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CHAPTER I
INTRODUCTION

A mentor, usually a senior and morg éxperiences employee than a protége,

commilled lo provide a protége with wo lated su 7 and psychosocial support in
‘ n practicing naturally

Hh other's works.

One party initiated the relalionship. or & amle. A prolegé-te-be asking for advices, a

in all kinds of organization when we pers ons dgre |

menlor-lo-be reciprocally aceéptadiihe mentofing ship. Bond between a
mentor and a protégeé grows'  natural formation of mentor imnshup was
ng ‘ ' béen receiving public
altentions. Scholars andifesearchers, ' ally | }" udies, mainly on
informal mentoring. Large Aumbers o ’ € '1 10N Across the ed Stales had set

tegé relationship

While originated and studied.int L of informal mentoring, mentoring

had been used extensively by b ] Hons 2 35 3 0 areer development tool but

e ) _ as induced
by the third party, ma@bya iuman resource artment, nrma;&nmring

continued to gain pupulanly among organizations despite of limited numbers of

WL 144 111 1o 11 2 oo

mentoring W$Sll" better than no mentur?g at all. (Allen Ei al., 2006; Allen, Eby, Poteat.

ﬂ”ﬂ"”l ANVITUNATTNEIAY

ha been found in one study, was that the matching decision was made by the
execulive committee considering the common interests between mentor and protége.

(Hirschfeld, Thomas, & Lankau, 2006)



The problem aroused when, on one hand, scholars and researchers were
studying informal mentoring. On the other hand, practitioners were conducling formal

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

underlying funclions associated wilh formé ‘ rship, formal mentoring was often

facing with ineffectiveness, dys onal, or e tuetive results. (Feldman, 1999,

personalily. (Eby &l
beller understand me

mismalching inlo two ca

o U= #

Problem with Personaligy Fit ‘ .ﬂﬂ :
J".l. o ¥d
"Personality was a - pal jgdﬁp

states, including aspecls of ve 51 ‘ iew, acculturation, sense

of personal identity, sense of humor, & behavioral styles, and related
d i
characteristics.” (Cohen & Swerdlik; 2005, p- | he variation in personality trails, in

some case as much as thr differences between.

L

individuals, was due It

969} -Personality could
B ool
1 If-report lo the

be assessed by Usifg

personalily inventories, lo measure the slate | motivatignal, interpersonal,

and attitudinal charadenshcs as distinguished from abilities. mnés;tasl & Urbina, 1997)

LI 1YLt T

cummunmﬂnn Resull was a poor Gﬂ?eratlﬂn in wurkp!a:e

) U S5 b1 o o

QIEITI} personality could be statistically compared the filness belween mentor-protégé
pairing. Therefore, this study aimed at measuring the personality fit against Ihe result

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

mentoring.



Problem with Logical Fit
Personalily fit was nol the only problem contributing lo mentor-protége

mismalching. There were otlher personal atiributes, which made pairing incompalible,

such as difference in underlying attitudes, valugs,bBligfs, backgrounds, experiences,
interests, career goal, and work-family Allen : T
2002) These factors were conglomerated
el s . CMUr&d with self-
report questionnaire. Therefore, (hi e di overthelog CIMMERd hoped that

future study would look i

Personality fit v rsonalities

‘&{\:&:\‘ ironment fit

theory. (P-E) Holland (1985, cited | ﬁ . 2003) *_ he ',\-a\ people and

were in high congruency.

occupational environment could b class‘m ,_g_._ i rest" ty ealistic, artistic,
investigate, social, enterprising ' and’s theory indicated
that congruency with these factors resuited atisfaction and stability. By the

same virtue, personality congruente was a complemer it of occupational

environment. Personalty fit “made whole" and added the missing part 19 P<E fit. (Smith,

2003) Yoo ] ‘ ’

|
Personality fit I@anaml benefited organization in many wayﬂ

interpersonal |
cohesion, salisfacti

mmmunmahngﬂadmng conflict, and nnc{g‘asmg cnuperaliun (Jackson, Joshi, &

RN TN UAIANYIA

In mentoring context, personality fit was the basis by which mentor and
protége would captivate each other according lo similarity attraction paradigm. (Allen

& Eby, 2003) This would increase the level of comfort and enhance communication



between mentor and prolégé. Thus, personality fit increased effectiveness of
mentorship. (Ragins, 1997) Godshalk and Sosik, (2003) had indicated that both leader
member exchange (LMX) theory and similarity attraclion paradigm suggest lhal the

enhanced by relevant
(Hirschield el al., 2606) Without a'surprise, Wanberg el al,, (2006) had reported that

protégés who perceived themselves as ) their m s Bongerning issues such

values, interest,
between persunalitﬁmilaﬁ and success Nip was significant. A mentor-

protége couple with ‘hngh similarity on the above aspecls repnned high mentorship

RV LIV b

which seeud inadequate. Therefore, ‘;l deemed apprupnate to confirm this fi nd:ng by

TR S IR T

IZZDDEI} had already reasoned that perceived and aclual similarity belween 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.



As a precaulion, personalily fil between mentor and prolége was one of the
earliesl issue organizalion could address in order to prevenl mismalching and lo

improve lhe effecliveness of formal mentoring program.

