Besides personality 

fit, there were many factors that helped increase amount and level of mentoring 

function. Organization could promote mentoring functions in order to help its 

employee's success in mentorship. Existing researches showed that successful 

mentoring provided proteges with significant benefits. They included but not limited to 

higher salary, overall compensations, career advancement, number of promotions, 

career satisfaction, (Allen, Poteet, Russell et aI., 1997; Day & Allen, 2004), self-esteem, 

organization commitment, organization recognition, (Eby, Durley et aI., 2006) 

organization socialization, (Chao , 1997) intent to stay, tenure with organization, self-
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esteem, lower work stress, and lower work-family conflict. (Underhill, 2006) Mentor's 

successes in mentorship benefited their own career enhancement, intelligence

information , advisory role, and psychic rewards. (Scandura & Williams, 2001) 

Organization also benefited from mentoring success of its employees. (Pollock, 1995) 

Direct effect of similarity of_personality adversely affected success in 

mentorship but in relatively small magnitude. Even though it contradicted to literature 

reviews and to common sense, personality fit of protege path discounted the success 

in mentorship. Nevertheless, total effect of mentor's side (b = -.23) and protege's side 

(b = -.39) were still substantial after discounts as demonstrated in Table 3.11. The 

mechanism as how personality fit reversely impacted success of mentorship was not 

fully understood. Only explanation could be offered here was the extraordinary high 

correlation coefficience of protege's mentoring functions with success of mentorship. It 

then made protege's direct effect correlation coefficience positive value and 

discounted the indirect effect in order to derive at total effect as indicated by empirical 

data . The direct effect of personality fit to success of mentors hip was not truly positive 

value as illustrated in altered main model of Figure 3.5 and subsequent analysis in this 

chapter. However if there was any chance that personality fit indeed discounted the 

effectiveness of mentoring, a further qualitative research should be conducted to find 

the nature of such relationship. Another interesting point was that psychosocial 

mentoring function had correlation with mentorship quality . 

(mentor's r = .13 and protege's r =.08) This partly supported Allen and Eby's (2003) 

literature that relationship (mentorship) quality related to psychosocial functions. The 

relationship (mentorship) learning related to career functions. 

Table 4.1 illustrated detailed path effects of main model. Path analysis 

confirmed what had been found in previous chapter that mentoring functions fully 

mediated indirect effects of main model. 
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Table 4.1 

Lisrel's interpretation of main model's structural equation 

Paths Regression Standard Standard ized 

Coefficience Error Solution 
From To (b) (Sf) (/3) 

Common Variables (Lambda-X Matrix) 

Extraversion-Introversion Personality Difference 26 .12 2.20* .26 

Sensing-Intuition Personality Difference 18 .12 1.53 .18 

Thinking-Feeling Personality Difference .19 .12 1.59 .19 

Judging-Perceiving Personality Difference -.04 .12 -.31 -.04 

Mentor's Path (Lambda-Y Matrix) 

Career Related Mentoring Functions 1.00 1.02 

Role Model Mentoring Functions .70 .10 7.05*** .71 

Psychosoc ial Mentoring Functions .86 .08 10.27*** .87 

Mentoring Quality Success in Mentorship .68 .68 

Mentoring Learning Success in Mentorship .80 14 5.94*** .80 

Mentor's Path (Gamma Matrix) 

Personality Difference Mentoring Functions -.39 .13 -3.01 ** -.39 

Personality Difference Success in Mentorship .00 .14 0.03 .00 

Mentor's Path (Beta Matrix) 

Mentoring Functions Success in Mentorship .59 .14 4.13*** .61 

Protege's Path (Lambda-Y Matrix) 

Career Related Mentoring Functions .95 .95 

Role Model Mentoring Functions .79 .07 11.55*** .79 

Psychosocial Mentoring Functions .90 .06 14.25*** .90 

Mentoring Quality Success in Mentorship .87 .87 

Mentoring Learning Success in Mentorship .87 .07 12.19*** .87 

Protege's Path (Gamma Matrix) 

Personality Difference Mentoring Functions -.59 .18 -3. 39*** -.59 

Personality Difference Success in Mentorship .12 .17 0.70 .12 

Protege's Path (Beta Matrix) 

Mentoring Functions Success in Mentorship .87 .14 6.08*** .87 

*Correlation is significant at the 0.05 level (2-tailed). 

**Correlation is significant at the 0.01 level (2-tailed). 

*** Correlation is significant at the 0.001 level (2-tailed) . 
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Direct effects, indirect effect, and total effect were illustrated in Table 4.2. 

Table 4.2 

Analysis of effect paths in main model 

Paths Direct Indirect Total Carre Factor 

Effect Effect Effect latian Score 
From To 

b (Sf) b (Sf) b (Sf) Regression 

Mentor's Path (KSI on ETA) 

Personality Difference Mentoring Functions -.39 (.13) -.39 (.13) -.39 

Personality Difference Success in Mentorship .00 (.14) -.23 (.10) -.23 (.15) -.23 

Mentor's Path (ETA on ETA) 

Mentoring Functions Success in Mentorship .59 (.14) .59 (.14) .60 

Mentor's Path (ETA on Y) 

Career Related Mentoring Functions 1.00 .97 

Role Model Mentoring Functions .70 (.10) -.24 

Psychosocial Mentoring Functions .86 (.08) .53 

Mentoring Quality Success in Mentorship .68 .29 

Mentoring Learning Success in Mentorship .80 (.14) .52 

Mentor's Path (KSI on Y) 

Personality Difference Career Related -.39 (.13) -.23 

Personality Difference Role Model -.27 (.10) .06 

Personality Difference Psychosocial -.34 (.11) -.12 

Personality Difference Mentoring Quality -.16 (.10) .04 

Personality Difference Mentoring Learning -.19 (.12) .01 

Protege's Path (KSI on ETA) 

Personality Difference Mentoring Functions .59(.18) .59 (.18) -.59 

Personality Difference Success in Mentorship .12 (.17) -.52 (.19) .40 (.17) -.40 

Protege's Path (ETA on ETA) 

Mentoring Functions Success in Mentorship .87( .14) .87 (.14) .80 

Protege's Path (ETA on Y) 

Career Related Mentoring Functions .95 .61 

Role Model Mentoring Functions .79 (.07) .03 

Psychosocial Mentoring Functions .90 (.06) .44 

Mentoring Quality Success in Mentorship .87 .42 

Mentoring Learning Success in Mentorship .87 (.07) .41 

Protege's Path (KSI on Y) 

Personality Difference Career Related -.57 (.17) -.34 

Personality Difference Role Model -.47(.14) -.01 

Personality Difference Psychosocial -.54 (.16) -.27 

Personality Difference Mentoring Quality -.35 (.15) .13 

Personality Difference Mentoring Learning -.35 (.15) .03 
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Data from Table 4.1 provided evidence that direct effect from difference in 

personality (or less similarity) might not positively correlate with success in mentorship. 

The mentioned direct effect in protege's part was b = + .12 but having a t - value of only 

0.70. This was not significant at all. Also, mentor's direct effect from difference in 

personality (or less similarity) to success in mentorship was b = .00 with a t - value of 

0.03, which was not significant either. Moreover, detailed analysis from Lisrel report of 

altered main model in Figure 3.5 showed total effect of same relationship was b = -.37, 

SE = .17, and t - value of -2.47*. While at the same time, indirect effect was b = -.28, 

SE = .12, and t - value of -2.35*. This should leave direct effect in negative sign of 

b = -.15. (SE = .13, t = -1.15) Even though it was not significant at p = .05 , t - value of 

-1.15 supported that the aforementioned direct effect might not be positive value . 

The competing model in Figure 3.6 illustrated the same evidence by having 

total effect of b = -.43, SE = .17, and t - value of -2.21 *. While at the same time, 

indirect effect was b = -.28, SE = .12 , and t - value of -2.35*. This should leave direct 

effect of b = -.22 significantly. (SE = .07, t = -3.42***) The above discussions should 

clarify that direct effect from difference in personality (or less similarity) might not 

positively correlate with success in mentorship. The question remained only how this 

phenomenon happened in main model. 

Besides statistical explanations, research design itself might contribute to this 

phenomenon. The surveys in this research specified the names of both mentors and 

proteges in the questionnaires. Questionnaires were directed to respective 

respondents. The responses were returned in sealed envelopes marked with 

"confidential" emblem. However, for skeptical respondents, confidentiality issue might 

not be strongly persuasive to them. Therefore, some respondents might not regarded 

questionnaires as anonymous. There had a chance that responses might be inflated in 

favor of self-image enhancement. Then, it was suggested that future research should 

look into the matter of anonymity in its design to prevent bias in the responses. 
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Chi-Square=2762, df=20, p-value=,11880, GFI=.98 , RMSR=,028, SRMR=.028, RMSEA=,035 

Figure 3,5 Main model calculating individually to compare with competing model 
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Figure 3,6 Competing model using alternative personality measurement 

Competing model utilized alternative measurement Each person described 

perceptions of ideal and existing mentoring counterparts' personalities_ The 

differences between two personality scores determined how success mentorship was , 

This competing model had illustrated that mentor and protege had pictures of ideal 

counterparts' personalities but they were not the same as existing perception of 

counterparts, MANOVA in purpose of study number five had established these 

differences at significance level of p =.001 . This difference allowed competing model 
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to converge successfully in Lisrel. Finding in competing model indicated that the less 

difference (more similar) existing counterpart to ideal personality was , the more such 

individual felt directly success in mentorship. (b = -.22) Another portion of effect 

(b = -14 x .78 = -.11) indirectly influenced mentoring success by mediating through 

mentoring functions. Comparing compete model in Figure 3.6 with comparable main 

model measured individually (Figure 3.5), both model were consistent, only differ in 

magnitude of effects. 

One important point that Figure 3.5 and 3.6 illustrated was the difference in 

factor loadings of MBTI and alternative personality measurement scale. Even though 

both scales were measuring the same construct, their factor loadings were totally 

weighed to opposite directions . That was why MANOVA and matched pairs correlation 

could never establish the similarity of both methods. 

Mentoring Functions 

When Ragins and McFarlin (1990) added two mentoring functions, they had 

indicated that both factors belong to psychosocial. During that period, role model had 

not yet been identified as the third function. Confirmatory factor analysis in following 

Figure 3.1 clearly established that social relationship belonged to career function and 

parental role belonged to role model function . 

.91 

. 13,--_ 

Role Modeling 
Functions 

.86 

Psychosocial I 
\ Functions " 

~ 
.96~ 

Chi-Square=48.18, df=34 , p-value=.05432, GFI=.98, RMSR=.027, SRMR=.027, RMSEA=.035 

Figure 3.1 Confirmatory factor analysis of mentor role instrument 
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Therefore, mentoring functions in Figure 1.1 were proposed to be rearranged 

as per Figure 4.1. 

Career functions Role modeling function Psychosocial functions 

Sponsorship Role modeling Acceptance-and-confirmation 

Exposure-and-visibility Parental role Counseling 

Coaching Friendship 

Protection 

Challenging assignments 

Social relationship 

Figure 4.1 Proposed three mentoring functions with eleven elements 

Mentoring Issues 

Confirmatory factor analysis confirmed Allen and Eby's (2003) relationship 

(mentorship) quality (Cronbach's a = .906) and relationship (mentorship) learning. 

(Cronbach's a = .899) Internal consistencies were even higher than originally 
. 

developed in 2003. This thesis confirmed that cross-sectional subjective success of 

mentorship could be used in lieu of objective career success in studying of mentoring 

in workplace. 

This thesis confirmed Kram's (1985) initiation phase and cultivation phase of 

mentoring that difference phases of mentoring provided different levels of mentoring 

functions. Phase changing for this particular subject group was four months as 

indicated in Table 4.4. The ANOVA contrast analysis showed that Initiation phase and 

cultivation phase received different mentoring functions in all perspectives significantly. 

This earlier phase changing did not have any support whether it was more effective 

program implementation than average six to twelve months according to Kram. 

Instead, it correlated with legal probation period . Proteges were more active to 

approach their mentors during the first four months of employment. Once they 

received permanent employee status, they were less active. So did mentors, they 

viewed mentoring as duty rather than their own benefits . 
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Table 4.3 

Contrast analysis of MANOVA testing the mentoring functions at differen ce phase 

Hypo Error 

Multiva riate Tests Value F thesis df df Sig. 
MenPhase Pillai's Trace .035 3.948 3 330 .009 
4 Months Wilks' Lambda .965 3.948 3 330 .009 

Hotelling's Trace .036 3.948 3 330 .009 
Roy's Largest Root .036 3.948 3 330 .009 

Type III 
Dependent Sum of Mean 

Source Variables Square df Square F Sig. 
Mentoring Career Related 2.203 2.203 8.450 .004** 
Function Role Model 4.390 4.390 11 .083 .001 *** 

Psychosocial .951 1 .951 3.951 .048* 
Error Career Related 86.545 332 .261 

Role Model 131.522 332 .396 
Psychosoc ial 79.928 332 .24 1 

Total Ca reer Related 88.7 48 333 
Role Model 175.942 333 
Psychosoc ial 80.879 333 

1) Box's M = 11.263, df = (6,231381.6), p = .085. 

2) Levene's Test: Career Related F = 3.231, P = .073; Role Model F = .571 , P = .450; 

Psychosocial F = 2.041, P = .154; df = (1/332) 

3) *Correlation is significant at the 0.05 level (2-tailed). 

**Correlation is significant at the 0.01 level (2-tailed) . 

*** Correlation is significant at the 0.001 level (2-tailed). 

Mentors did not actively engage in mentoring efforts. The level of mentoring 

functions depended on protege's effort. Some protege realized the benefits of 

mentoring and continued the pursuing of mentoring but some just faded away. This 

particular organization set a mandatory mentoring period of one year but there was 

neither following up program nor evaluation of mentoring activities. The remaining 

mentoring pairs after twelve months were truly at their own accord which were referred 

as "hybrid" mentoring relationship whereby formal mentoring becoming informal-like 

mentoring relationship, according to Allen and Eby. (2003) 
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Item Analysis Issues 

Literature reviews had indicated that MBTI was continuous data rather than 

categorical one. (Arnau et ai., 2003) Therefore it better was studied as trait personality . 

approach as demonstrated in this thesis. Using type personality approach, 

unfortunately, would omit valuable information containing in this 93-items questionnaire. 

However, MBTI employed type personality approach in its commercial application . 

According to its package design, commercial MBTI was meant to be used by self

administered and be quickly calculated by adding and subtracting. No statistical 

procedure was required. Then, applicant arrived at four letters personality type (i.e. 

ISTJ) out of pre-defined sixteen types. Because of its ease of use, MBTI received 

popularity among training and development practitioners. On the other hand, its lack of 

information made itself less popular among academic researchers. 

Being a questionnaire of forced choice by two answers, it was more difficult to 

establish reliability than ordinary five-point Likert type scale. As experienced from pilot 

test of this thesis, MBTI required more than 60 questionnaires to establish reliability by 

using item response theory. It required even higher number of pilot questionnaire if 

researcher planned to use corrected item-total consistency method. This thesis found 

the numbers for items analysis between 60 and 255. 



CHAPTER V 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

Summary 

Mentoring offered a great deal of benefits to protege, mentor, and 

organization. During the past two decades, a large number of organizations in the US 

had been implementing formal mentoring program as a personal development tool. 

Some organizations were successful but some doubt the effectiveness of time and 

resource investing in mentoring program. Without proper support from academic and 

researcher, little was understood regarding the psychologica l mechanism of mentoring. 

Until recently, academic and sc holar had focused their effort and research on 

mentoring as an emerging subject matter. Nearly a half of mentoring literatures 

available today had Just been published after the turn of millennium . Knowledge body 

of mentoring had been accumulating. So did finding of this thesis, it empirically 

confirmed that personality fit positively contributed to success of mentorship by means 

of mentoring functions. The effect from similarity of personality was too important to 

ignore since its regress ion coefficience with success of mentorship was over the beta 

of .30. 

This thesis had empirically confirmed that mentoring consists of eleven 

. functions , which could be categorized into three constructs : career related, role model, 

and psychosocial aspects. Nevertheless, these functions and constructs were inter

correlated to certain degree, researcher should aware an issue of multicollinearity when 

dealing with mentoring functions. This thesis also found that perception of personality 

fit by individual (competing model) was as good as personality testing instrument 

(MBTI) in indicating similarity of personality. It could be used to determine the success 

of mentorship. By coming up with a good Lisrel model, this thesis supported a cross

sectional research design by using subjective success of mentorship. This finding 

advocated Allen et al.'s (2004) proposition that subjective career success was equally 
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important for professional health comparing to objective career success. This cross 

sectional research design helped shorten the period of long and enduring process of 

objective career success measuring. 

Conclusions 

Above summary section had concluded mechanisms of mentoring functions, 

path and effects of various factors, and constructs in mentoring. With confidence, 

research in this thesis confirmed its proposition that personality fit indeed influenced 

the success of mentorship. One of interesting finding was that the influence of 

personality's similarity indirectly increased effectiveness of success in mentors hip 

through level of mentoring functions . Direct effect, however, might need further 

qualitative research to clarify its relationship that happened in this thesis. The 

proposed competing model, which employed perception of personality instead of 

personality measurement, gave similar result as main model but with less magnitude of 

regression coefficiences . This thesis proposed a regrouping of Ragins and McFarlin's 

(1990) eleven mentoring functions into three constructs as per Figure 4.1. Social 

relationship belonged to career related group. Parental role belonged to role model 

group. This thesis confirmed followings: 

1) Allen and Eby's (2003) similarity attraction paradigm, 

2) Allen and Eby's finding that psychosocial function related to learning 

(mentorship) quality, 

3) Kram's (1985) phases of mentoring provided different mentoring functions, 

4) existing three constructs of mentoring functions, which were concluded 

by several authoritative researchers in mentoring fields, 

5) Ragins and McFarlin's eleven mentoring role instrument ,and 

6) formal mentoring could be implemented effectively by intervention at 

mentoring functions. 



However, this resea rch did not comply with following presumptions: 

1) Kram 's (1985) cultiva tion phase as having higher level of mentoring 

functions than initiation phase, 

2) Kram's notion that mentor wanted protege to be an image of self, and 
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3) MBTI could be administered as trait personality indicator as well as type 

indicator as its name implies. 

Policy Implementations 

Cross-gender mentoring had known issues of adversary effects. The 

organization, whereby this research was conducted, realized and tried to avoid cross 

gender mentoring . Desc ripti ve data showed that one quarter of parings was cross 

gender pairing. Organization could either avoid future cross gender pairing and took 

proactive measurements for cross gender mentoring . 

Mentors of current subjects group did not perceive benefits of being mentors 

as high as proteges' perception of their benefits. Interventions should be implemented 

to increase mentors' perception of benefits . They could be tangible interventions, such 

as monetary reward, performance evaluation, and public appraisement. Intangible 

interventions, such as coaching of mentoring skill, group counseling on mentors' 

benefits, and counseling to mid career mangers for purposive work life, also helped. 

Organization of existing study could improve effectiveness of employees' 

performance and satisfaction by increasing level of mentoring functions since they 

highly translated to success of mentorship. Organization's investments inc luded but 

not limited to : (1) providing central and privacy facility for mentoring , (2) instrument for 

distant mentoring, (3) work schedule to allow employees' free time for mentoring , (4) 

monetary and nonmonetary rewarding system, (5) pair matching interview and 

intervention, and (6) a counselor dedicated to mentoring program. 
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Organization could identify extremists by the personalities of E, I, S, T, and J, 

and exerted interventions such as group counseling, adding flexibility in their 

personality to improve communication and to avoid conflict with another of opposite 

personality trait. Thesis finding showed that employees after legal probation period 

reported decreasing mentoring function significantly. Organization could protect its 

mentoring investment by introducing evaluative mentoring program periodically. 

Following up programs should be extensive and enduring until cultivation phase 

employees report higher mentoring function level than those who were in initiation 

phase according to Kram's (1985) theory . 

Progress of Mentoring Subject Matter 

At time of writing final chapter of this thesis, The Blackwell handbook of 

mentoring: A multiple perspectives approach, edited by Tammy D. Allen and Lillian T. 

Eby, had just been available to public . On its forward page by Mark L. Savickas of 

Northeastern Ohio University - college of medicine, he noted, "At age 21, counting from 

Kram's 1985 book, mentoring research had reached its majority." (maturity) "The 

handbook signals this new status and consolidates ... " (Allen & Eby, 2007 p. xix) This 

handbook had classified mentoring into three areas: (1) youth mentoring, (2) student

faculty mentoring, and (3) workplace mentoring. 

By October 2007, there would be another handbook titled The handbook of 

mentoring at work : Theory, research , and practice, edited by Belle Rose Ragins and 

Kathy E. Kram, which was on pre-ordering at Amzon.com. With two academic books 

issuing in the same year, 2007 should be the year that mentoring subject matter caught 

on public attention. It was hoped that mentoring would becoming an academic subject 

matter by its own right by which academic institute would offer courses on mentoring. 

Thus, practitioners would be even more effective in conducting mentoring program. 
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Limitations 

Just like other self-reported survey, this study also encountered common 

method variance whereby participants were influenced by questionnaire itself. Another 

limitation was generalization of findings since this study was conducted at one large 

insurance company. There should be repeated studies in other occupational 

population and different culture in order to generalizing the result. Theoretically , pilot 

study should be conducted in separate population who had similar qualifications. 

This study used the same population as a pilot testing. Since there was no alteration in 

actual questionnaire, pilot data was also used in actual calculation. This compromised 

the reliability of study to a certain degree . 

Recommendations 

1. Organization of participants should concern above policy implementations 

2. Future researches should be conducted in other population, occupation, 

and culture in order for these findings to be generalized. 

3. Qualitative research was encouraged on psychological process of 

personality fit over success of mentorship. This also clarified direct effect 

path of personality fit to success of mentorship. 

4. There should be a study for optimum number of MBTl's pilot study using item 

response theory (IRT) and corrected item-total correlation (CITC). 

For academic research, validity and reliability were important and were 

needed to establish before the actual study. 

5. There should be further analysis for effect of cross gender paring over the 

relationship of personality fit and success of mentorship. 

6. There should be another research conducting with main model but using 

other personality-measuring instrument such as NEO-PI five-factor model of 

personality 
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derivative work crealed under tills Pennission Agreemenl in perpetuity to CPP. Inc. or as directed by 
CPP, immediately llpon completion and "ithout further consideration. 

CPP, INC. 

By ______ ~~~· ~~~~~Jt;~~·)(h··~~~~£t~J~ __ ------~
-. J ~l 

AuthoJRepn:scntatiyc ~ 

Dale ___ -'--'IILJ;j...L/!L..I.~-"O~(?"____ ___ . __ _ 

I AGREE TO DIE ABOVE CONDmONS " , ... --- -J' ----'- "-
By ,-:::..:~L. ( . 

Pitak Srisakolkit 

Datc_..:..\'_\...;,\:',-\~· ..::~:...:,,_J'_' S_,\;::.:,···...;'i __ ":L: -"-' -=-z_\...;~._(_· · _(:..,.. ____ _ 
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Print Page I of I 

From: Tammy Allen (PSY) (tallen@shell.cas.usfedu) 
To: pitak srisakolkit 
Date: Friday, September 1, 20066: II :02 PM 
Subject: Re: Thank you 

Dear Pitak, 

Yes, please feel free to use the items. The following can be used as a reference : 

Allen, T. D. , Eby, L. T., & Lentz, E. (2006a). Mentor and protege outcomes 
associated with formal mentoring programs: Closing the gap between research and 
practice. Journal of Applied Psychology, 91,1204-1221. 

Good luck with your research . 

Best, 

Tammy 

On Fri, 1 Sep 2006, pitak srisakolkit wrote: 

Dear Professor Tammy Allen, 

Thank you for your kind response. The items are exactly what 1 am looking for. 
I would like to ask your permission to use those items in the study and cited you as a 
reference . I will send you a thesis copy once finished, hopefully May 2007. 

Best regards, 

Pitak Srisakolkit 

********************************************************************* 
Tammy D. Allen, Ph.D. 
Professor 

4202 E. Fowler Avenue, PCD4118G 
Tampa, FL 33620-7200 

Industrial and Organizational Psychology 
The University of South Florida 
Department of Psychology 

Phone: (813)974-0484 
Fax: (813) 974-4617 
Email: tallen@luna.cas.usfedu 

USF Psychology homepage is http://www.cas.usfeduJpsychology/ 
********************************************************************* 

http://us.f339.mail.yahoo.com/dc/launch?.rand=ca3aI3quqns00 11 /812007 
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Print Page 1 of 1 

From: Belle Rose Ragins (Ragins@uwm .edu) 
To: pitak srisakolkit 
Date: Thursday, August 9, 2007 10:00:34 PM 
Subject: Re: Permission to use Mentor Role Instrument 

Dear Pitak 

Yes - you can use the instrument - I hope it is helpful. 

Please keep in mind that while the instrument assesses Kathy Kram's career 
development and psychosocial functioning roles -- I added additional roles 
(social/parent) to address cross-gender issues in mentoring relationships. That is 
explained in the attached article. 

Best in your research 

Belle 

Dear Professor Ragins, 

I, Pitak Srisakolkit, a graduate student of F acuIty of Psycho logy (Industrial and 
Organizational Psychology) Chulalongkorn University, Bangkok, Thailand, am 
conducting a thesis titled "A study of mentor-protege personality fit" in English. 

I would like to ask your kind permission to use 33-items Mentor Role Instrument as 
appeared in Ragins, B.R. , and Cotton. J. L. (1999) . Mentor functions and outcomes: A 
comparison of men and women in formal and informal mentoring relationship. 
Journal of Applied Psychology, 84(4), P.550. 

I shall send you a copy of my thesis upon completion. 

Thank you and best regards, 
Pitak Srisakolkit 
Student ID 4878299138 

Dr. Belle Rose Ragins 
Professor of Human Resource Management 
Sheldon B. Lubar School of Business 
3202 N. Maryland Avenue 
University of Wisconsin -M ilwaukee 
Milwaukee, WI 532 1 I U.S.A. 

e-mai l : Ragins@uwm.edu 
Home office: (4 I 4) 332-5 I 34 
School office :( 4 14) 229-6823 
School fax : (4 14)229-5999 
Home fax : (4 I 4) 332-8322 

http://\\'\V\ v. uwm. ed ulDept/B us i nessJfacu I ty Is ba f acu I ty/rag i ns .hlm I 
"J believe that unarmed truth and unconditional love will have the finat word in reality. 
That is why right, temporarily defeated, is stronger than evil triumphant. " 

---Dr. Martin Luther King, Jr. 
Nobel Peace Pri ze Acceptance Speech, Dec. 10. 1964. 

"W e haven't come a long way, we've come a short way. If we hadn't come a short way. no one would be calling us baby . 
" Elizabeth Janeway 

http://us.f339.mail.yahoo.com/dc/launch?.rand=ca3aI3quqnsoo 11 /8/2007 
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APPENDIX B 

Sample Items of MBTI Personality Questionnaire 



Sample Items From the 

Myers-Briggs Type Indicator Instrument® Form M 

By Katharine C. Briggs and Isabel Briggs-Myers 

Your answers will help show you how you like to IDOk at things and how you like to go 

about deciding things. There are no "right" and "wrong" answers to these questions 

Knowing your own preferences and learning about other people's can help you 

understand what your strengths are, what kinds of work you might enJoy, and how 

people with different preferences ca n relate to one another and contribute to society. 

Part I: Which answer comes closest to telling how you usually feel or act? 

16 Are you inclined to 

A. va lue sentiment more than logic, or 

B. va lue logic more than sentiment? 

20. Do you prefer to 

A. arrange dates, parties, etc., well in advance, or 

B. be free to do whatever looks like fun when the time comes? 

Part II: Which word in each pair appeals to you more? Think about what the words 

mean, not about how they look or sound. 

36. A. systematic 

58 . 

B. casual 

A. 

B. 

sensible 

fascinating 

Part III: Which answer comes closest to describing how you usually feel or act? 

59. When you start a big project that is due in a week, do you 

A. take time to list the separate things to be done and the order of doing them, or 

B. plunge right in? 

67. At parties do you 

A. do much of the talking, or 

B. let others do most of the talking? 
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Part IV: Which word in each pair appeals to you more? Think about what words mean , 

not about how they look or how they sound. 

79 A. imaginative 

B. reali stic 

91 A. devoted 

B. determined 

The sample items listed above were taken from the Myers-Briggs Type Indica tor® Form 

M Item Booklet, by Katharine C Briggs and Isabel Briggs Myers, copyright 1998 by 

Peter B Myers and Katharine D. Myers. All rights are reserved. Further reproduction is 

prohibited without written consent of the publisher, CPP, Inc. 

You may change the format of these items to your needs, but the wording may not be 

altered. You may not present these items to your readers as any kind of "mini

assessment." This permission only allows you to use these copyrighted items as an 

illustrative sample of items from this instrument. We have provided these items as 

samples so that we may maintain control over which items appear in the published 

media. This avoids an entire instrument appearing at once or in segments which may 

be pieced together to form a working instrument, protecting the validity and reliability for 

the instrument. Thank you for your cooperation. CPP, Inc. Licensing Department 

MBTI, Myers-Briggs , and Myers-Briggs Type Indicator are registered trademarks of the 

Myers-Briggs Type Indicator Trust in the United States and other countries. 

"Modified and reproduced by special permission of the Publisher, CPP, Inc., Mountain View, 94043 from Myers Briggs 

Type Indicato? Form-M by Katharine C. Briggs, Isabel Briggs Myers. Copyright 1998 by Peter B. Myers and 

Katharine D. Myers. All rights reseNed. Further reproduction is prohibited without the Publisher's written consent. 

Myers-Briggs Type Indicator, MBTI, Myers-Briggs, and Introduction to type are trademarks or registered trademarks 

of the Myers-Briggs type Indicator Trust in the United States and other countries." 
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APPENDIX C 

Questionnaire 
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Dear Participants, 

I, Pitak Srisakolkit - student ID 4878299138 - a graduate student of Industrial and 

Organizational Psychology of Chulalongkorn University, am conducting a thesis titled "A Study of 

Mentor-Protege Personality Fit." Mentoring is defined as follow: 

"A mentor, usually a senior and more experiences employee than a protege, commits to 

provide a protege with work related support and psychosocial support in order for a protege to 

progress in work status." 

I do hope that the information from this study will be of beneficial and increase 

effectiveness of mentoring process. The questionnaire includes names of both mentor and 

protege in order to correctly analyze the compatibility of personality and perceived mentorship 

effectiveness. Questionnaire will be treated confidentially for the benefit of educational purpose. 

I would like to thank all of you for the participation. 

Pitak Srisakolkit - Mobile phone 089-921 -8646 

Questionnaire consists of four sections whereby sections one to three ask your own opinion. 

Section four is your opinion toward mentoring counterpart whose name appeared on questionnaire. 

Your name _____________________ as Da mentor Da protege 

Your mentoring counterpart's name ____ ________ as Da mentor Da protege 

Age _____ years Gender Dmale Dfemale 

Duration of mentorship whit above counterpart. __ -,year(s) _ _ month(s) 

During the past 3 months, both of you have discussed the mentoring by average 

_____ times per month ; and by average each session last __ hour(s) ___ ,minute(s) 

Section One and Two 

The Myers-Briggs Type Inventory, which is the copyright protected material , does not 

displayed here. The sample items of the questionnaire are displayed in Appendix B of this thesis. 