This thesis employed an e
approached the personalily fil issug-d hes by using
MEBTI, no specific hypnlheéié 0 . e main objective
to explore personality fil as desg ever, as a good
praclice lo make oplimusg
secondary objeclives were g >dy Si  stafistical procedures we nnad as

followed:

1) This study used R ‘ \ S enlc-r role
instrument for measuging mentaring fun ns. ‘-_,n firmatory factor

analysis indicated 3 ‘ ir .- this study supported.

2) In order to prevent spu aria aused by difference in
P'E‘rsonal' orofi » mentor and prot grodp Lisrel was

were simila

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

PUIeHOUEDRGE

nng functions from culllhraimn phase protége.

q RAAIIO

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

this model for bolh parties.



5)  In order to verify Kram's (1985) notion, MANOVA statistical procedure was

conducled to lest whether one wanted ideal counterpart's personality to

be like oneself.

6)

NaS LI' en compared with the
allared main model
"*-.

had bae wsled it turein order to be able to directly compare

There were efigitions for menlofing used by different researchers.

A mentoring relationship Wds &-0ae-lo-one ip between a more experienced
member (mentor) and a less experienced member (PrOlEge) o the organization of profession. The
relationship was developec e therorteshioharan owth pi-the protege through
coaching, Suppory fﬁ'rmr@mz:;"ﬁmméi firansfers needed

information, feed CH, ar : ~“ otional support

and putting a good wﬁwhen NOSE _m

Literature Review

ﬁlllﬂ’l J2 N3Nl 'Lf,]‘i

Many ||ter alures had dated mentorship'back to Greek m&olugy (Allen et al.,

L RO e AR R LS

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

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

along with Mentor, Mentor had assisled Odysseus's son by advising and teaching



through many difficult situations for Telemachus lo 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

confer menloring with apprenticeship zera & Hannafing2006) In medieval period

when merchanis hadte'lravel . mon that lhey were

accompanied by aroe s taught their

0 I somelimes
d rapport. Grooms then
th

ad received public
7€) had published his

itors, when they

rchers had starled to
oung adults. Among

ar mentoring book in 1985 titled
ational fife._(Pﬂlloc:k. 1995)

This book was still cit Hook 'n:tivn:tual

being mentored was ¢ n- 1egere} which

implied a prutec\edgrsn or afav m
Literature revi nsns!ed of three ma‘r\' 1) theoretical framework of
el b o Dot

etical l-(amewnrk of ME

AR R R Pkl KrE tatak 7Y {la) A
ﬂ] 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.



In Kram's (1985) seminal work, she had conducted an in-depth interview
sludy of relationships between older manager (mentor) and younger manager (prolegé)

in a corporale setling. These relationships were engaged voluntarily whereby the older

adults commit to providing supports to the Ve nger adults. This became the classic

‘ ‘ gnlcring functions, which
osocial functions.
ed protége's career
advancement in an o
enhanced prolégeé's
professional role. S

that role modeling was the thifd menlofing fuaction, separatin from career funclion

and psychosocial tiogiongin .-Emr ed y Allen e , 2004; Godshalk &
g X !

Sosik, 2003; Herbohn, 2004Sc3 uraﬁl[ or, } Role modeling was reasoned to

be different from olher psytho |& ion becau .ss'rve in nalure as

protége observed mentor's be au'ﬂ?ﬁ?’!;_ aciivﬂi provided other

psychosocial supporting fu tim ﬁ 931;1 nd MeFarlin (1990) had added two more
mentoring functions - social '.;g‘:_-‘;m d parental role function - to Kram's

original work. Thus, eleven me were g d.into three categories -

iz

career fElaiEd . modeling, a wsychosocial functions (Figure 1 ih

)

Qriginal wo menlmng cntegums fmm Kmm {1985). M&munng al work: Deva!npmemai refationships in
ﬁmzmw hfe, p. 23, Glenview, IL: Scofl, Foresman and Company.
* Role model as the third function from Allen et al. (2004); Godshalk and Sosik (2003); Herbahn
{2004}, Russell and Adams, ([1997); Scandura and Viator; { 1994) Scandura and Williams. (2001)
"Two additional mentoring functions from Ragins and Cotton (1998}, Mentor funclions and
outcomes: A comparison of men and women in formal and informal mentoring relatonships.
Journal of Applied Psychology, B4(4), p. 550.



1. Mentoring Funclion

Menloring was a dyadic relalionship belween two persons, lypically one wilh

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

Career functiop§ we ose functionsthe mentc 7‘ .'.‘-.,. protege for the
zation and the organization

itself. (Wanberg, Kammeyer-Mue N arct f’r 2 ‘Especially when a protége

was new to the organizaliony career functi “help protege 10 learn appropriate working

behaviors effectively. These funclionsinclude sponsorship, exposure-and-visibility,
R TE. ;

coaching, pmtectlon anq le T - Fwecareer fun::'tinns had three

commaon “E_.. r held a

00 J fluences. The

extent lo which mlg would succe the career adva cemepenﬂed on

mentor's organization m!luem:e Once known to mher employees, prolége often

Oty el L7k iey 1w

mentor's smpmt and guidance, prc}té%é was mure-ltkely to succeed lhan fail smc&

f'lﬂ“fiﬁﬁ IS NETAY"

o lamed promotion. Thirdly, protégée carried oul assignments for mentor beyond and
over basic responsibilities on one’s own meril. Mentor gained respecis from peers and

organizalion by developing young talent for the society while protlégeé received



10

recognition as being high polential. The five career functions were sponsorship,
exposure-and-visibility, coaching, prolection, and challenging assignments. The delails

ol which were as followed:

1.1.1. Sponsorship. The quentl dyadic relationship in the
| supporting career

advancement, an empluywlﬂed*b&y eadwood. Sponsorship

involved aclively nomin or hierarchical

promotion. Sponsorshi mendation in

mentor had access (o resol al a s , -esﬁ to challenging
job assignments, organi; on, & Russell, 2000)
reciprocal network relationgh , immunity, or a
simple direct promotion. If a pgotege felie n Si sor, one's career would be
fluctuated depending on the sponsof:-if ene" of left the company, or was
transferred to the pp,siiisnn out of reach, p doom. It was always a

safe strategy for one e b ork ship. Sponsorship benefits mentor as

well. If a protége sucg  good judgment

and contributing to the g a numbers of successful

protége climbing up a -::nrpurate ladder, a respectful mentor built a net'-nrurk of loyal

protbgés ﬁﬁﬁ’%ﬁ?ﬂ%’ﬂ B9,

osure-and-visibi name implies
twofold - to see (be exposed to enwrunm&t} and be seen (b8wisible by others.) The/
@sw%»&mame%@%%c%w ‘18t
{WEQaking intefdepartmental tasks - written communication or direct contact - involving
high rank officers of departments outside their own. A protége would learn the other
parts of organization one inspired to be with and learned the way to be in thal desiring

position. A protége had a chance to demonstrate one's capabilities and be visible to
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key persons so that one became a viable candidate when the nex! promolion was

available,

1.1.3. Coacting. A mentor guid edha protége o perform a task effectively.

slage, a mentor provided siratec > dop @ egé (o maneu e lhirough corporate life. At
late stage even though & ow 1o did things, a

protege still needed infopm@tion wﬂh More senior

managers.

1.1.4. Proteefion. iihergwas lime especially when a protegé was new to an
organization, a person fieedgd a Shield against’| leficiency. When a mentor
perceived a potential threal or ', i sation o \ it a delay of work or

aboul-to-be a mislake, & alion. Because of a

wen@

higher rank position and a Belter# _' m ent, @ mentor could afford to be

in a tough situation, taking b!ame or credit. Especially.in a controversial issue, good

',.,"a"_.'k ,.-*

reputation of a mentor co d carnguflaged

S T— 1 T

shﬂr'tcﬂmlng of proie Dlege s ability - s ‘
Vi R )

1.1.5. Challénging assig

ﬂask—r&la!eﬂ
relationship, which was a unique characteristic of this direct report Situation. The
mentor, w ﬂwas also zﬁ:lnﬁ supervisor of a protége, assigns a difficult departmental

kB R A= AR

perfunnanﬂieedb&cks It was lmpunant for every employee to increase one's

LU B SHNETRTNAY

|ﬁc lasks and encouraged prolége to perform complicate duty beyond normal

work 1o

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

or gelting angry alt the assignmenls. Challenging assignmenls nol only prepared a
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protége lo be ready for the promotion bul also relieved a menlor from technical
responsibility. It was a chain reaction. The more free time a mentor had the better

qualily coaching and feedback a prolége received.

!//

- In Kram's (1985).qrig work mle mnd ped with psychosocial

1.2. Role Modeling Funclion

function. When statistic

modeling belonged 16

Sosik, 2003; Herbohn

altributes.” (Gibson, 2004, p. 136) 1g was the inlentional behaviors
performed by a person who.was : sted, and admired by other persons.

(Godshalk & Sosik; 2003) R uld have influence over othars by setling an

: e % !
example of proper.and desirable behs k "'a‘l Social
learning theory pru%d thal one mechanism by whic widua@med was the

observation of others in or'-as social environment. (Bandura, 1977) From this theory, it

e S e T

with roles IMI governed effeclive beha*ors and norms, aiau known as “the mpa in the

TN TSI AN HIRE

in day-tu—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
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represenis exhibilion of role modeling behaviors through exemplary personal
achievemenl. (Godshalk & Sosik, 2003) Therefore, transformational leadership was

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

equivalence. (Sosik & Godshalk, 2000; 5 Q shalk, & Yammarino, 2004)
For a mentor to ensure thal a prolége wa nner attitudinal
behaviors, a mentor needed Ic exhibit cor |sll=abeha-ramﬁgmdels the type of

Locke, 2004) A mentor’s
allitude, value, and behaviggprov a model for a pi " €ge |0 emulale without any
active effort or conversatio amentc > disadvantz C > of udelmg was

that it could not be cor so depended on what a pic lege ated roles lo

emulale. For that reasongthe hard part ‘ *l' ecome @ role model was a life-long
duty. A good role model must be€ons _ in es. r\tuihelyI good from
conscience. Role model€ontifual sent | ,. 1 nentor 10.a protege by
mentor's aclions, conversali ‘ < Prot C \ carned from

exposing messages. Subjected I li=laf . elations, pe Eiving roles became
norms for protégé. Role modeling benefited bott e d piégé, A protege
discovered valuable parts of self Qg“ ifying with & mentor; and mentor rediscovered

valuable parts of se f 1.