"Research Edition Translation perlormed by Sirikanya PanbtanOfll3 on thiS date April 30. 2004. Translated and reproduced by special permission of the Publisher. CP? 
Inc .. Mountain View. CAl0130 from Myers-Briggs Type Indicato'" Form-M by Katharine C. Briggs, Isabel Briggs Myers. Copyright 1998 by Peler 8 . Myers and Katharine O. 
Myers. All rights reserved. Further reproducllon IS prohibited without the Publisher's written consent Myers-Briggs Type Indicator, M8TI. Myers-Briggs. and In troduction lO 
type are trade marks or registered trademaf1(s of the Myers-Brioos rype Indicator Trust in the United Siaies and other countries.'" 
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Section Three Please indicate your opinion toward each sentence by marking an X in an 

appropriate box, for example: 

l..,. r .... :I~· 811th s"h~ Strun}!.ly 
Your opinion toward the sentence OisiI,rt't 

Di~ru 
Equally 

At!rtt 
Al!f rt' 

I f you strongly disagree Please mark an X in this box X 

, I f you di sagree Please mark an X in thi s box X 

I f both side equally Please mark an X in thi s box X 

If you agree Please mark an X in this box X 
-

I f you strongly agree Please mark an X in th is box X 

Your opinion 

Your personality traits 
Strongly 

Disagree 80th Side Agree 
Strongly 

Disagree EquaMy Agree 

MBTI (M) Item 12 (B) PR = .75* 

MBTI (M) Item 4 (B) PR = .72* 

MBTI (M) Item 5 (B) PR = .69* 

MBTI (M) Item 24 (A) PR = .61 

MBTI (M) Item 16 (B) PR = .54 

MBTI (M) Item 6 (A) PR = .75* 

MBTI (M) Item 7 (B) PR = .71 * 

MBTI (M) Item 2 (A) PR = .76* 

Your opinion 

Your ideal counterpart's personality 
Strongly 

Disagree Both Side Agree 
Strongly 

Disagree Equally Agree 

MBTI (M) Item 12 (B) PR = .75* 

MBTI (M) Item 4 (B) PR = .72* 

MBTI (M) Item 5 (B) PR = .69* 

MBTI (M) Item 24 (A) PR = .61 

MBTI (M) Item 16 (B) PR = .54 

MBTI (M) Item 6 (A) PR = .75· 

MBTI (M) Item 7 (B) PR = .71 * 

MBTI (M) Item 2 (A) PR = .76* 

9Research Edition Translation performed by Sirikanya Panlitanonta on this dale April 30, 2004. Translated and reproduced by special permission of the Publisher, CPP. 
Inc .. Mountain View. CA 10130 from Myers-Briggs Type Indicato'- Form-M by Katharine C. Briggs. Isabel Briggs Myers. Copyright 1998 by Peter 8. Myers and Katharine D_ 
Myers. AJI rights reserved. Further reproduction is prohibited without the Publisher's written coosent. Myers-Briggs Type Indicator. MBTI. Myers-Briggs. and Introduction to 
type are trade ma.r1<.s or registered trademarks of the Myers-Briggs type Indica tor Trust in the United Slates and other countries: 
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Your name ____________________ as Da mentor Da protege 

Your mentoring counterpart's name ___________ as Da mentor Da protege 

Your opinion toward focal counterpart whose name appears on this questionnaire 

Your counte rparfs pe rsonality I Strongly I O"sagree 1 - ~Olh SIde I Agree I Strongly 
Disagree I Equa lly Agree 

MBTI (M) Item 12 (B) PR = .75-

MBTI (M) Item 4 (B) PR = .72- -

MBTI (M) Item 5 (B) PR = .69-

MBTI (M) Item 24 (A) PR = .61 

MBTI (M) Item 16 (B) PR = .54 

MBTI (M) Item 6 (A) PR = .75-

MBTI (M) Item 7 (B) PR = .71 -

MBTI (M) Item 2 (A) PR = .76-

Your opinion toward focal counterpart whose name appears on this questionnaire 

Relationship Quality Strongly Disagree 
Both Side Agree 

Strongly 
Disagree Equally Agree 

I) The mentoring relationship between my protege 
and I was very effecti ve 

2) I am very satisfied with the m entoring 
relationship m y protege and I developed 

3) I was effectively utilized as a m entor by my 
protege 

4) M y protege and I enjoyed a high-quality 
relationship 

5) Both m y protege and I benefited from the 
mentoring relationship 

Your opinion toward focal counterpart whose name appears on this questionnaire 

Relationship Learning Strongly Disagree 
Both Side Agree 

Strongly 
Disagree Equally Agree 

I) I learned a lot from m y protege 

2) My protege gave me a new perspective on m any 
things 

3) My protege and I were "co-learners" in the 
mentoring relationship 

4) There was reciprocal learning that took place 
between my protege and I 

5) My protege shared a lot of information w ith me 
that helped m y own professional development 

"Research Edition Transla60n perfonned by Sirikanya Pantilanon.a on this dale Apo130. 2004. Translated and reproduced by speciat permission of the Publisher. CPP. 
loc .. Mountain View. CA10l30 from Myers-Briggs Type Ind;cator Form-'" by Katharine C. Briggs, Isabel Briggs Myers. Cop)1ig:ht 1998 by Peter B. Myers and Katharine O. 
Myers. All rights reserved. Further reproduction is prohibited without the Pubtisher's written consent. Myers-Briggs Type IOOkalor. MBTI. Myers-BOggs. and Introduction to 
type are trade marks or registered trademarks ot the Myers·Briggs type Indicator Trust in the United States and other countries: 

I 
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Your opinion toward focal counterpart whose name appears on this questionnaire 

Strongly Both Strongly Mentor Disagree Side Agree Disagree Equally Agree 

I. helps protege attain desirable positions 

2. helps protege be more visible in the organization 

, 3. helps prolege learn aboul olher pans of the organi zation I 
I I 

4. protects protege from those who may be out to get protege 

5. gives protege tasks that require protege to learn new skills. -
6. serves as a role-model for protege 

7. accepts protege as a competent professional 

8. serves as a sounding board for protege to develop and understand sel f 

9. is someone protege can confide in 

10. Mentor and protege frequently get together informally after work by both 

II. Mentor is like a father/mother to protege 

12. uses mentor influence to suppon protege's advancement in the organization 

13. creates opponunities for protege to impress imponant people in the organization 

14. gives protege advice on how to attain recognition in the organization 

15. "runs interference" for protege in the organization 

16. provides protege with challenging assignments 

17. is someone protege identify with 

18. sees protege as being competent 

19. guides protege professional development 

20. provides support and encouragement 

21. Mentor and protege fTequently socialize one-on-one outside the work setting 

22. reminds protege of one of protege's parents 

23. uses mentor influence in the organization for protege benefit 

24. brings protege's accomplishments to the attention of imp on ant people in the organization 

25. suggests specific strategies for achieving career aspirations 

26. shields protege from damaging contact with imponant people in the organization 

27. assigns protege tasks that push protege into developing new skills 

28. represents who protege want to be 

29. thinks highly of protege 

30. guides protege personal development 

31 . is someone protege can trust 

32. Mentor and protege frequently have one-on-one, informal social interactions 

33. treats protege like a son/daughter 
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Items Analysis of Questionnaire 
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Appendix D1 

High-low Groups t - test and CITC for MBTI: Extraversion-Introversion Factor 

MBTI Item analysIs uSing high-low groups CITC 

c 
Extraversion - .Q High group Low group 21 

U 
Introversion ~ (n = 92) (n = 111) items .-

0 

questions M SO M SO t P (n=334) Result 

EI4 MBTI # 4 E-I .93 .357 -06 1.00 9.765 .000*** A96 pass 

EI8 MBTI # 8 E-I 1.00 .000 .51 .862 5.946 .000*** .387 pass 

EI14 MBTI # 14 E-I .57 .829 -.69 .724 11 .547 .000*** A22 pass 

EI19 MBTI # 19 E-I .91 A10 .33 .947 5.824 .000*** .213 pass 

EI23 MBTI # 23 E-I .98 .209 .28 .965 7A28 .000*** A69 pass 

EI30 MBTI # 62 E-I -.33 .951 -.84 .548 4.572 .000*** .199 pass 

EI35 MBTI # 67 E-I .26 .971 -.86 .520 9.920 .000*** A09 pass 

EI45 MBTI # 77 E-I .26 .971 -.71 .706 8.014 .000*** .357 pass 

EI54 MBTI # 35 E-I ,98 .209 .80 .600 2.984 .002** .237 pass 

IE12 MBTI # 12 I-E .67 .743 -.53 .851 10.773 .000*** A16 pass 

IE18 MBTI # 18 I-E .54 .844 -A6 .892 8.170 .000*** .330 pass 

IE22 MBTI # 22 I-E A6 .895 -.69 .724 9.931 .000*** .385 pass 

IE26 MBTI # 26 I-E .91 A10 -.05 1.00 9.199 .000*** .374 pass 

IE28 MBTI # 60 I-E .74 .677 -.59 .814 12.654 .000*** A60 pass 

IE34 MBTI # 66 I-E .70 .722 -.66 .757 12.947 .000*** A78 pass 

IE40 MBTI # 72 I-E .70 .722 -A4 .901 9.977 .000*** A13 pass 

IE47 MBTI # 27 I-E .70 .722 -.66 .757 12.947 .000*** A87 pass 

IE55 MBTI # 35 I-E .76 .652 -.78 .624 17.200 .000*** .549 pass 

IE62 MBTI # 42 I-E .59 .814 -.71 .706 12.012 .000*** A52 pass 

IE68 MBTI # 48 I-E .96 .293 -.03 1.00 9.826 .000*** A63 pass 

IE74 MBTI # 54 I-E .85 .533 -.03 1.00 7.929 .000*** A03 pass 

Cronbach's a .834 

Remark *p < .05. **p < .01. ***p :s .001. 

Underscored t is computed based on equal variances not assumed. 

21 item is a correlation of each particular item with the rest of 20 items. 

Critical r (300, .05, 1-tailed) = .095. 

These remarks were also applied for Appendices 01 to 03 in the same fashion. 
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High-low Groups t - test and CITC for MBTI: Sensing - Intuition Factor 

MBTI item analysis using high-low groups CITC 

Sensing -
c 

High group Low group 26 24 0 

'B 
Intuition ~ (n = 93) (n = 95) items items i:5 

questions M SO M SO t P (n=334) (n=334) Result 

SN3 MBTI # 3 S-N .83 .564 .37 .935 4.092 .000'" .157 .161 pass 

SN13 MBTI # 13 S-N .46 .801 -.49 .874 7.435 .000'" .291 .289 pass 

SN29 MBTI # 61 S-N .68 .740 -.16 .993 6.552 .000'" .188 .192 pass 

SN41 MBTI # 73 S-N .10 1.001 -.54 .884 4.679 .000'" .120 .123 pass 

SN52 MBTI # 32 S-N .83 .564 .09 1.001 6.205 .000'" .283 .290 pass 

SN60 MBTI # 40 S-N .66 .759 -.01 1.005 5.137 .000'" .138 .128 pass 

SN67 MBTI # 47 S-N .81 .595 .54 .848 2.528 .006" .159 .155 pass 

SN73 MBTI # 52 S-N .16 .992 -.77 .43 7.605 .000'" .275 .274 pass 

SN78 MBTI # 58 S-N .98 .207 .89 .449 1.648 .051 .045 no 

SN82 MBTI # 82 S-N .33 .948 -.77 .643 9.305 .000'" .315 .316 pass 

SN86 MBTI # 86 S-N .20 .984 -.81 .589 8.557 .000'" .305 .317 pass 

SN90 MBTI # 90 S-N .83 .564 .54 .848 2.777 .003" .100 no 

SN93 MBTI # 93 S-N .70 .719 -.56 .834 11.071 .000'" .382 .375 pass 

NS5 MBTI # 5 N-S .89 .454 .45 .896 4.258 .000'" .200 .199 pass 

NS15 MBTI#15 N-S .27 .968 -.73 .691 8.096 .000'" .294 .297 pass 

NS24 MBTI # 24 N-S .66 .759 -. 14 .996 6.147 .000'" .210 .21 0 pass 

NS31 MBTI # 63 N-S .14 .996 -.49 .874 4.641 .000'" .165 .168 pass 

NS42 MBTI # 73 N-S .74 .674 -.26 .970 8.265 .000'" .263 .185 pass 

NS49 MBTI # 29 N-S .87 .494 .37 .935 4.623 .000'" .132 .210 pass 

NS57 MBTI # 37 N-S .61 .794 -.07 1.003 5.210 .000'" .257 .232 pass 

NS64 MBTI # 44 N-S .87 .494 .28 .964 ~ .000'" .219 .274 pass 

NS70 MBTI # 50 N-S .81 .595 .05 1.004 6.280 .000'" .284 .277 pass 

NS75 MBTI # 55 N-S .96 .292 .45 .896 5.209 .000'" .291 .292 pass 

NS79 MBTI # 79 N-S .76 .649 .20 .985 4.640 .000'" .242 .225 pass 

NS83 MBTI # 83 N-S -.05 1.004 -.66 .752 4.702 .000'" .183 .179 pass 

NS87 MBTI # 87 N-S -.01 1.005 -.75 .668 5.904 .000'" .208 .220 pass 

Cronbach's a .681 .682 
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High-low Groups t - test and CITC for MBTI: Thinking - Feeling Factor 

MBTI Item analysis using high-low groups CITC 

Thinking -
t: 

High group Low group 24 22 0 

n 
Feeling ~ (n = 111) (n = 98) items items 0 

questions M SO M SO t P (n=334) (n=334) Result 

TF37 MBTI # 69 T-F .15 .993 -.49 .876 4.973 .000*** .216 .218 pass 

TF46 MBTI # 78 T-F .35 .940 -.43 .908 6.093 .000*** .247 .266 pass 

TF51 MBTI # 31 T-F .66 .757 -.57 .825 11.173 .000*** .452 .462 pass 

TF59 MBTI # 39 T-F .62 .787 .08 1.002 4.293 .000*** .196 .180 pass 

TF66 MBTI # 46 T-F .23 .979 -.10 1.000 2.388 .009** .089 no 

TF72 MBTI # 52 T-F .78 .624 -.80 .609 18.480 .000*" .560 .567 pass 

TF77 MBTI # 57 T-F .98 .190 .10 1.000 8.576 .000*** .491 .493 pass 

TF81 MBTI # 81 T-F .86 .520 -.04 1.004 7.949 .000*** .360 .353 pass 

TF85 MBTI # 85 T-F .98 .190 .10 1.000 8.576 .000*** .492 .499 pass 

TF89 MBTI # 89 T-F .86 .520 .06 1.003 7.051 .000*** .344 .340 pass 

TF92 MBTI # 92 T-F .59 .814 -.59 .810 10.456 .000*** .392 .396 pass 

FT06 MBTI # 6 F-T .68 .741 -.10 1.000 6.320 .000*" .261 .258 pass 

FT16 MBTI # 16 F-T .87 .488 .20 .984 6.107 .000*** .349 .352 pass 

FT32 MBTI # 64 F-T -.14 .995 -.94 .346 7.977 .000*** .296 .305 pass 

FT 43 MBTI # 75 F-T .91 .417 .78 .635 1.784 .038* .052 no 

FT50 MBTI # 30 F-T .60 .801 -.73 .682 13.046 .000*** .442 .431 pass 

FT58 MBTI # 38 F-T .93 .374 .06 1.003 8.070 .000*** .516 .516 pass 

FT65 MBTI # 45 F-T .66 .757 -.55 .839 10.951 .000*** .423 .436 pass 

FT71 MBTI # 51 F-T .82 .575 -.53 .852 13.250 .000*** .489 .486 pass 

FT76 MBTI # 56 F-T .96 .267 .27 .969 6.909 .000*** .396 .402 pass 

FT80 MBTI # 80 F-T -.03 1.004 -.80 .609 6.780 .000*** .261 .266 pass 

FT84 MBTI # 84 F-T .71 .706 -.55 .839 11 .691 .000*** .465 .454 pass 

FT88 MBTI # 88 F-T .93 .374 -.33 .950 12.258 .000*** .496 .345 pass 

FT91 MBTI # 91 F-T .75 .667 -.37 .935 9.808 .000*** .421 .238 pass 

Cronbach's a .820 .829 
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High-low Groups t - test and CITC for MBTI: Judging - Perceiving Factor 

MBTI Item analysIs using high-low g roups CITC 

c 
22 Judging - 0 High group Low group 

TI 
~ 

items Perceiving .- (n=112) (n = 102) 0 

questions M SO M SO t P (n=334) Result 

JP01 MBTI # 1 J-P 1.00 .000 .76 .648 3.670 .000'" .296 pass 

JP09 MBTI # 9 J-P .95 .324 .20 .985 7.337 .000'" .365 pass 

JP10 MBTI # 19 J-P .96 .266 .43 .907 5.717 .000'" .321 pass 

JP20 MBTI # 20 J-P .61 .798 -. 02 1.005 5.020 .000'** .235 pass 

JP27 MBTI # 59 J-P .93 .373 .18 .989 7.226 .000'" .295 pass 

JP36 MBTI # 68 J-P .88 .486 .45 .897 4.240 .000'" .224 pass 

JP38 MBTI # 70 J-P .09 1.000 -.73 .692 6.980 .000'" .265 pass 

JP48 MBTI # 28 J-P 1.00 .000 -.12 .998 11.311 .000'" .663 pass 

JP56 MBTI # 36 J-P .73 .684 -.69 .731 14.661 .000'" .505 pass 

JP63 MBTI # 43 J-P .71 .703 -.59 .813 12.483 .000'" .473 pass 

JP69 MBTI # 49 J-P 1.00 .000 -.02 1.005 10.249 .000'" .555 pass 

PJ02 MBTI # 2 P~J .89 .452 .16 .992 6.868 .000'" .426 pass 
. .. 