| iy

1.3. Psychosocial Funcliens m

Psychosocial fun-:tluns were those nurturing relationships (Godshalk & Sosik,

OV S ITS...

functions warem\nre personally, relying unfmuhunal bond behvean mentor and

”ﬂﬂ’lﬁ IR

fnan ship, social, and parent. Psychosocial functions affected both mentor and

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

beyond career advancemenl in the organizalion and generally carried over the other



14

sphere of life such as a sense of self-worlh, identity, dignity, and even to family-work life
congruency. Allen (2003) had indicated thal mentors who were molivated by different

faclors might provide different mentoring functions. A menlor who was high on

effectiveness of therdle - ' ‘b yarties reciprocally respeet and trust each
other. This was why similarijig ‘ 1 values, inlérest d personality which influenced

Ihe liking of each other, glaye | llc-nshlp The five

psychosocial funclions counseling, friendship,

social relationship, andipare re as followed:

1.3.1. Accepta vided both menlor and

protégé a sense of self from i ect, and well wishing by each

other. When a protégé developed 1 ‘ofession, the mentor showed an

acceptance of such acco

!

olege to continue with

ancmragemen ‘- e t;'".'l-'.l:'”. . ':: : 1 . 'E-:.i".'l. et L e E O L it e LY }J er
advancement and lé: ient re " ~e-and-
confirmation, a prn% apprei Ihe mentor @J was passing the

wisdom and expenences In return, a mentor felt the sense of self-esteem, generativily,

RN RaNIEIN ok L1 e

new b-eha s and laking risks lo ven[g;e into unfamiliar way of approaching lhe world

Qﬂﬂiﬁ SEARTOR AN Mh 1IN}

r almnshlp by whose tolerance of differences allowed a protége to discover self-

differentiation.
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1.3.2. Counseling. As a prolégé was facing personal concerns that might
interfere with positive sense of sell in the organization, protégé could discuss with a

mentor openly about anxiety, fear, and ambivalence hal detracted a proléege from

provided a sounding board for
this self-exploration, offering ad ing res ems through feedback and

aclive listening. Al early careel a protege I developing

Cﬂmpetenﬂﬁf and WW 0 ey Sh.p with peers and
supervisors together 0 ng the orge \ responsibility with other sphere

of life. The exlent to
and family that shift with'age@nd ex; dences. An experience menlof ould provide
ample resources for counseling ;

confidant for a protége,

productive.

since it narrowed the ﬁ stween dy riend inlﬁde protégé to
feel like a peer with amentor and thus reducing an authoritative distanice of hierarchical
structure. A mentor receVedbenefits from friendsHipby maintaining connection with

A 4 b b e

through stayin@ in touch with younger generalian

MO ENENIAY

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 protége might seek lo
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avoid sexual issues by viewing one’s menltor as a parent figure or by avoiding informal,
after work social interaction. Social funclion referred o an informal interaction oulside

organization selting, for example, engaged in activilies at leisure time, or socialized one-

1.3.5. Parental role ntor was that a mentor

saw a younger version o agins, 1997) Al mid
career slage, a sense of g ckson 1963, 1968,
cited in Kram, 1985)Slimulz tor ta previde mentorship funetions. As a mentor
grew older and childregabegan (o leay on apes parenthood ame a significant
reason lo mentor a prdh_é ; ‘ ‘ ged paremal role of
mentoring functions s ' & McManus, 2004)

nurturing inclination, or st

Mentoring relationship. ! .-nf- ﬁ' ! 1 : e pattern, which could be

described as i_; [ f] :r lion phase. The

details of which (18 ¢ s followed: .\'

2.1. Infrfa:mmase. An initial phase was a period of six nmh lo one year after
a relationship begins. ‘pﬂgé possessed a hig‘ypantatim from the relatinnship at

ut how the relationship wou wnrk rnt}slly pruw coaching,

challenging work, and visibility. In tum*mlege providedd@ehnical assistance dang’

PRGN I TN uwnwmaﬂ

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

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

mentor provided lhe maximum capacity of career funclion as well as psychosocial
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function. Protége made advancement at one’s fullest potential. Both individuals
continue the cultivalion phase as long as both fell the advantages. Emotional bond

deepened and intimacy heightens. The relationship gradually became more like peer.
(Kram, 1985)

pstantial change either physically

ionally {i.e.-wd indepanda;my and

as fz ing. : “"'a:::-., relationship

2.3. Separalion phase |
(e.g., promotion or job transfer :
no lenger need guidances,am
decreased or even lurngg n such as jealousy or
blocked opportunity on b . otage loward each
other. This period e or ended the
mentoring relalionship

1985)

0 years. (Kram,

2.4. Redefinition phase, =f"? as resolv, ' a satisfactary fashion,
mentoring mighl resume’t ane 1 an : fle 2w cycle. If relationship

ended with good wills, relati ip. (Kram, 1985)

gr Stage

Empln y :,Tmm*mﬁ:“‘.::ﬁ:r'. v brought prewc us and current life
\r Y

experiences into'fie’s v es inélude relationship
I ||

with parents, all uthoritative persens, peers, and friends. L ent experiences,

depending on which cileer stage an employee was al, include concerns about self,

mwmwﬂmwmm
’QW’]MﬂiﬁU UAIINA
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Early Career Middle Career Late Career

Competence: could | be effective Competence: How did | Compelence: could | be effective in
in the managerial/ professional -:;mnpare with my peers more consultative and less central
role? Could | be effective in the role ates, and | role, slill having influence, as the

=

a

< | of spouse andior parent? time 1o leave the organization

§ : : getting closer?