PJ07 MBTI # 7 P-J .89 .452 -.24 .977 10.670 .000'" .513 pass 

PJ11 MBTI # 11 P-J .55 .837 -.67 .749 11.258 .000'" .386 pass 

PJ17 MBTI # 17 P-J .50 .870 -.71 .712 11 .137 .000'" .453 pass 

PJ21 MBTI # 21 P-J -.02 1.004 -.88 .473 8.169 .000'" .338 pass 

PJ25 MBTI # 25 P-J .82 .573 -.02 1.005 7.426 .000*** .294 pass 

PJ33 MBTI # 65 P-J .64 .769 -.71 .712 13.271 .000*" .452 pass 

PJ39 MBTI # 71 P-J .98 .189 .47 .887 5.710 .000'*' .321 pass 

PJ44 MBTI # 76 P-J .93 .373 -.18 .989 10.617 .000'*' .464 pass 

PJ53 MBTI # 33 P-J .82 .573 .10 1.000 6.410 .000'*' .264 pass 

PJ61 MBTI # 41 P-J 1.00 .000 -.14 .995 11 .538 .000'" .600 pass 

Cronbach's a .834 
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Appendix D2 

High-low Groups t - test and CITC for Subjective Success in Mentorship 

Item analysis using CITC 

Mentorship quality high-low groups ~ 
C") 
C") 

questionnaire High group Low group II ~ 

S :::J 
If) 

items (n = 215) (n = 119) 
II) Q) 

E a::: 
2 

M SD M SD t P 
t1) 

1) The mentoring relationship between 

my protege and I was very effective 4.20 .420 3.24 .713 13.339 .000*** .788 pass 

2) I am very satisfied with the 

mentoring relationship my protege and 4.22 .428 3.33 .749 12.000 .000*** .776 pass 

3) I was effectively utilized as a mentor 

by my protege 4.16 .450 3.22 .761 12.392 .000*** .700 pass 

4) My protege and I enjoyed a high-

quality relationship 4.23 .431 3.30 .658 13.786 .000*** .809 pass 

5) Both my protege and I benefited 

from the mentoring relationship 4.20 .420 3.44 .709 10.679 .000*** .758 pass 

Cronbach's alpha a .906 

Item analysis using CITC 

Mentorship learning high-low groups ~ 
C") 
C") 

questionnaire High group Low group II ~ 
:::J 

S If) 

items (n = 178) (n = 94) 
II) 

Q) 

E a::: 
~ 

M SD M SD t P t1) 

1) I learned a lot from my protege 

4.21 .459 3.12 .716 13.385 .000*** .717 pass 

2) My protege gave me a new 

perspective on many things 4.21 .450 2.91 .713 16.043 .000*** .764 pass 

3) My protege and I were ·co-Iearners· 

in the mentoring relationship 4.19 .408 2.87 .707 16.677 .000*** .764 pass 

4) There was reciprocal learning that 

took place between my protege and I 4.15 .385 3.01 .680 14.975 .000*** .748 pass 

5) My protege shared a lot of information with 

me that helped my own professional 4.34 .497 2.80 .727 18.380 .000*** .770 pass 

Cronbach's alpha a .899 
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Appendix 03 

High-low Groups t - test and CITC for Mentor Role Instrument 

Item analysis using CITC 

Mentoring function high-low groups ~ 
M 
M 

Sponsor High group Low group 'I -:, 
S <J) 

questionnaire Items (n = 102) (n = 131) (/) 
OJ 

E 
0:: 

M SO M SO I P 
~ 
M 

1) My mentor helps me attain desirable 

positions. 3.68 .647 2.08 .771 17.211 .000'" .385 pass 

2) My mentor uses his/her influence to support 

my advancement in the organization . 3.24 .648 1.53 .531 2..1A.9.8 .000' " .653 pass 

3) My mentor uses his/her influence in the 

organization for my benefit. 3.06 .657 1.44 .542 20.657 .000'" .604 pass 

Cronbach's alpha a .718 

Item analysis using CITC 

Mentoring funclion high-low groups ~ 
M 
M 

Exposure High group Low group II ::; 
S (J) 

questionnaire items (n= 125) (n = 142) (/) 
(]) 

E 0:: 

M SO M SO t P 
.~ 
M 

1) My mentor helps me be more visible in the 

organization. 4.24 .465 3.27 .755 12.743 .000'" .518 pass 

2) My mentor creates opportunities for me to 

impress important people in the organization 4.16 .429 2.79 .761 1.liA.QI .000'" .648 pass 

3) My mentor brings my accomplishments to the . ' 

attention of important people in the organization . 4.09 .402 2.62 .769 ~ .000'" .583 pass 

Cronbach's alpha a .751 

Item analysis using CITC 

Mentoring function high-low groups ~ 
M 
M 

Coach High group Low group II ::; 
S (/) 

questionnaire items (n = 167) (n = 95) <J) 
(]) 

E 
0:: 

M SO M SD t P 
~ 
M 

1) My mentor helps me learn about other parts of 

the organization. 4.25 .432 3.34 .794 1Q.d2.3. .000'" .504 pass 

2) My mentor gives me advice on how to attain 

recognition in the organization. 4.00 .439 2.58 .723 17.414 .000'" .496 pass 

3) My mentor suggests specific strategies for 

achieving career. 4.17 .425 2.98 .825 U1.59. .000'" .547 pass 

Cronbach's alpha a .696 
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High-low Groups t - test and CITC for Mentor Role Instrument 

Item analysis using CITC 

Mentoring function high-low groups 'l 
C') 
C') 

Protect High group Low group II 
:J 

S If) 

questionnaire items (n = 106) (n= 93) If) 
Q) 

E 
0::: 

2 
M SD M SD t P C') 

1) My mentor protects me from those who may 

be out to get me. 4.19 A39 2.78 .806 ~ .000'" .448 pass 

2) My mentor "runs interference" for me in the 

organization. 4.15 .360 2.77 .739 ~ .000'" .538 pass 

3) My mentor shields me from damaging contact 

with important people in the organization. 4.05 .423 2.35 .789 .1..8A8.Q .000'" A56 pass 

Cronbach's alpha a .665 

Item analysis using CITC 

Mentoring function high-low groups 
..;r 
C') 
C') 

Challenge High group Low group II 
:J 

S If) 

questionnaire items (n = 185) (n = 106) If) 
Q) 

E 
0::: 

M SD M SD t P 
~ 
C') 

1) My mentor gives me tasks that require me to 

learn new ski lls . 4.39 A90 3.30 .830 12.,lli .000'" .664 pass 

. 2) My mentor provides me with challenging 

assignments. 4.06 .412 2.70 .604 2Q&M .000'" .764 pass 

3) My mentor assigns me tasks that push me into 

developing new ski lls. 4.12 ADO 2.66 .742 1lLHQ .000'" .754 pass 

Cronbach's alpha a .854 

Item analysis using CITC 

Mentoring function high-low groups 
..;r 
C') 
C') 

Role Model High group Low group II 
:J 

S If) 

questionnaire items (n = 187) (n = 147) If) 
Q) 

E 0::: 

M SD M SD t P 
~ 
C') 

1) My mentor serves as a role-model for me. 

4.40 .502 3.55 .621 1Ma2 .000'" .643 pass 

2) My mentor is someone I identify with. 

4.20 .429 3.21 .761 H....14.6 .000'" .693 pass 

3) My mentor represents who I want to be. 

4.15 .463 2.99 .667 1LillM. .000'" .674 pass 

Cronbach's alpha a .816 
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High-low Groups t - test and CITC for Mentor Role Instrument 

Item analysis using CITC 

Mentoring function high-low groups ". 
c<) 
c<) 

Acceptance High group Low group II ::; S f/) 

questionnaire items (n = 93) (n = 95) 
f/) <I) 

E a: 
2 

,\1 SD M SD t P c<) 

1) My mentor accepts me as a competent 

professional. 4.17 .503 2.80 .576 17.384 .000'" .492 pass 

2) My mentor sees me as being competent. 

4.20 .431 2.96 .524 17.781 .000'" .642 pass 

3) My mentor thinks highly of me. 

4.05 .426 2.68 .588 ~ .000'" .425 pass 

Cronbach's alpha a .696 

Item analysis using CITC 

Mentoring function high-low groups ". 
c<) 
c<) 

Counseling High group Low group II "" S ::J 
f/) 

(n = 159) (n = 95) (f) 
<I) 

questionnaire items E 
a: 

M SD M SD t P 
.~ 
c<) 

1) My mentor serves as a sounding board for me 

to develop and understand myself. 4.41 .518 3.63 .700 ~ .000'" .341 pass 

2) My mentor guides my professional 

development. 4.17 .409 3.08 .794 12..3I.6 .000'" .524 pass 

3) My mentor guides my personal development. 

3.98 .428 2.39 .704 ~ .000'" .479 pass 

Cronbach's alpha a .630 

Item analysis using CITC 

Mentoring function high-low groups ". 
c<) 
c<) 

Friendship High group Low group II ::; 
S (f) 

(n = 170) (n= 90) (f) 
<I) 

questionnaire items E 
a: 

M SD M SD t P 
.~ 
c<) 

1) My mentor is someone I can confide in. 

4.14 .532 2.67 .793 ll.Q.8.5 .000'" .440 pass 

2) My mentor provides support and 

encouragement. 4.45 .511 3.34 .810 lU9I .000'" .510 pass 

3) My mentor is someone I can trust. 

4.16 .495 3.00 .618 14.869 .000'" .524 pass 

Cronbach's alpha a .674 
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High-low Groups t - test and CITC for Mentor Role Instrument 

Item analys is using CITC 

Mentoring function high-low groups ~ 
(') 
(') 

Social Relation High group Low group II :; 
S. (/) 

questionnaire items (n = 134) (n = 129) (/) 
Q) 

E 0:: 

2 
M SD M SD I P (') 

1) My mentor and I frequently get together 
-
informally after work by ourselves. 3.43 .642 1.71 .533 13.085 .000·" .779 pass 

2) My mentor and I frequently socialize one-on-

one outside the work setting. 3.34 .602 1.59 .525 9..l.[l .000·" .810 pass 

3) My mentor and I frequently have one-on-one, 

informal social interactions. 3.42 .629 1.70 .553 14 .869 .000'" .744 pass 

Cronbach's alpha a .886 

Item analysis using CITC 

Mentoring functi on high-low groups ~ 
(') 
(') 

Parental Role High g roup Low group II :; 
S. (/) 

questionnaire items (n = 134) (n = 115) (/) 
Q) 

E 0:: 

M SD M SD I P 
~ 
(') 

1) My mentor is like a father/mother to me. 

3.25 .565 1.62 .601 23 .319 .000'" .723 pass 

2) My mentor reminds me of one of my parents. 

3.34 .716 1.58 .621 20.777 .000·" .642 pass 

3) My mentor treats me like a son/daughter. 

3.40 .650 1.57 .622 22.650 .000'" .693 pass 

Cronbach's alpha a .828 
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Appendix E1 

CFA Mentoring Function 

_ . 80 Sponsor 

TI Change Mentoring Function 
OA NI= 11 NO=334 MA=KM 
LA 

180 

1. 0 

0 . 86 

,) 
,oj 

Sponsor Exposure1 Coach Protection Challenge Social RoleModel Parental Acceptance 
Counseling Friendship 
KM FI='C:\KM2.txt' SY 
ME FI='C:\ME2.txt' SY 
SO FI='C:\S02.txt' SY 
SE 
12345678910111 
MO NX=11 NK=3 TO=SY 
LK 
Career RoleModel PsychoSocial 
FR LX(1,1) LX(2,1) LX(3,1) LX(4,1) LX(5,1) LX(6,1) LX(7,2) LX(8,2) LX(9,3) LX(10,3) 
LX(11,3) 
FR TO(8,6) TO(8,1) TO(6,1) TO(4,1) TO(5,3) TO(11,6) TO(6,5) 
PO 
OU PC RS EF FS SS PT MI AD=OFF 



CFA Mentoring Function 

Goodness of Fit Statisti cs 

Deg rees of Freedom = 34 

Minimum Fit Function Chi-Square = 49.39 (P = 0043) 

Normal Theory Weighted Least Squares Chi-Square = 48.18 (P = 0.054) 

Estimated Non-centrality Parameter (NCP) = 14.18 

90 Percent Confidence Interval for NCP = (0.0 ; 3666) 

Minimum Fit Function Value = 0.15 

Population Discrepancy Function Value (FO) = 0.043 

90 Percent Confidence Interval for FO = (0.0 ; 0.11) 

Root Mean Square Error of Approximation (RMSEA) = 0.035 

90 Percent Confidence Interva l for RMSEA = (00 ; 0057) 

P-Value for Test of Close Fit (RMSEA < 0.05) = 0.86 

Expected Cross-Validation Index (ECVI) = 0.34 

90 Percent Confidence Interval for ECVI = (0.29 ; OAO) 

ECVI for Saturated Model = OAO 

ECVI for Independence Model = 12.58 

Chi-Square for Independence Model with 55 Degrees of Freedom = 4168.63 

Independence AIC = 4190.63 

Model Ale = 11 2.18 

Saturated AIC = 132.00 

Independence CAlC = 4243 .55 

Model CAlC = 266. 14 

Saturated CAlC = 449.54 

Normed Fit Index (NFl) = 0.99 

Non-Normed Fit Index (NNFI) = 0.99 

Parsimony Normed Fit Index (PNFI) = 0.61 

Comparative Fit Index (CFI) = 1.00 

Incremental Fit Index (IFI) = 1.00 

Relative Fit Index (RFI) = 0.98 

Critica l N (CN) = 378 .95 

Root Mean Square Residual (RMR) = 0.027 

Standardized RMR = 0.027 

Goodness of Fit Index (GFI) = 0.97 

Adjusted Goodness of Fit Index (AGFI) = 0.95 

Parsimony Goodness of Fit Index (PGFI) = 0.50 
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Appendix E2 

CFA Mentorship Quality and Mentorship Learning 

Chl-Square=34.(-c;. dt=L 4. P-value=O.07331. RMSEA=U.U3' 

TI CFA Mentorship Quality and Mentorship Learning 

OA NI= 10 NO=334 MA=KM 

LA 

Quality1 Quality2 Quality3 Quality4 Quality5 Learn1 Learn2 Learn3 Learn4 Learn5 

KM FI= 'C:\KM3.txt' SY 

ME FI ='C:\ME3.txt' SY 

SO FI='C:\S03.txt' SY 

SE 

12345678910 / 

MO NX= 10 NK=2 TO=SY 

LK 

QUALITY LEARNING 

FR LX(1,1) LX(2,1) LX(3, 1) LX(4,1) LX(5,1) LX(6,2) LX(7,2) LX(8,2) LX(9,2) LX(10,2) 