= | !dentity: Who was | as a | identity vas |.nonw Identity: What would | leave behind
E manager/professional? hat | E : alue that would symbaolize my
£ | my skills and aspirations? ributions during my career?

O

was | apart from a manager/
fessional and how would it feel 1o
ut that role?

Commitment: How invo _ nt: What could | commit
commitled lo the organi elf to outside of my career that
wanl lo become? Allematively, o my career as | di ' ~¥luum|ﬁdememhgamimense
| seriously want to explorg previous. ye: ' | ufmmnr?mwcmmlmgnd

options? m_.r tin my work role after
mqla rs?

Advancement: Did | want to f " ANC w Advancement: Given that my next

advance? Could | advance wil _have the g was likely to be out of the

compromising imporant e tion, how did | feel about my

of advancement? Was |
isfied wilh what | had achieved?

ionships: How, could | maintain
positive relationships with my boss,
pa&rs.arﬂs-.bardmales as | got
engage from this setting?

Concemns About Career

Relationships. How could | estab- * | Rela
lish effective relationships with |

peers and supervisors? As | _";", who
advanced, hmcq.nldlprmuw

competence and 1o others? : ntinue to mentor and
*r: iy suborch sponser 3s Gareer ended? What
v-e-_.fl migh ' d hapgpen lo significant work
- : relationships when | left?
Family Role Definition; How could | | Family Role Definition: il Role Definition: What would
establish a satisfying P llife? | Whatwas my roleinthe | my the family be when | was

What kind of lifestyle dh:&-want lo | family now that whildmn no longer involved in a career? How

establish my signi t relationships
: nd/dr children change?
T wo Conflict: Would family

nce work and family could | rnake up for the and leisure activities suffice, or would

cummmnentsﬂ-momldlspend tu'n@.vayfmmnwfam 3Iwamtobeghamweﬁ

iﬁiﬁﬂﬂ NEa e

E}rmms About Family
a 5

Figure 1.2 Characteristic developmental task at successive career slages

Note: From Kram, K. E. (1985). Mentoring at work: Developmental relationships in
organizational life, pp. 72-73, Glenview, IL: Scolt, Foresman and Company.
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Fortunalely, adull development and career developmenl had long been
sludied and well eslablished. The pallerns of these developmenls could be

predictable. By underslanding these psychological forces, helped explain why a

particular mentorship function was impo ar 2rigin stage. Research in career

development had delinealed par {\“ ividual moved through
'h..,h_ i

adull life. Taken life expenignces i accaunt' f iuation, career

development could be classif ed as thre e broad sta ; ' penod certain
dilemmas could be des ited in Kram, 1985)
Coinciding with theor ld be organized
into three major eras: (| areer (age 41 -

60), and (3) late career (2

e i “‘ L =
course and made professional d o shape ar life imitating an identification of
who one wanls to become. ager concerned aboul one's

- 1 :.' L 4 'y 1 . : - ] - " "
compelence, and progression inthe.corporaie we ng this period, individual
L M i # . e

was likely to eith" apting the role of spo ,erecl the
‘lf polarity

unﬂkmn, 1963,
1968, cited in Kram, 5) Thus, this stage set on individual's ambilion in one's career
goal. Career porl fu&laﬁ hel rotege Mevetup competency in one’s initial
e B o b i (4 o
behaviors a values were critical steps in clarifying one's identily as a manager. At

ﬁﬁﬁﬁ#ﬂ'ﬁfﬂ“ﬂ% 1IN

antity.

single adult role in

“intimacy versus isolalio
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Aboul the same process in establishing professional idenlily, a protege
decided to commit to career an individual would become and which organization to

slayed with. The social exchange theo warned how much commitment one was

willing to sacrifice for the organization al the f @advancement possibility.

Commitment and ambivalence whether lo stay o716 ind apether chance with another
organization reflected a de velo) tal i &sion for a protege. A
mentor could insert ong'sJnfiuential ‘_ i { %i0 node demonstrating a
consequence of decisicmbeingmade ‘ or those w *~m-- o start a family, it was

unavoidable thal they fagea | salente press v-.~'1s._ anizational
| VN

life, or vice versa.

Initially, opportunity fafadvafcement was an ‘ sle but orga *.ﬁ pyramid began to
narrow as one was climbing orp: 3 il . By the sz me virtue, a younger

ce one had starled a

career. As one was app H ﬁ% h .“F.-n". poriu ity far advancemenl was
‘ * . _ : 1

o

scarce. An individual was more conscious of be --.L on with peers for a fewer

the race to the top.