FR TO(2,1) TO(5,3) TO(10,7) TO(4,1) TO(4 ,2) TO(5,4) 

FR TO(8,6) TO(9,6) TO(4,3) TO(9,7) 

PO 

OU PC RS EF FS SS PT MI AO=OFF 
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CFA Mentorship Quality and Mentorship Learning 

Goodness of Fit Statistics 

Degrees of Freedom = 24 

Minimum Fit Function Chi-Square = 36.46 (P = 0.050) 

Normal Theory Weighted Least Squares Chi-Square = 34.68 (P = 0.073) 

Estimated Non-centrality Parameter (NCP) = 10.68 

90 Percent Confidence Interva l for NCP = (0.0 ; 30.46) 

Minimum Fit Function Value = 0.11 

Population Discrepancy Function Value (FO) = 0.032 

90 Percent Confidence Interval for FO = (0.0 ; 0.091) 

Root Mean Square Error of Approximation (RMSEA) = 0.037 

90 Percent Confidence Interval for RMSEA = (00 ; 0.062) 

P-Value for Test of Close Fit (RMSEA < 0.05) = 0.79 

Expected Cross-Validation Index (ECVI) = 0.29 

90 Percent Confidence Interval for ECVI = (0.26 ; 0.35) 

ECVI for Saturated Model = 0.33 

ECVI for Independence Model = 14.53 

Chi-Square for Independence Model with 45 Degrees of Freedom = 4819.61 

Independence AIC = 4839.61 

Model AIC = 96 .68 

Saturated AIC = 110.00 

Independence CAlC = 4887.72 

Model CAlC = 245.82 

Saturated CAlC = 374.61 

Normed Fit Index (NFl) = 0.99 

Non-Normed Fit Index (NNFI) = 1.00 

Parsimony Normed Fit Index (PNFI) = 0.53 

Comparative Fit Index (CFI) = 1.00 

Incremental Fit Index (lFI) = 1.00 

Relative Fit Index (RFI) = 0.99 

Critical N (CN) = 393.58 

Root Mean Square Residual (RMR) = 0.023 

Standardized RMR = 0.023 

Goodness of Fit Index (GFI) = 0.98 

Adjusted Goodness of Fit Index (AGFI) = 0.95 

Parsimony Goodness of Fit Index (PGFI) = 0.43 
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Appendix E3 

Multi Group Mentor and Proteoe Personality 

I .;; 

o . 96 - .... I E~ .', 

0. 28 

.f .98 --

Chi -Squar e=9 . 4 3 , df= 11 , P-val u e=O. 5 8 1 92 , RJvlSE,z\=O . 000 

Mentor 
TI Multi Group Mentor and Protege Personality 
DA NI=4 NO= 167 NG=2 MA=KM 
LA 
E_I S_N T J J_P 
KM FI='C:\KM7.txt' SY 
ME FI='C:\ME7.txt' SY 
SD FI='C:\SD7.txt' SY 
SE 
1234/ 

MO NX=4 NK= 1 TD=SY 
LK 
Personality 
FR LX(1, 1) LX(2,1) LX(3,1) LX(4,1) TD(4,3) 
PD 
OU AD=OFF 
Protege 
DA NI=4 NO=167 NG=2 MA= KM 
LA 
E_I S_N T J J_P 
KM FI='C:\KM8.txt' SY 
ME FI='C:\ME8.txt' SY 
SD FI='C:\SD8.txt' SY 
SE 
1 234/ 

MO NX=4 NK=1 PH= IN TD= IN 
LK 
Personality 
OU PC RS EF FS SS PT MI AD=OFF 
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Multi Group Mentor and Protege Personality 

Global Goodness of Fit Statistics 

Degrees of Freedom = 11 
Minimum Fit Function Chi-Square = 9.93 (P = 0.54) 
Normal Theory Weighted Least Squares Chi-Square = 9.43 (P = 0.58) 
Estimated Non-centrality Parameter (NCP) = 0.0 
90 Percent Confidence Interval for NCP = (0.0 ; 9.50) 

Minimum Fit Function Value = 0.030 
Population Discrepancy Function Value (FO) = 0.0 
90 Percent Confidence Interval for FO = (0.0 ; 0.029) 
Root Mean Square Error of Approximation (RMSEA) = 0.0 
90 Percent Confidence Interval for RMSEA = (0.0; 0.072) 
P-Value for Test of Close Fit (RMSEA < 005) = 0.84 

Expected Cross-Validation Index (ECVI) = 0.087 
90 Percent Confidence Interval for ECVI = (0.087 ; 0.12) 
ECVI for Saturated Model = 0.060 
ECVI for Independence Model = 0.25 

Chi-Square for Independence Model with 12 Degrees of Freedom = 73.59 
Independence AIC = 89.59 
Model AIC = 27.43 
Saturated AIC = 40.00 
Independence CAlC = 128.08 
Model CAlC = 70.73 
Saturated CAlC = 136.22 

Normed Fit Index (NF l) = 0.87 
Non-Normed Fit Index (NNFI) = 1.02 
Parsimony Normed Fit Index (PNFI) = 0.79 
Comparative Fit Index (CFI) = 1.00 
Incremental Fit Index (IFI) = 1.02 
Relative Fit Index (RFI) = 0.85 

Critical N (CN) = 827.51 

Group Goodness of Fit Statistics 

Contribution to Chi-Square = 4.59 
Percentage Contribution to Chi-Square = 46.17 

Root Mean Square Residua l (RMR) = 0.056 
Standardized RMR = 0.060 
Goodness of Fit Index (GFI) = 0.99 
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Appendix E4 

Main Model 

e l,1 :;'.1' 1. 1 ;.>-, 1 . . ;, (; 1 .. . . =. p ,' ., l'J _ _ .l . (", £ ) ' , FM~ F.: A= O.·' :' O 

TI Main Model Mentor Protege Persona lity Fit Using Absolute Value Difference 
DA NI= 14 NO= 156 MA=KM 
LA 

DIF _EI DIF _SN DIF _ TF DIF _JP M_Career M_RoleModel M_Psychosoci M_Quality 
M_Learning P _Career 
P _RoleModel P _Psychosoci P _Quality P _Learning 
KM FI= 'C:\KM11.txt' SY 

ME FI='C:\ME11 .txt' SY 

SD FI ='C:\SD11 .txt' SY 

SE 

56789101112131412341 

MO NX=4 NY=10 NK= 1 NE=4 BE= FU GA= FI PS= SY TE= SY TD=SY 

LE 

MJuncti M_Succes pJuncti P _Succes 
LK 
Personal 

ST 1.0 LY(1,1) 
FR L Y(2, 1) L Y(3, 1) L Y(4,2) L Y(5,2) L Y(6,3) L Y(7,3) L Y(8,3) L Y(9,4) L Y( 1 0,4) 

FR LX(1 ,1) LX(2,1) LX(3,1) LX(4,1) BE(2, 1) BE(4,3) GA(1,1) GA(2 ,1) GA(3,1) GA(4,1) 

FR TD(4,3) TD(4,2) TE(3,1) TE(8,6) TE(4,3) TE(9,8) 
PD 

OU PC RS EF FS SS PT MI AD=OFF 
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KM FI~' C :$SKl-ll1. t;:t ' SY 
11E FI~ ' C :SSME11.txt' S'i 
SD Fl~ ' C :SSSD11. tx t ' SY 
SE 
5 6 7 8 9 10 11 1 2 13 14 I 2 :; 4 ! 
MO NX~ 4 N" ~ 10 NK~ 1 NE= 4 BE = FlJ GJI.~n PS=Sr TE=S'i TD =S Y 
LE 
M-Functi M-Su cces P-Functi P-Succes 
LK 
Persona I 
ST 1.0 LY iI , 1 ) 
FR LY 12, I) Li13, I) 
FR LX I 1 , 1) LX \ 2 , 1 ) 
FR TDI4,3 ) TD f4,2 ) 
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TI Main Model Mentor 
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M Career 
1 . 00 
O. ') 2 
0 . 63 
0 . 41 
0 . 47 
0.31 
0.29 
0 . 14 
0.09 
0.10 

1-1 RcleMo M Psycho M Quallt P Caree r 
M Career 
M RoleMc 
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H Qualit 
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P Career 
P Role.'1c 
P Psycho 
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P Learni 
DIF EI 
DIF SN 
DIF TF 
DIF JP 
Covariance Matrix 
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1 . 00 
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D.33 
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0 . 06 

-0 . 14 

-0 . 06 
-0 . 06 

-0 . 02 

1. 00 
'J _ ~2 
'J .46 
'J .17 
·J.18 
0.06 

.:' .06 
-0 .05 

0 .0 3 
0) .03 
'J .0 2 

(conti nued ) 
P RoleMc ? Psycho P Qual:l.t 

P Role.o.'1o 
P Psyche 
P Qualit 
P Learni 
DIF EI 
DIF SN 
DIF TF 
DIF JP 

1. 00 
0.7 1 
0.53 
0 . 54 

-0 .1 9 
-0 .1 0 
-0. 11 

Covariance Matrix (continued) 

1. 00 
0.73 
0 .6 7 

-0 .1 2 
-0 .0 3 
-0 .1 2 
0.02 

DIF TF DI F JP 
DIF TF 1. 00 
DIF JP 0.37 1.00 

1 . 00 
I) . :7 

- 'J . 11 
-0.01 
-0. 14 
-0.03 

1 . 00 
0 . 56 
tJ .10 
0 . 10 
O. C'6 
0 . 05 

-0 . 13 
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P Learni 

1. 00 
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TI Main Model Mentor Prot e Personalit Fit Usin Absolute Value Difference 
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LAMBDA-Y 

M Career 
M Role.'1o 
1'01 Psycho 
M Qual it 
M Learni 
P Career 
P Role.'1o 
P Psycho 
P Qualit 
P Learni 
LAMBDA-X 

DIF EI 
DIF SN 
DIF TF 
DIF JP 
BETA 

M. Functi 
M Succes 
P Functi 
P Succes 
GAM-IA 

1'01 Functi 
M Succ es 
P Functi 
P Succes 
PSI 

t-! FunCt1 
17 

THETA-EPS 

M Fur.cti 
o 
1 
2 
o 
o 
o 
o 
o 
o 
o 

Personal 
7 
B 
9 

10 

1'1 Functl.. 
o 

11 
o 
o 

Personal 
13 
14 
15 
16 

M Succes 
18 

11 Succes 
0 
0 
0 
0 
3 
0 
0 
0 
0 
0 

M Succes 
0 
0 
0 
0 

P Functi 
19 

P Functi 
0 
0 
0 
0 
0 
0 
4 
5 
0 
0 

P FUnctl 
0 
0 
0 

12 

P Succes 
20 

1.00 
o . C'7 
0.12 
0.04 
0 . 05 
0.02 

-0.18 
0 . 06 

-0 . 06 
-0 . 05 

nIF EI 

1. 00 
0 . 02 
0.08 

- 0.02 

P Succes 
o 
o 
o 
o 
o 
o 
o 
o 
o 
6 

P Succes 
0 
0 
0 
0 

.00 
0 . 16 
':' . 76 
':' .65 
0.64 

- 0 .16 
-0.13 
-0.13 

DIF S1' 

1. 00 
0 .0 5 
O. ]7 



M Career 
t1 RoleMo 
H Psycho 
M Qual~t 
M Learn~ 
P Career 
P RoleMo 
p Psycho 
p Qual~t 
p Learni 
THETA- EPS 

P Rcle:. .... lc 
? Psycho 
p Qual~t 
P Lf:arnl 
THETA-DE LTA 

I)IF £I 
DIP SN 
DIP TF 
DIF JP 

~~ Career 
2 1 
o 

2; 
o 
o 
ij 
o 
o 
o 
o 

P Rcle.~o 
29 
o 
[: 

DIF EI 
35 
o 
o 
o 

M Rcle.."1c 

::2 
o 
o 
o 
o 
o 
o 

H Psycho 

P Psyche 

DIF SN 

36 
o 

38 

~ 4 
2~ 
o 
o 
o 
« 
o 
o 

M Qualit 

P QuaIl t. 

DIF TF 

26 
o 
o 
o 
o 
o 
o 

M Learn.l 

P Lear:::. 

orF J? 

TI Main Absolute Value Differ ence 
n~ ~a S 1ma es 

LAMBDA- Y 

H Career 
M RoleMo 
M Psycho 
M Qual:>.t 
t-f Learn1. 
P Career 
P Rcle..."1o 
P Psycho 
P Q'..Iali:: 
P Learrn 
LAMBDA-X 

DIF EI 
DIF 51; 
DIP 'IF 
DI F JP 
BETA 

H Funct.i 
M Succes 
P Functi 
? Succes 
GAMMA 

t1 Fu nctl. 
M Succes 
P Functi 
P Succes 

M Functi 
1. 00 
0 . 93 
0 . 88 

Personal 
O. 2E 
0.05 
0 .] S 
o. I 4 

M Funct1 

0 . 53 

Personal 
-0.08 
-0 .1 0 
-0.17 

M S'...lcces 

1 .00 
1.00 

lot Succes 

Cov ar i ance Matrix of ETA 
0 . 00 

and KSI 
M Functi 

0 . 77 
0 .41 
0 . 01 
0 .01 

M F"..lncti 
1'01 Succes 
P Functi 
P Succes 
Personal 
PHI 

PSI 

Personal 
1. 00 

-0 . 08 

~o~e: This In~~rix is di~gl,~al . 

M Succes 

0.56 
0.02 
0.0 2 

-0.1 S 

M Functi M Succes P Funct~ 
0.76 0 . 32 0.79 

Squared Multiple Correlations for Structural Equati o ns 
M Functi M Succes P Functi 

0 . 0 1 0.42 0 . 03 
Squared Multiple Correlations for Reduc ed Form 

M Functi M Succes P Functl. 

Redu c ed Form 

M Funct.i 
M Succes 
P Functi 
P Succes 
THETA- EPS 

0.01 0 .04 0 . 03 

Personal 
-0.08 
-0.1 5 
-0.17 
-0 . 13 

M Career M Rol~"'ic M Psycho 
M Career 0.23 
M RoleMo 
M Psyche -0.04 
M Qualit 
M Learni 
P Career 
P RoleMe 
P Psycho 
P Quali t 
P Learni 
THETA-EPS (cc ntir.ued ) 

P RoleMo 
P Psycho 
P Q-.Jali t 
P Learni 
THETA- DELTA 

P RoleHo 
0 . 30 

DIF £1 
DIF EI 0 . 93 
DIF SN 
DIF TF 
DIF JP 

0 . 34 

P Psycho 

0.26 
0 . 13 

DIF SN 

1. 00 

0 . 16 

0 .41 
0 . 15 

TI ~in Mode~ Mentor Protege Pe rsonality Fi t Us ing Absolute 
N:.;rr:ber or .,;. tr:>rat :.cns :.: L':' 
LI SREL Es timates (Maxi mum Li k e lihood) 
LAMBDA- Y 

M Career 
M RoleMo 

M Funct~ 
1. 00 
0 . 70 

M Succes 

P Functi 

1. 00 
0 . 93 
0 . 95 

P Functl. 

0 . 78 

P Funct.i 

0 . 8 1 
0 . 63 

-0 . 17 

P Succes 
0.28 

P Succes 
0.64 

P Succes 
0 . 02 

M Qual i t 

0 .44 

P Q-ualit 

0.23 

DIF TF 

0.98 
0.35 

Va~ue Difference 

P Functi 

P Succes 

1 . elo 
1 . .: ~:. 