An ir!d, al's relat o with spbuse also a e development of

career identity. " J nction such as

acceptance-and coli idverse relationship,
an individual mightdeel guilty for spending loo much lime and enetgy at work. Al the

same time, respective pariaer felt angry or rejecled; These work-family stresses could

=AU TN
protége discussed work-family dilemmas with a ‘men or - or fo lo senior managers

for a model of how to manage the tenstons. Both of the previously mentioned Were also

R TR R

q'otégé.
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3.2, The Middle Career Years

While young colleagues were launching their careers, mid career managers

eappraising the past so thal they
could modify the present in order la reconcile | vigalions with current

circumstances. If one could ne epression might have

arisen by which was collég salled “mi ISis™ Mid €areer managers faced a
unique situation of a 7 l they deparied
from being novice . A mid career
manager who achievg ith generalive
attitude and energy. Og er for a promotion after
a history of rapid mevement was ik ely agnation peric i Many mid career
managers aware of beifg older for fu hef promo o 3 --‘q_: ght respond by either
distorting the conscience . : : ;; ty of mid career was
therefore the acceptange of gne > Sen! areer manager who still
saw an opportunity for advancemer | _ - , @nergy forward and be climbing a
career ladder through the top of e ate pyramid. This kind of managers

ot ok
concerned nnly fa salf-marl and was ikely to accept the role of

mentor despite of ane fities agnant mid career manager wihd.did not accepl
the change of role ! or oneself and
withdraw the commil Iment from the company psycholog cally, ph@alw, or both. This

might be the time to dl?ct the attention to one’s famnlyr and made up what had been

”’ﬁ'“ﬁﬁE’JWHW?WET”Tﬂ‘ﬁ

majcﬂw of mid career maspager survived H"HS midlife crisis. These

ﬁm*m NMITUNEITIINS

5 on the wisdom and experiences to younger colleagues. These menlors found
ways to redirect energy and commitmenl toward developing protégés. On one hand,

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

salisfaction in the progress demonstrating by one’s protége. (Scandura & Williams,

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

An individu
reassessmenl as wi areer collesigue " ifference w late career

‘ ‘\4 5 "'h. es toward

arganization com ager -'~,--: re for a shifl of

authoritative role to s would entrust
company's fortunes in theRandof retininy employees A ‘. anger al lale career stage
was striving to remain useful | 1 S0CiE y. One q i ication thal made late

career manager particularly useful was the years riences in organization.

Despite of an authorily, one's wis domiir ? -F S 1 e could have an influence on
= ..-ﬂ" ‘

company's poli ## , @individual's

-
sense of what legaCy one-would leave behind was “ * to continue

was of no concern.

consullative role and.mer

For those who did nataccept the changing role, they might feel anger, reseniment,

betrayal, ingratitude, a!ﬁ fi fly physically and deogmaily withdrawn from work

“‘”"“"""ﬂ“ﬁﬁ'ﬂ"‘i‘l dIINEINS

4. Types of Menrorshfp

o Vb b e v NSRS

193{}3 The menloring relationship, which was developed naturally and
spontaneously, referred to informal mentoring. Most of empirical researches thal 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 afler the mentoring concepl had
emerged from the publication of Levinson’s (1978) book and Kram’s (1985) research,

many organizations in the U.5. had initiated the mentoring program as in-house

‘« entor with a protégeé on basis of
similar interesls. This kind of K eferre ﬁ @l mentaring. Both informal
and formal menloring was the slalic nshi ierarciue: in its nature. Kram had

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

mentoring, Eby, (1997)had déveloped. nteresling theory of altemative forms of

Williams, 2001) Either parly codidinitiate the el fionship by approaching the
counterpart without the facllltalwﬁw thir party. The counterpart accepted the
relationship and Eﬂﬂaﬁmmﬂi | Kram's (1985)
theory. The exté i orinitiz e of success in

relationship received more support than female pmléé initiation:_They had reasoned

that male role was supﬁ‘uﬁ to be aggressive, Wwas expected to start the initiation.

M N1 YRRV L
the relatio hile at the same time, female role was supposed

assertive. Female protege initiation wés viewed as 100 aggressive 50 that it offénded a

R A oe
qeverthaless. the best relationship {L,ame from both mentcr-prulégé mutually initiation of
the relationship. Additionally, the characleristics associated with informal menloring
was of a long lasting relationship (Waters, 2004) and progressed at its own pace.

Scandura and Williams had conducled a study and found that informal protége
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significantly received beller mentoring functions and perform better than formal
protege. One possible explanation lo this relalionship was thal mentor in an informal

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

4.2. Formal Mentoring

Formal mentori ling effort to match mentors
and proléges on basis of e niefests Aflc experiences. [Seanc ira & Williams, 2001)
Ils purpose was 1o mimi an infofmal me N al a larger scale {Iien et al., 2006)
nent, new
employee introductiongimpreventent of employe K skill and abilities,
employee relention, and ‘ - =y {. (Eby & Lockwood, 2005) Furthermore,
formal menltoring oftes ‘ aspel ime line, as well as guideline for

and protégé strived to

know one another within timeg " a ] ule c ng. (Wanberg et al., 2006)
Most of the time, formal mentoring program offered preparatory activities such as
orientation and training to help aﬁw and a protegé-to-be to understand their
-"‘g' r"ﬂ" = b —
role obligation an COME Cf C ip. (Allen el al.,
igati qﬂ | p. (
2006) Roughly, i ated for about