? Succes 

? Succes 

Q. :-; 
-0 . 13 

M Learni 

O.H 

P Learni 

0 . 23 

DIF JP 

0 . 98 

P Succes 

188 

P Career 

.= e 
o 

~ O 
o 
Q 

Personal 

P Career 

0 .19 

-0 . 02 

1. 00 



t1 Psycho 

M Qualit 
t~ Lea,r:n 

p Caree= 
P Rcle.:. .... lc 

p Psyche 

p Qual:.t 
p Lear!!': 

LAMBDA-X 

DIF EI 

DIF SN 

DIF 'IF 

DIF JP 

BETA 

1'1 F'uncti 
M Succes 

P Funct.i 
2 Succes 

GAMMA 

( 0 . 10 
7 . 0 
0 .8 

(0 . 08 
10 . 2 

Perso::.al 
0 . 26 

\ 0 . 1 2 \ 
2 . 20 
0 .1 8 

(0 . 121 
1 . 53 
0 .1 9 

(0 .12 ) 
1. 59 

-0 .04 
(0 .12 ) 
-0 . 31 

M Functi 

O. =,~ 
(Co . 14 ) 

4 . 13 

Personal 
11 Funct:.. -0 . 39 

\ 0 .13 ) 
-3 . 01 

M Succes 0 . 00 
(0 .14 ) 

0 . 03 
? Funct~ -0 . 59 

(0 . 18 ) 
-3.39 

P Succes 0 .1 2 
(0 .1 '7 ) 

0 . 70 
Covariance Matrix of ETA a nd KSI 

1'1 Funct.i 
M Succes 
P F'o.lncti 
P Succes 
Personal 
PHI 

Perso!!al 
1. 00 

K Functi 
1. 04 
0.61 
0 . 23 
0.16 

-0 . 39 

PSI N[,te : -'l~~ li~:.ri x IS diagonal . 

0 . 68 
0 . 80 

(0 . 14 ) 
:: . 9 4 

M Succes 

1'1 Succes 

1. 00 
0 . 14 
0 . 09 

-0. 23 

M Functi H Succes P Functi 
0 . 88 0.64 0.65 

(0 . 18 ) (0.17) (0 . 21) 
4.93 3.84 3 . 05 

Squared Multiple Correlations for Structural Equations 
M Functi M Succes P Functi 

0.15 0.36 0.35 
Squared Multiple Correlatio ns for Reduced Form 

M Functi M Succes P Functi 
0.15 0.05 0 . 35 

Reduced Form 
Personal 

M Functi -0.39 
(0 .1 3 ) 
-3 . 01 

M Succes -0 . 23 
(0.15 ) 
-1 .54 

P Functi - 0.59 

P Succes 

THETA- EPS 

M Car ee !:" 

M RoleHo 

M Psycho 

M Qualit 

H Learni 

p Career 

P Role!1o 
p Psycho 

M Career 
-0 .04 

(0 .1 2 ) 
-0 . 29 

-0.26 
(0 . 10) 
- 2.53 

(0 .1 8 ) 
-3 . 39 
-0.40 

(0 . 17 ) 
-2 . 30 

M Role!1o 

0 . 50 
(0 .08 ) 

6.20 

M Psyche 

0.24 
(0.11 ) 

2.14 
0.13 

(0.05) 
2 .53 

P 

? 

F 

p 

p 

0 . 95 
0 . 7 9 

: C . 07) 
11 . 5S 

0 . 90 
fe, . (6) 

1.!l . 25 

Funct.l 

':1 , 87 
C· • 1 .j ) 

6 . 0e 

Functi 

1. 00 
0.80 

-0 . 59 

Succes 
0 . 35 

(0.08) 
4 . 53 

Succes 
0 .6 5 

Succes 
0 . 16 

M Qualit 

v.52 
(0.09) 

5.78 

0 . 87 
.~, . e"7 

·C' . 071 
12 .1 9 

P Succes 

F Succes 

1.00 
-0.40 

M Learni 

0.36 
(0 .10 ) 

3 .4 5 
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Personal 

1 . 00 

P Ca:::-ee ~ 

0 .0, 
(v. 06) 

1. 72 

- 0 . 10 



P Qualit 
P Learn:l-
THETA-EPS Icont i n ~ ec ) 

P Role..'1c 

P Psycho 

P Qual1.t 

P Learrn 

P Re1eMo 
0 . 3 c 

, G. OS } 
6 . " 8 

P Psycho 

0.1 e 
(0.06 ) 

3 . 0 3 
0. 08 

,O~ 03 ~ 
L .4 ~ 

Squared Multiple Corre la tions for Y - Variables 

'~I • -=:3 
\ a _ 0: ' 

~ r. L 

1'-.1 Career l-1 Ro1010 M Psycho l1 Quall:' 
1.04 0.5 0 0 . 7 6 0 . 47 

Squared Multiple Correlations for Y - Variables tcontinue .j l 
P ReI el""io P Psycho P Qualit P L~ar~l 

0 . 6 3 0.8 2 0.76 0. " 6 
THETA- DELTA 

DIF EI 

DIF SN 

DIF TF 

DIF JP 

DIF EI 
0.9 3 

i 0.1 2 \ 
8 . 05 

Squared Multiple Correl ation s for X 
DIF EI DIF SN 

0 . 0- (i . O] 

Goodness of Fit Statlstics 
Degree~ o f Fr e edom = 65 

DIF SN 

0.97 
(0 . 11) 

8.47 

0.17 
10.08 ! 

2. 2 4 
- Variabl es 

DIF TF 
0 . 0 4 

Minimum Fit Functi o n C~i- Square = B4. 2 1 ( P = O.OSS ) 
Normal Th€or~' Weight~d Le6st Squares Chi-Square = 81.17 ; P 
Estimated Non-cerltrolit·" Paramet~r INCP) 0: 16.1: 
90 Per c e r,t Co rlfiden ce Jrlt e r':al for NCP = (O . O ; 43 . 2 i ) 

Minimum Fit Functi o rl ~olue = 0 .54 
Populati o n Discrepan c~ Functi o n ':alue (FO ) ~ 0 .1 0 
90 Percer,t Cor,fidence Ir,ten·a! for FO ~ (0.0 ; 0.28) 
Root Mear, Square Error o f jo.ppr o:·:imation (RMSE.Jl.. ) = 0 .040 
90 Percer,t Ccnfidence Ir,tervc.l for RMSEA ~ (0 . 0 ; 0.066) 
P-Value f o r rest o f Cl o se Fit IPHSEJ'. < 0 . 05) ~ 0."1 

Expected Cross-·,'c. I i da t i or, Index ! ECVI) ~ 1 . 04 
90 Percer,t Co nfidence Interval for ECVI ~ (0 . 94 ; 1.21 J 
ECVI for Saturated Model ~ 1 . 35 
ECVI for Ir,deper,der,ce Hodel ~ 8.48· 

Chi-Square for Independenc e Model ~ith 91 Degrees of Freedom 

~g~:~e~~~n~eI2Ic1 ; 1314.93 
Saturated ATC - 210.00 

~g~:~e2~j2c: ~.~C16 1371.E3 
Saturated CAlC ~ 635 . 23 

Normed Fit Index (NFl ) ~ 0.93 
Non-Normed Fit Index !NNFI) 0 . 98 
Parsimon,' Normed Fit Ir,dez IPNFI) ~ 0.67 
ComparatIve Fit Index (CFT) ~ 0 .9 8 
Incremental Fit I ndex (IFI) ~ 0 . 98 
Relative Fit Index !RFI) ~ 0.91 