-

twenty percent of aﬁa Kpl:
|

Because f&rmei mentoring was initiated@the third party rather than mutual

prmégé Cofton, functlions

than an |nfurrnat mentoring. (Eby & Logkwood, 2005) Fogmal mentors might feel »

Gm’l @‘mﬁ,ﬁﬂ iw.!!iﬁ"fl@ ﬂ’i’ﬁﬂ’ﬁw

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

4& Fisher, 1996)

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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protégé. On the conltrary, Allen and Eby had expressed an interesling point of view
that mentorship type (formal vs. informal) was nol directly related to mentorship

effectiveness only but the matter of time. They encouraged lhe conlinuing of formal

economy of 1996. Many cafporalions C ape yankrupled, als n as "chapter

eleven.” The organizalions who survived that period had undergone major changes
ed their business today.

: el P A
be marketable both within a ide own orge ion. | \" se, mentoring process

siness lo survive. Traditional
: zation became
1

ees were struggled to

needed to change to accommodate the shift in ¢ ont altitude. Intersected with

Kram's (1985) hierarchical-later.

eveloped lhe job relaled-career

related purposes ofiment - ’ CR—
Of MENtONing. (FigUIEd z )
ﬂv ) ‘

9 §
AU ININTNYINS
QRN TUNRINYINY
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Type of Skill Development
Job-Related Career-Related
Celll Cell ll
.% Intra-team Mentorin iternal Collegial Peer Menloring
5 ® Inter-team Men 'rnal Collegial Peer Mentoring
ﬁ ﬁ Co-worker
§ Survivor i
E Peer Mentoring for Dome —_—
% Peer Manlnring for Intecnational Ry ‘,,ﬂ _ ‘k\\ -
. ; \\\\ oIl IV
% g Internal Sponsal lentorir ot u sional Associalion
£ E Manager-Subordipate Menic 7' il Mentoring
“| £| Hierarchical Mentoringfo ycal onsor-Protégé Mentoring
Hierarchical Menloring _
Figure 1.3 A typology ofi@lternative orms B mei orin: \
Note: From Eby, L. T. (1997} Alle %ﬂ% nents i n changing
organizational environments: A n..-.a’_‘.“y'__ | 5I0N e mentoring literature.

’ i~
Journal of Vocational Behavier, 51. ‘ ‘1 £

-r-",::-?:a;.s 2/ 88

Job-related mentorir evant lo a

specific organizalio V A & related

mentoring focused on b e with own career by
accumulating repertoire of compelencies in order to be marketable i I e industry. The

details of alternative forms Weseas followed:

il UEANANINENNSG.
mﬁ’ﬁ Fasanmimaa Yy

sup&ns like those from hierarchical mentoring relationship. (Kram, 1985) The
relationships from this cell helped a protégé 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 mentaring 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)

W

4.3.1.1. Intrateam menlar

Members within Work ledm took care achlave common goal.
" ‘ ‘“'
Team members look on management responsibililies sueh as planning, organizing,

setling goals, providing pen ning ' other. Team sel
standard for acceplable g pance and exercis ose who did not
meet expectationsTeam y n_ I ons 1 as inclusion,

affiliation, identification

4.3.1.2. Inlerte,

in lhe same funclion
unit. Especially in highly int _=:' il r ‘ ces industry, different teams
develop cross-team menlﬁﬁpru er to enhance total productivity.
Examples of thls interteam relz lation: :t’" P i." {, qu | management (TQM) leams

and matrix structure ed | 0 two teams, For

310 the head of
project team. Agﬂ whose fi _ : will@her group's
expertise or construtlive feedback was likely to seek out mentoring from other groups.

ﬁ%ﬁ%%ﬂﬂ‘ﬁﬂﬂ’]ﬂ‘ﬁ

rker mentoring was a lyrcal peer mentnnﬂralatlmlsh!p as des&jed in

TR INHANY

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

instance, one ern

confirmation as a member of work sociely.
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4.3.1.4. Survivor menloring.

During the period of merger, acquisition, and reengineering, a process of

reorganization, mostly a unit downsizing, was inevitable. Those employees who

deployment.

4.3.1.5. Peer

Job relocatio ibe stressiul, which was caused by both job related

Issues and non-job relz ildre h f the time,
organization did nol providgany aining fo lic e ; . Iransferred
employee needed o find a ment new location quickly to es plish in the new role

without appearing to be incempetent. Famil ,‘ ters also neaded good assistances

Internatio 'E‘t]I.O.'I'.'a1iIl]ll—-'ﬁF-!.-'-l;.i-'1lilI-.'lilivlﬂ'.'ililfl]i;;:;::hr:il(-i‘::i:" _’ one,
| IN g
Family members might res s loratlapl to a new

i)

culture and try to understand new language. Even thoug ‘nrgénizat‘mvidad some

training, the relocator needfd ongoing lechnical advises and emolional support from