Cr iti cal N (CN) ~ 174.81 

~~~gd~;~7z~du~~~ ~eO~g~21 (RHR) ~ 0 . 052 
Goodness of Fit Index (GFI) - 0 . 93 
Adjusted Goodness of Fit Index (AGFI) ~ 0.89 
Parsimony Goodness of Fit Index (PGFI) - 0 . 58 

TI Main Model Mentor Prote'.le Personality Fit 
E1ttea Covar1ance Matr1x 

M Career M RcleHo 
H Career 1. 00 
M Role..'1o 0.72 1. 00 
M Psycho 0.63 0.62 
H Qua1it. 0.42 0.29 
M Learni 0 . 49 0.34 
P Career 0 . 22 0 .16 
P Ro1e."1o 0.19 0.13 
P Psycho 0 . 21 0.15 
P Qualit 0 .14 0 .10 
p Learni 0.14 O.J 0 
DIF EI -0.10 -0 .07 
DIF SN -0 . 07 -0.05 
DIF TF -0 . 07 -0 . 05 
DIF JP 0 . 01 0 . 01 
Fitted Covariance Matrix (continued) 

P RoleMo P Psycho 
P Ro1e.'1o 1. 00 
P Psyche 0.72 1. 00 
P Qt..lali t 0 . 55 0 . 71 
p Learni 0.56 0.63 
DIF EI -0 .1 2 -0.14 
DIF SN -0 . 09 - 0 .10 
DIF TF -0 . 09 -0.10 
DIF JP 0.02 0 . 02 
Fitted Covariance Matrix (ccnti rlu ed) 

DIF TF 
DIF TF 1.00 
DIF JP 0 . 37 

Usin'.l Absolute 

H Psycho 

1. 00 
0.49 
0 . 42 
0.19 
0.16 
0 .18 
0.12 
n. !2 

-0.09 
-0.06 
-0. 06 

0.01 

P Qualit 

0 . 99 
0 . 76 

-0 . 09 
-0.06 
-0.07 

0.01 

DIP JP 

1. 00 

Dlr' TF 

0 . 96 
( 0; 1;) 

~ .,4 
0 . 37 

, 4) .0 8;1 
L4 :: 

12 86.91 

Value Difference 

M Quali t 

0.99 
0 . 5:' 
0.09 
0.07 
O.OB 
O.OS 
0. 0 6 

-O.Oq 
-0 . 03 
-0 . 03 

O. 01 

P Learni 

1 . 00 
-0.09 
-0.06 
-0.07 

0 . 01 

P Lear ni 

0 . 2 4 
10 . OS) 

1 ~, 

M Lear!1~ 

0.64 

H 

DfF JP 

1. 00 
'0.11 ) 

8.82 

Learni 

1.00 
0.10 
0.09 
0.10 
0.06 
0.06 

-0.05 
-0.03 
-0 . 03 

0.01 

DI F EI 

1.00 
0 . 05 
0 . 05 

-0.01 
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'0 . C':) 
~ = . 1 ~ 

P Car.ee::-
0 . 9 1 

P Career 

1. 00 
0 . 76 
0 . 76 
0.66 
Q.67 

-0 . 15 
-0.10 
-0 . 11 

0 . 02 

DIr SN 

1. 00 
0 . 03 
0.16 



Fitted Res1duals 
1'1 Ca~eer !1 RclE'_"1o 

M Career 
H Role."1o 
H Psycho 
N Qualit 
M Learni 
P Career 
P Role:.\.1o 
P Psycho 
P Qualit 
P Learr.:l 
DIF EI 
DIF SN 
DIF TF 
DIF JP 
Fitted Residuals 

? Rcle!'1o 
P Psycho 
P Qualit 
p Learn~ 
DIF EI 
DIF SN 
DIF TF 
DIF JP 
Fitted Residuals 

0 . 00 
0.00 
0 . 00 

-0.01 
- 0 .0 2 

'-' . 09 O. 10 
-0 . 0, 
-0 . 05 
-0.04 
-0 . 05 
-O . O~ 
- 0 . 02 
-0 . 01 

:-- _ :.,':. j r :..: ed 
P RoleMo 

0 . 00 
-0 . 01 
-0 . 02 
-0 . 0 2 
-0.07 
-0. 01 
-0.02 
-0.02 

(cont in ue d ) 
DlF TF 

DIF TF 0.00 
DIF J P 0.00 

Q . 00 
O. 00 
0 . 01 

-0 .01 
':1 . 02 
0 .14 

-0 .09 
-0 . 24 
-0 .1 0 

·j . Ol 
-0) . 01 

0 . 05 
-0 . 03 

? Psyche 

'C . OO 
0 . 02 
0 . 04 
0 .0 2 
0 . 07 

-0 . 02 
0 . 00 

Summary Statisti cs for Fitted Residuals 
Smallest Fitted Re si dual -0 . 24 

Median Fitted Residual 0.00 
Largest Fitted Residual = 0 . 14 

Stemleaf Plot 
-22 15 
-201 
-181 
-]6 1 
-14 I 
-!2 11 ~ 
-10 18 
- 816980 
- 6152640 

41875~776 
- 2 18 508755 
- 01998fE.6S 

011233446 
2 1001:·6'71 
41138 
6137 
817133 

1014 
121 
14 10 

3 
432]]1 
S32200995100000000000C 
7912223 ~ 6 
:89 

Standardized Residuals 
M Career 

M Career 
H Role.t...fo -0 . 03 
1'1 Psycho 0.67 
M Qualit - 1. 11 
M Learni -1. 27 
p Career 2 .48 
P RoleHo 2 .03 
p Psycho -1 . 7 6 
p Qualit -0.95 
P Learni -0. 76 
DIF EI - 0.88 
DI F SN -0.81 
DI F TF -0. 27 
DIF JP -0.22 
Standardized Residuals (cont i rlued) 

P RoleHo P 
P Role!-1o 
p Psycho - 0.69 
P Qualit -1.24 
P Learnl - 0 .8 2 
DIF EI -1. 25 
DIF SN -0. 2 6 
DIF TF -0 . 39 
DIF JP -0.30 

Standardized Residuals (continued ) 
DIF TF 

DIF TF 
DIF JP 0.22 

O. 19 

" . 23 
-0. 46 

0 . n 
2 .1 6 

-1 . 45 
-3 .60 
-1 .46 

0 .1 8 
-0.15 
0.73 

- 0.41 

Psyche 

-0 .26 
1. 61 
1. 94 
0.49 
1. 44 

-0.41 
0 .00 

H Psycho M 

0.00 
O. C·:; 
0 . 04 

-0 . 02 
0.02 

-0.12 
-0 . J 2 
-0 . (,6 

0 . 04 
0 . 09 
O. ('9 
0 . 01 

p Quabt p 

O . Oi 
O . (01 

-0.02 
0.05 

-0 . 07 
- 0. 04 

DrF JP 

0.00 

M Psycho H 

O.~9 
1. 18 
1. 08 

-0.43 
0. 34 

-2 . 30 
-2 .01 
-0 . 98 
0.63 
1. 38 
1. 42 
0.11 

p Qualit P 

2 . 23 
2 . 08 

-0 . 32 
0 . 82 

-1.16 
-0.63 

DIF JP 

0 . 22 

Qualit 

0 . 01 
D.Ol 
0 . 01 
O . ('3 

-0 . 02 
O . (oCo 

-0.06 
-0 . ('9 

O. OE 
-(l.0f: 
-0 . 05 

Lea::;:ru 

0 . 00 
-0.02 

0 . 06 
-0.06 

0 . 01 

Qual::.t 

J . 24 
1. 24 
0 . 20 
0 .40 

-0.43 
-0 . 07 
-0 . 80 
-1 . 22 

0 . 78 
-1 . 07 
-0 . 59 

Learni 

-0.30 
0.97 

-0.99 
0 . 10 

~1 Learn). 

0.00 
-0 . 03 

0 .03 
- 0 . 06 
-0 . 0 1 
-0 . 0 4 
- 0 . 13 

O. G9 
-D . 03 
-0 . % 

DIF EI 

0 . 00 
-0 . 03 

0 . 03 
-0 . 01 

M Lear!l1 

-0.79 
0.57 

-1. 22 
- 0. 22 
-0.68 
-1.87 

1. 26 
-0.34 
- 0.74 

DIF EI 

- 0. 39 
0.44 

-0.14 

Summary Statistics for Standardized Residuals 

Smallest Standardized Residual 
Median Standardized Residual 

Largest Standardized Residual 

Stemleaf Plot 
- 316 
- 31 
- 2 
- 2 30 
- 1 99855 
- 1 333222 211000 
- 0 988888777766655 
- 0 444444333333332 211100000000000 

o 11222222223444 
o 5556667788 
1 012223444 
1 69 
2 0122 
2 5 

-3 .60 
-0 .14 

2 . 48 

Largest Negative Standardized Residuals 
Res1dual for P Qualit 

TI Main Model Mentor Prot 
o 0 an ar z 

3.5 .. 

and M RoleMo -3.60 

Absolute Value Difference 

191 

P Ca!'ee!' 

C' . O(I 
0 . 00 
O. 00 

-0.01 
-C' . 03 
- 0 . 01 
-G . 03 
- Co. 02 
-0.02 

DIF SN 

0 . 00 
0 . 02 
0 . 01 

P Career 

0 .49 
0 . 52 

-1. 34 
-1.91 
-0.32 
-0 . 67 
-0.58 
-0.41 

DIF SN 

0.22 
0.22 



.x 
x. x .. 

.. • xx 
x 

.x 

Model Mentor Protege Personality Fit Using Absolute Value Difference 

Modification Indices and Expected Change 

Modification Indi ces for LAMBDA-Y 
M F\;r:.ct.1 

M Career 
M Role:."'1o 
l·1 Psycho 
H QuaIl t _ . =8 
M Learni . 28 
? Career 3 . ~ 9 
? Rcle:.~c - .1 :' 
P Psycho 8 . 90 
P Q-;Jalit 0 . 00 
P Learni 0 . 26 

Expected Change for LAMBDA-Y 
M Fur;.ct.l 

M Career 
M RoleMo 
H Psycho 
M Q'.laI:ct . 74 
M Learni -:~ . :6 
? Career CI . O~ 
P Rcle.~o 0 . 0 -' 
p Psycho -I:. 1 4 
p Qualit O. C'O 
? Learni - C, . 0: 

Standardized Expected Change for LAMBDA-Y 
M Functl 

H Career 
M Role."1o 
M Psyche 
M Qualit 
H Learn]. 
P Career 
P RoleMo 
P Psycho 
? Qualit 
? Learni 
: I ~ ! ':~'i-Zo:: r c; :·~ 0c ::' :icc :i ':·:-1 

d . H 
- 2-; . : 4 

0 , 09 
0 . 0 7 

-0 .14 
(' . 00 

-C· . 03 
I ;;::': -:-28 ~ C: ~ 

Modification Indices for BETA 

M Functi 
M Succes 
? Functi 
p Succes 

Expected Change for BETA 

H Functi 
M Succes 
P Functi 
P Succes 

M Functi 

0 . 03 
0 .4 8 

M Funct.l. 

-0 .04 
- 0 .06 

Standardized Expected Change for BETA 
M Fur.cti 

1-'1 Functi 
M Succes 
P Functi 
P Succes 

- 0.0 4 
-0.0 6 

~ l o N0n-Zero Modi f i c a t i 0 11 
rJ(o No r;- Zero ~I; od it j c :.::.ti o n 

I r. d i.:e s f..:n Gl-J~:.-:'. 
J !'" : d ice~ f'JI F:C 

Modification Indices for PSI 

H Functi 
M Succes 
P Functi 
p Succes 

Expected Change for PSI 

H Functi 
M Succes 
P Functi 
P Succes 

M Functl. 

0 . 03 
0 .4 8 

1'1 Fur.ctl. 

-0 . 04 
-0 .0 5 

Standardized Expected Change for PSI 
M Fl.lncti 

M Fl.lncti 
H Succes 
P Functi - 0 .04 
P Succes -0 .05 

Modification Indices for THETA-EPS 
M Career M 

M Career 
M Role.."'1o 0. 0 0 
M Psycho 
H Qualit 0.34 
M Learni 0. 2 0 
p Career 4. 37 
P Role!'-!o 0.48 
p Psycho 4. 73 
p Qualit 6.72 
p Learni 2.15 

Rcle..'1o 

0 .00 
0 .10 
0 .19 
0 .24 
6. 43 
1. 28 

1 9 .66 
1. 35 

H 

M 

l1 

M 

M 

M 

M 

M 

M 

Succes 
1 .1 1 
0 . 08 
1. 55 

0 .11 
2 . 4 1 
3 .4 0 
0 . 61 
0 . 9 6 

Succes 
-0.14 
-0 .06 

0 .1 5 

0 . 02 
O. O? 

-0 . 10 
0 . 0 4 

-0 . ot 

Succes 
-0 .14 
-0 . 06 

0 .15 

0 . 02 
0 . 09 

-0 .1 0 
0 . 0 4 

- 0 . ( '6 

Succes 

0 . 94 
0 .0 3 

Succes 

-0.1 7 
-0 . 01 

Succes 

-0.17 
-0.01 

Succes 

0.93 
0.05 

Succes 

-0.12 
0.01 

Succes 

-0.1 2 
0. 0 1 

M Psycho 

1. 5 3 
0.01 
0.1 7 
0. 35 
0.00 
0 . 7 5 

P !?"unct l 
1 --: 4 
0 . 00 
1 . 62 
0 . 30 
1 . 'J8 

0 .1 0 
0 .1 0 

? Functi 
0 . 09 
0 . 00 

-0 . 08 
O . O ~ 

-0 . 0 8 

0 . 32 
-0 . 32 

p F\.lnct.l 
0 . 09 
O. 00 

-0 . 08 
O. 04 

-0 . 08 

0 . 32 
-0. 32 

p Funct.1 
0. 03 
0 . 93 

p Functi 
-0.06 
- 0 .18 

p Functi 
-0 . 0 6 
- 0 . 18 

P l-uncti 

? F-r.Jncti 

? Functi 

M Qualit 

0 .11 
0 .07 
0 . 2 4 
0.17 
1.21 

P Su(:ces 
3 . 17 
~. 38 
0 . 20 
0 . 00 
0 .10 
1. 82 
3 . 27 
4 .97 

P Succes 
0.11 

-0.1 2 
- 0. 0 3 

0 . 00 
-0 . 02 
- 0 . 20 
-0 . SO 

0 . 33 

P Succes 
0 .11 

-0 .1 2 

P 

p 

P 

-0 . 0 3 
0 . 00 

-0 . 02 
- 0 . 20 
-0 . 50 

0 .33 

Succes 
0. 33 
0.11 

Succes 
- 0 .09 
-0 .04 

Succes 
-0.09 
- 0.04 

P Succes 

P Succes 

P Succes 

M Learni 

2 .60 
0. 7 8 
0.01 
0.35 
0.02 
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P Career 

0 . 2 4 

0.16 
1. 5 7 



Modification Indices for THETA-EPS \·:-o fllir.ued) 
P RoleMo P Psycho 

? Rcle..l\1o 
? Psycho 
p Quabt 
? Learn::. 

Expected Change for THETA- EPS 
~1 Career 

M Career 
t1 Rel",'!" 0 .0 0 
H Psycho 
M Qualit - 0 . 04 
M Learnl. -'~I _ O~ 

? Career 0 . C>f: 
p Rcle!-io -0 . 0= 
P Psycho - 0 . OE 
F Quall.t " 

,:,-
? Learn!. - 0 . (04 

0 ~..:t 
0 . ~ 2 
C' 0 1 

M Role..~o 

0 . 00 
0 . 02 

-c. C'2 
-C'.OI 

C' .08 
0 . 03 
,', 12 
0 . O~ 

Expected Change for THETA- EPS CG nt i rlued) 

3 . 5"" 

!-1 Psycho 

0 .08 
0 .00 

-0 . 01 
-0.02 

oJ . 00 
0 . 0] 

? Rol~~o P Psycho 
P Rcle.:.'1o 
P Psycho -0. 03 
P Qualit -0 . 02 -
F Learni 0 . 00 

Modifi cation Indices for THETA-DELTA-EPS 
M Career M RoleJ1o 

DIF El 0 .18 0 . 13 
DIF SN 3 . 33 G.01 
DIF TF 1.47 0 . 59 
DIF JP 0 . 93 0 . 68 

Modification Indices for THETA-DELTA- EPS 

DIF EI 
DIF SN 
DIF TF 
DIF JP 

P Rol",,'!o 
1. 57 
O. l L 
e . 0 1 
':'. 04 

Expected Change for THETA- DELTA-EPS 

DIF EI 
DIF SN 
DIF 'IF 
DIF 3P 

1-1 Career t..f 
- 0 .0 2 
- O .O~ 
-0.06 
O . O~ 

Rcl~"'1o 
C. 02 
C' . 01 
C' . 04 

- 0 .04 

0 . 09 

l-1 Psycho 
1 . 2] 
2 . 07 
2 .84 
0.04 

{continued } 
P Psycho 

0 .91 
l. 34 
0 . 0] 
;:' . 14 

M PSo~8~ 
G.oa 
O . O~ 

- 0 . 01 

Expec ted Change for THETA- DELTA- EPS (con tinued) 

DIF 
DlF 
DIF 
DlF 

EI 
SN 
TF 
JP 

P Role..~o 
~ 0 . 06 

-0.G 2 
0.00 

- 0 . 0 1 

Modificati on Indices for THETA- DELTA 
DIF £1 

DIF 
DIF 
DIF 
DlF 

El 
SN 
TF 
JP 

0 . 11 
0 . 27 
0 . 07 

Expected Change for THETA-DELTA 

DlF £1 
DlF SN 
DIF TF 
DIF JP 

DlF £1 

-0 . 03 
0.04 

-0.02 

Covariance Matrix o f Parameter Estimates 
LY 2 1 LY 3 1 

LY 2 1 0 . 01 
LY 3 1 0 . 00 0.01 
LY 5 2 0 . 00 0 . 00 
LY 7 3 0 . 00 0 . 00 
LY 8 3 0 . 00 0.00 
LY 10 4 0 . 00 0 . 00 
LX , 1 0.00 0 . 00 
LX 2 1 0.00 0 . 00 
LX 3 1 0.00 0 . 00 
LX 4 1 0.00 0.00 
BE 2 1 0 . 01 0 . 00 
BE 4 3 0 . 00 0 . 00 
GA 1 1 0 . 00 0 . 00 
GA 2 1 0 . 00 0 . 00 
GA 3 1 0 . 00 0.00 
GA 4 1 0 . 00 0.00 
PS 1 -G . 01 0 . 00 
PS 2 2 0 . 00 0 . 00 
PS 3 3 0 . 00 0 . 00 
PS 4 4 0.00 0 . 00 
TE 1 0 . 01 0 . 00 
TE 2 2 0.00 0 . 00 
TE 3 1 0 . 01 0 . 00 
TE 3 3 0 . 01 0.00 
TE 4 3 0 . 00 0.00 
TE 4 4 0 . 00 0 . 00 
TE 5 5 0.00 0.00 
TE 6 6 0 .00 0.00 
T£ 7 7 0 . 00 0 . 00 
TE 8 6 0 . 00 0 . 00 
TE 8 8 0.00 0 . 00 
TE 9 8 0 . 00 0.00 
TE 9 9 0 .00 0.00 
TE 10 10 0.00 0.00 
TD 1 1 0 . 00 Co.OO 
TD 2 2 0.00 0.00 
TD 3 3 O. GO 0 . 00 
TD 4 2 0 . 00 0.00 
TD 4 3 0 .0 0 0.00 
TD 4 4 O. OG 0.00 

Covariance Matrix of Parameter Estimates 
LX 1 1 LX 2 1 

P Psvchc 
;~. 04 
(t _ O~, 

0 . 0 0 
(1 . '_'.:.. 

DIF SN 

o.os 

DIF SN 

0 . 02 

LY 5 2 

0 . 02 
0.00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 .0 0 

-0.01 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 

-0 .01 
0 . 00 
0 . 00 
0.00 
0 .0 0 
0.00 
0 .0 0 
0 .00 
0.01 

-0.01 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 .0 0 
0.00 
0.00 
0 . 00 
0.00 
0.00 
0 . 00 

I contir,ued) 
LX 3 1 

P Quallt; 

!'i Quali t 

0 . 01 
-0 . 01 

0 .0 2 
C. O: 

-C' . O~ 

P Qualot 

M Quali t 
0 . 34 
0.00 
1. 94 
0.01 

P Qualit 
0 . 22 
0 . 02 
C' . ]7 
0 . 63 

11 Quall.t 
-0.04 

':' . 00 
-0 . 08 

0 .00 

p Qualit 
-0 . 02 

0 . 01 
-G . 02 
-C'.03 

DIF TF 

DrF TF 

LY -; 3 

0 . 00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0 . 00 
0.00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0.00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 

LX 4 1 

H Learni 

M Learni 
2 . 33 

. 93 
O. ]7 
O. ' 5 

p Learn:;. 
0 .00 
o _..j ~ 
0 .4 0 
O. '7J 

M Learn:!. 
- 0 . 10 

'J . (1 9 
O. C·2 

-0. 05 

p Learni 
0 .00 
0.0 3 

-C' .O ] 
0 . 04 

DIF .}P 

DIF JP 

LY 8 3 

0.00 
0.00 
0.00 
0.00 
0 .00 
0.00 
0.00 
0 . 00 
0.00 
0.00 
0 . 00 
0 .00 
0 . 00 
0 . 00 
0.00 
0.00 
0.00 
0 . 00 
0 . 00 
0 . 00 
I) _.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 

BE 2 1 
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P Career 

0 . 03 

; . C,~ 
-0 . 05 

P Career 
0 . 28 
l. 66 
0 .1 6 
0 . 05 

P Career 
O. C'2 

-0.06 
O. C'2 

-0 . 0 1 

LY 10 4 

0 . 01 
0 . 00 
0 . 00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0.00 
0.00 
0 . 00 
0 . 00 
0.00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 
0 . 00 

BE 4 3 
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LX 1 1 O. OJ 
LX 2 1 0 . 00 O. C' 1 
LX 3 1 0 . 00 0 . 00 0.01 
LX 4 1 0 . 0(1 O.OC 0.00 0 . 01 
BE 2 1 0.00 0 .0 0 0.00 0 .00 0 . 0 2 
BE 4 3 0 . 00 O. DC' 0.00 0 . 00 0 . 00 0 .0 2 
GA 1 0 . 00 C'. DC 0.00 O. C'O 0 . 00 0 . 00 
GA 2 1 O. 00 c· . 00 0.0 0 0 . 00 0 . 0 1 0 .00 
GA 3 1 O. 00 Q .0 0 0 . 00 0 .00 0 . 00 -O.OJ 
GA 4 1 O. 00 C' . OO 0.00 0 . 00 0.00 0 . 02 
PS 1 C'. OO O. OC 0.00 0.00 -0 . 01 0 . 00 
PS 2 2 (' . OC· 'J . C'C' 0.00 0 .00 0 . 00 0 .00 
PS 3 3 O. Oi 0 . 00 0.00 0 . 00 0 . 00 - 0 . 01 
PS 4 4 0.00 o. OC' 0 . 00 0 . 00 0 . 00 0 . 00 
'IE 1 0 . 00 ':: . 0 (1 0 . 00 0 . 00 0 . 01 0 . 00 
TE 2 ~ O.oe. C'. O(l 0 . 00 0 . 00 -0 . C1 0 .00 
TE 3 0 . 00 ,) . 0 0 0 . 00 0 . 00 0 . 01 0 .00 
1'E 3 - (I . e.a · o ,~ 0 . 00 r . C':' • I~I 1 J . OO 
'IE 4 3 0 . 00 O. OC 0.00 6 . 00 0 . 00 0.00 
'IE 4 4 0 . 00 I) . 0 e 0 . 00 a . 00 0 . 00 0.00 
'IE ~ 5 0 . 00 I) · DC' 0 . 00 0 . OC Cl . 0 ·:' 0 .00 
'IE 5 6 0 . 00 " . 00 0.00 0 . 00 0 . 00 0 .00 
TE 7 ~ 0 . 00 (o . OC' 0 . 00 O. 00 C' . OO 0 . 00 
TE 8 6 0 . 00 O. OC, 0 . 00 0 . 00 0 . 00 0 .00 
'IE 8 8 0 .00 0 . 00 0.00 O. 00 0 . 00 0 .00 
'IE 9 a 0 . 00 C' . 00 0 . 00 O. 00 0 . 00 0 .00 
T E 9 9 0 . 00 0 . 00 0.00 0 .0 0 0 . 00 0 .00 
TE 10 10 0 . 00 O. OC, 0. 0 0 0 .00 0 . 00 0 .00 
TO 1 0 . 00 0 .00 0 . 00 0.00 a . 00 0 .00 
1'0 2 2 0.00 0 . 00 0.00 0.00 0 .00 0.00 
1'0 3 3 0.00 ') . 00 0 . 00 0.00 O. 00 0.00 
TO 4 2 0.00 0 . 00 0.00 0.00 0 .00 0 .00 
1'0 4 3 0 .00 0 . 00 0.00 0 . 00 0 .00 0.00 
TO 4 4 0 . 00 0 . 00 0.00 0.00 O. 00 0 .00 

CovariancE! Matrix of Parameter Estimates (conti nued ) 
GA 1 1 GA 2 1 GA 3 1 GA 4 1 PS ~ 1 PS 2 2 

G'A . 1 0 . 0 2 
Gl-. 2 1 0 . 00 0 . 0 : 
GA 3 1 -0 . C' j 0 · C'C 0.03 
G." 4 1 0 . 00 . OC· -0.01 C' . 03 
PS 1 0 . 01 . 0 ( - -0.01 O. OC' CI . C' 3 
?S 2 2 O. O~' ( . . OC- 0 . 00 0 . 00 O. Oj 0 .03 
PS 3 .> - 0 . 01 '-' · Dc' 0.03 - O. OJ -0 . 01 0 . 00 
PS ~ 0 . 00 C' · DC 0.00 0 .00 0 . 00 0 .00 
IE . 1 0 . 00 ':' · C'C- 0. 00 0.00 - 0 . 02 - 0 . 0 1 
IT 2 2 O. OC' O. ~ C' 0.00 0 . 00 O. OJ 0 .00 
TE 3 1 O. C'O 0 .0 0 0 .00 0 . 00 -0.01 - 0 . 01 
T£ 3 3 0 . 00 0 . 00 0 . 00 0 . 00 -0 . 0 1 -0 . 01 
TE 4 3 0 . 00 0 .0 0 0 .00 0 . 0 0 0 . 00 0 . 00 
'IE 4 4 0.00 0 . 00 0.00 0 . 00 Q .00 - 'j .01 
'IE 5 5 0 . 00 '} . OC' 0 . 00 0 . 00 0 . 00 0 .00 
'I'E 6 6 0 . 00 0 . OC' 0.00 0 . 00 0 . 00 t] . OO 
TE 7 7 O. CO .:' . e.c 0 .00 C' . OO 0 . 00 0 .00 
'IE 8 6 0 . 00 C' . OC' 0 . 00 0 . 00 0 .0 0 0 .00 
TE 8 E 0.00 0 . 00 0 . 00 0 . 00 0 . 00 0 . 00 
TE 9 E 0 . 00 0 . OC 0.00 0 . 00 0 . 00 D.OO 
'!'E 9 9 0.00 I} .oc 0.00 0.00 0 . 00 0 . 00 
TE 10 10 0.00 0 . 00 0.00 0,00 0.00 0 . 00 
1'0 1 1 0.00 0 . 00 0.00 0.00 0.00 0 . 00 
TO 2 2 0.00 0.00 0.00 0.00 0.00 0.00 
TO 3 3 0.00 0 . 00 0,00 0.00 0 . 00 0 .00 
TO 4 2 0.00 0 . 00 0.00 0.00 0 . 00 0 . 00 
TO 4 3 0.00 0 . 00 0.00 0 ,0 0 0 . 00 0 .00 
TO 4 4 0 . 00 0 . 00 0.00 0.00 0.00 0 .00 

Covariance Matrix of Parameter Estimates (c ont inued) 
PS 3 3 PS 4 4 TE 

PS 3 3 O. 04 
1 1 TE 2 2 'IE 3 1 TE 3 3 

PS 4 4 0.00 O. OJ 
'IE 1 0.00 0 .00 0.02 
TE 2 2 0 .00 0 . 00 -0.01 0 . 01 
'IE 3 1 0 . 00 0 . 00 0.01 -0 . 01 0 . 01 
1'E 3 3 0.00 0.00 0.01 -0 .01 0.01 0 .01 
l'E 4 3 0 . 00 0 .00 0.00 0 . 00 0.00 0 .00 
TE 4 4 0.00 0.00 0.00 0.00 0.00 0 . 00 
TE 5 5 0 . 00 0.00 0.00 0 , 00 0.00 0 . 00 
TE 6 6 0.00 0 .00 0.00 0 .00 0.00 0 . 00 
TE 7 7 0 . 00 0 .0 0 0.00 0.00 0 . 00 0.00 
TE 8 6 0,00 0 . 00 0.00 0.00 0.00 0 . 00 
'IE 8 8 0,00 0 .00 0.00 0.00 0.00 0 . 00 
1'E 9 8 0.00 0.00 0.00 0 . 00 0.00 0.00 
TE 9 9 0.00 0 .00 0.00 0.00 0.00 0 .00 
TE 10 10 0.00 0 .00 0.00 0 . 00 0.00 0 .00 
1'0 1 1 0 . 00 0 . 00 0.00 0.00 0.00 0 . 00 
TO 2 2 0.00 0.00 0.00 0.00 0.00 0.00 
TO 3 3 0.00 0.00 0.00 0.00 0.00 0.00 
TD 4 2 0.00 0 . 00 0.00 0.00 0 . 00 0.00 
TO 4 3 0.00 0 .0 0 0.00 0 . 00 0.00 0.00 
TO 4 4 0.00 0 . 00 0 . 00 0.00 0.00 0.00 

Covariance Matrix of Parameter Estimates (co ntinued) 
TE 4 3 TE 4 4 TE 5 5 TE 6 6 'IE 7 7 TE B 6 

1'E 3 0.00 
TE .: 0.00 0 . 01 
TE 5 5 0 . 00 0 . 00 0 . 01 
1'E 6 6 0.00 0 . 00 0 . 00 0 . 00 
TE 7 7 0 . 00 ~ . OO 0.00 0 . 00 0.00 
'IE 8 6 0 . 00 0.00 0.00 0.00 0.00 0.00 
TE 8 8 0 .00 0 .00 0.00 0 .00 0.00 0.00 1'E 9 E 0 . 00 0 .0 0 0.00 0.00 0.00 0.00 
'IE 9 9 0.00 0 .00 0.00 0,00 0.00 0.00 
TE 10 10 0.00 0 . 00 0.00 0 .0 0 0.00 0 .00 
TO 1 1 0.00 0 . 00 0.00 0 . 00 0 . 00 0.00 TO 2 2 0 . 00 0 . 00 0.00 0 . 00 0 . 00 0.00 
TO 3 3 0.00 0 . 00 0.00 0.00 0.00 0 .00 
TO 4 2 0.00 0 . 00 0.00 0 .00 0.00 0.00 TD 4 3 0 . 00 0 . 00 0.00 0 . 00 0.00 0.00 
1'0 4 4 0.00 0 .00 0.00 0.00 0 . 00 0.00 

Covariance Matrix of Parameter Estimates ( co rltinued) 
TE 8 8 TE 9 8 TE 9 

TE 8 0 . 00 
9 TE 10 10 TO 1 1 TO 2 2 

'IE B 0.00 0 . 00 
TE 9 0 . 00 0 . 00 0.00 
TE 0 10 0.00 0.00 0.00 0 . 00 
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TO 1 1 0 . 00 (, . 00 o. c,c· o G 0.0] 
TO 2 2 0 . 00 " . 00 0 . 00 . :1 l ' . e·o 0 . 01 
TO 3 3 0 . 00 r . 00 0 . 00 .0 O. I~IO 0.00 C 

TD 4 2 0.00 o. 00 0.00 . \..1 C. OO 0 . 00 
TD 4 3 0.00 0 .00 0 . 00 . 0 (I . () O 0 . 00 
TO 4 4 0.00 o. 00 0 . 00 . C, 0 . 00 0 . 00 

Covariance Ma t rix of Pa rameter Es t imates Icon tinued) 
TD 3 3 TD 4 2 TD 4 3 TD 4 4 

TD 3 3 0 . 01 
'I'D 4 2 (' . 00 0 . 01 
TO 4 3 C'.OO 0 . 00 o. 01 
TO 4 4 0 . 00 0.00 0 . oe· O. 'J l 

T1 Main Personal~t Fit Us in Abs olute Value Differe nc e 
o rre a 10n arame er s 1ma e s 

LY 2 1 LY 3 , LY 5 2 LY 3 LY 8 LY 1 0 4 
LY 2 . 00 
LY 3 0 ?' 

. ~O 1 . ae 
LY " ~ 0 . 01 ~( .. 1& ) .oe 
LY 7 ~ 0 .0 0 c' . CO 0 . 00 1 . 0(1 
LY 8 3 0 .0 0 o. e, (: 0 . 00 0 . 3~ !. 00 
LY 10 4 0 .00 C' . OC' 0 . 00 0 . 01 -.J . 19 1. 00 
LX , 

1 0 . 0(' ,:, . 00 0 .0 0 o. DC· ,] . 00 0 . 00 
LX 2 1 0 .00 C' . 00 0 . 00 0.00 0 . 00 0 . 00 
LX 3 1 0 . 00 0 .00 0.00 0.00 0 . 00 0.00 
LX 4 1 0 . 00 C' .00 0.00 0 .00 0.00 0 . 00 
BE 2 1 0 . ~2 o. 2 6 ~0 . 48 0 .0 0 O. CO 0 . 00 
BE 4 3 0 . 00 0 .00 0 . 00 0 . 35 0. 2 6 -0 . 25 
GA 1 1 -0.03 0 . 09 0.00 0.00 0.00 0 . 0 0 
GA 2 1 0.23 0 .00 0.00 0 . 00 0 . 00 0 . 00 
GA 3 1 0.00 a . 00 0.00 0 . 04 0.09 -0 . 01 
GA 4 1 0.00 o. 00 0.00 0 . 14 0.00 -0 . 02 
FS 1 1 -0.58 ~O. 31 -0.01 0 . 00 0 . 00 0 . 00 
PS 2 2 -0.28 0 . 13 -0.63 0.00 0.00 0 . 00 
PS 3 3 0.00 0 . 00 0.00 ~0.21 -0 . ) , 0 . 00 
PS 4 4 0.00 0 . 00 0 . 00 -0 . 30 0 .0 7 ~0 . 34 
TE 1 0 .84 () . 23 0 . 01 C' . OO ,] . 00 0 . 00 
TE 2 2 -0 .60 ~l . 02 -0 . 02 0 . 00 ') . 00 0 .00 
TE 3 1 0 . 78 -c' . 11 O. ('4 (I . oe' '] . 00 0 . 00 
TE 3 ~ 0 . 56 -0 . 

i~ 
C' . 11 (I . v'J ·J . OO 0.00 

IE 4 0.04 -(: . 0 . 25 0 . 00 () .O O 0 .00 
TE 4 4 0.0) - C' . ll' O . ~:: 0.00 ') .0 0 0 . 00 
'IE 5 5 0 . 00 O. e'9 - 0 . 66 0 . 00 0 . 00 0.00 
TE 6 6 0 . 00 D. 00 O. ('0 ':, .6 0 '~I • ;:: ~ 0.00 
1'£ 7 7 0.00 C' . C'O 0 . 00 - O .:: ~ (1 . 00 ~ 0 . 02 
TE 8 6 0.00 (1 .0(' 0.00 0 . 56 -0 .06 0.04 
TE B 8 0 . 00 0.00 O.OC' 0 . 35 ~O . 30 0.11 
TE 9 6 0 . 00 0.00 0 . 00 O.O~ ~O. 1 , 0 . 2 4 
'IE 9 9 0.00 C.OO C. 00 0 . 01 -0.11 o. ~ 9 
TE 10 10 0 . 00 0 .00 ('.00 O . ['0 0.0 1 ~O . SO 
TO 1. 1 0 . 00 0.00 C'.OO 0 . 00 0 . 00 0 . 00 
TD 2 2 0 . 00 0 .00 0 . 00 0 . 00 0 .00 0 . 00 
1'1) 3 - 0 . 00 0 . 00 0 .0(' 0.00 0 . 00 0 . 00 
'I'D 4 2 0 . 00 0 . 00 0.00 0 . 00 0.00 0 . 00 
Tn 4 3 0.00 0.00 0 . 00 0 . 00 0.00 0.00 
TD 4 , 0 . 00 [I . CIO 0.00 0 . 00 ').00 0 . 00 

Cor relati on Matrix of Parameter Estimates (co rlt i nued J 
LX 1 1 LX 2 1 LX 3 1. LX 4 1 BE 2 1 BE 4 3 

LX .l. 1 1. 00 
LX 2 1 0.03 ) .00 
LX 3 1 0 . 04 0.02 1. 00 
LX 4 1 -0 . 01 O. IS 0.3~ 1. 00 
BE 2 1 0 . 00 0.00 0.00 0.00 1. 00 
BE 4 3 -0.10 -0.07 -0.07 0 . 0 2 0 . 00 1. 00 
GA 1 1 - 0 . 09 ~0 . 06 -0 . 07 0 . 02 0 . 01 0 . 2 1 
GA 2 1 0 . 00 0 . 00 0 . 00 0.00 0 . 50 0 . 00 
GA 3 1 0 . 20 O . l~ O. ) 4 -0 . 04 0.00 -0 . 25 
GA 4 1 -0 . 09 -0 . 06 -0 . 06 0 . 02 0 . 00 0 . 81 
PS 1 1 -0 . 04 -0 . 0] -0 . 03 0 . 0 1 -0 . 41 0 . 12 
PS 2 2 0 . 00 0 . 00 0.00 0 . 00 0.16 0 . 00 
PS 3 3 0.22 0.15 0.16 -0 . 04 0.00 -0 . 41 
PS 4 4 0.02 0.02 0.02 0.00 0.00 ~0 . 32 
IT 1 0.00 0.00 0.00 0 . 00 ,) . 61 0 . 00 
TE 2 2 0 . 00 0 . 00 0.00 0 . 00 -0.48 0 . 00 
TE 3 1 0.00 0.00 0.00 0 . 00 0.56 0.00 
TE 3 3 0.00 0 . 00 0.00 0 . 00 0 . 35 0 . 00 
IT 4 3 0.00 0.00 0 . 00 0 . 00 -0.16 0.00 
TE 4 4 0.00 0.00 0.00 0 . 00 -0.26 0 . 00 
TE 5 5 0 . 00 0.00 0.00 0 . 00 0 . 31 0 . 00 
'IE 6 6 0.00 0 . 00 0.00 0 . 00 0 . 00 0 . 45 
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Appendix E5 

Main Model Calculate on Individual 
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Main Model Calculate on Individual 

Goodness of Fit Statistics 

Degrees of Freedom = 20 

Minimum Fit Function Chi-Square = 28.12 (P = 0.11) 

Normal Theory Weighted Least Squares Chi-Square = 27.62 (P = 0 12) 

Estimated Non-centrality Parameter (NCP) = 7.62 

90 Percent Confidence Interva l for NCP = (0.0 ; 25.57) 

Minimum Fit Function Value = 0.090 

Population Discrepancy Function Value (FO) = 0.024 

90 Percent Confidence Interval for FO = (0 .0 ; 0.082) 

Root Mean Square Error of Approximation (RMSEA) = 0.035 

90 Percent Confidence Interval for RMSEA = (0.0 ; 0.064) 

P-Value for Test of Close Fit (RMSEA < 0.05) = 0.77 

Expected Cross-Validation Index (ECVI) = 0.25 

90 Percent Confidence Interval for ECVI = (0.23 ; 0. 31) 

ECVI for Saturated Model = 0.29 

ECVI for Independence Model = 3.92 

Chi-Square for Independence Model with 36 Degrees of Freedom = 1201 .92 

Independence AIC = 1219.92 

Model AIC = 77 .62 

Saturated AIC = 90.00 

Independence CAlC = 1262.61 

Model CAlC = 196.19 

Saturated CAlC = 30344 

Normed Fit Index (NFl) = 0.98 

Non-Normed Fit Index (NNFI) = 0.99 

Parsimony Normed Fit Index (PNFI) = 0.54 

Comparative Fit Index (CFI) = 0.99 

Incremental Fit Index (IFI) = 0.99 

Relative Fit Index (RFI) = 0.96 

Critical N (CN) = 41643 

Root Mean Square Residual (RMR) = 0.028 

Standardized RMR = 0.028 

Goodness of Fit Index (GFI) = 0.98 

Adjusted Goodness of Fit Index (AGFI) = 0.96 

Parsimony Goodness of Fit Index (PGFI) = 0.44 
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Competing Model 
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