Z.’f;i“i:iiﬁﬂﬂﬁgﬂ TSI

togelher in the small foreigners’ sociely. 1

5 B B e bbb Tt e Y]

Like peer mentoring in cell one, cell lwo was also the relalionship among
equal status employee. The difference was that the instrumental function mentoring

focused on career enhancing and being able to transport to another arganization. For
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example, career support might include diversifying one’s career interests, obtaining
informalion of opportunity in job market, or learning new lechnical skills. By developing

refationship with employees oulside own organization, employee could broaden the

4.3.2.1. Internal cofi

Traditional mentoring gAc

.\\ nd develop

network in order to be sy sive network

provided chances for a pro at deve "~.. own domain.
While being desirable by an oanization; these broad based experiences were also
diversify protégé's portfoliaief marketab i3 fications and ent protége's

career prospec! lo anolher organi

4.3.2.2. External collegial pegnm

Colleagues oulside one's org good source of

mentoring. This typ '-‘-‘H "i'- h markel

-
™
™y

4.3.3. Cell llI: Hierarchical !ﬁum:ege Relationship/Job-Related Skill

e Y INUNIWEINT

Menmm:p in this quadrant most riasely currespanded to Kram's ( 1935}

RARIRNA AN NLINY

hierarchical growth within an organization.

siluation. Besides pr ’L
confidante for sensitive ;ﬂa' “and

d be a safe
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4.3.3.1. Internal sponsor-prolege menloring.

This kind of relationship involved an influential senior manager; usually

several levels above lhe respeclive prolége & ysually did not had a direct line of

authority. This powerful menlor could provide protége with sponsorship,
exposure-and-visibility, -""~'" orotection, ; paing assignment. Over ime,
however, this kind of spensershipwould expand Mlng by providing a

protege wilh sirategie e organization.

4.3.3.2. Manageg

A manager whg r a prolege. This

type of mentor wasi oslinatral positior cilit: '- fo --;_  to advance in the

\ AN

career path. A direct supémvis nthe best position to pravide a full range of

organization by providifig ssary training, and

career funclion and psycho

This type of mer setter If od peer mentoring

e —

of domestic reloc v/ \ senior mentor at nev deé a solid
instrumental suppor l] nd [ 3é cou ﬂ on one’s own
strength. l \

‘ﬂ“ﬁﬂﬂ%ﬁm’?ﬂﬂﬁ 17

ng a high-ranking mentor ft the new foreign localion or upon returmng

QTE&Z'IM? TSIy

c!reer development required for the position. For a repatriate returning to home

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

successfully.



K}

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

Development

Mentorship in this quadrant was gharacterizing by the relationship of a senior

mentor, mosl likely outside the organizalic jor protége. The unique

characteristic was that the emp he development of broad
banded, career related skills tha 1other organization

when facing the turbs nlary turnover.

4.3.4.1. Group ¢

This kind of relalion & nerged th ..‘::_ ofessional association membership
that shared comm hip was unique
because it emerged frg d\- erving as the mentor

rather than an individual,

4.3.4.2. External spg

This was a relationship wilhy @ high rank mentor outside an organization of a
s ‘ 'L

protégé. This kind,of re ip was invaluable fo vho gesired mobility

DLIlSidE ﬁnEfﬁ 0 '_'"": “rrm': r:::n_ﬂ'-nrrﬁ-irwrw o ﬁ-;“ ‘ e thls klnd Qf
mentor could help pror business community.

)

A RN IR o

and time fl“l mentors, protégés, and resources of organizalions. For a successful

RN AYD T

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

5. Antecedenrs

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) mentoring initiation, (2) mentor-protégé selection process, and (3)

faclors contributing to successiul relationship. The delails of which were as followed:

5.1. Mentoring Initiation

For informal mentoring where bi ge engaged in the

relalionship spontaneously, Ihere for them lo invesl

Demographic such as @endef was- ; d [ha "‘was less likely than

Ea ; ‘ ‘ .
male to be in the formal position to Serve as a menlor beeause managemenl was still

primarily male-dominating field. Mm&

conflict issues, saxﬁm‘

T

female i xperience work-family

and

LWL

“Iﬁ enomenon
was also known as glﬂ , nl. Mj rson, 2005;
Parker & Kram, 1993; Scandura & Williams, 2001; Schor, 1997; Sinﬁ ti, Aris, &
Martinez, 1999; Sns:k&Giiﬂlk 2000; Wallace, ZMWWEVW the empirical data

A ST

study emprncm confirmed that the hlghEr education level person reported greater

NV WE R Ea AR AN W]

menﬂr from the sense of generativity. A lale career manager also inclined to serve as

communication. ("big boy

a menlor in order to leave a legacy to organization until retirement. On conlrary,

however, Allen el al.'s empirical dala showed a reverse relationship. Older managers
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express lower intention to mentor others relative 1o younger counterparts. The same
study went on indicaling that those who had expenences in menloring, be it a mentor

or a protége, demonstraled higher intention lo serve as mentors than those who had

sonality accounts

lurn caused an

lors (Seli-enhancement,
Sotie) el jonality as incentive
sk - that career mentoring
oring since there was
ness prosocial
toring since it reinforced the
7 ci. other-oriented empathy
‘ describing as warmth and
ull 'vide different

S. tandard

protocol as in ntheﬁscimr I. _ 2003) m
diEANanInang..

confirmed that individual who had a high quality of relaimship with immediatu

approach, the in-group status (in high LMX relation) might be a prerequisite 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 situational variables were job-
induced stress and perceivable management support. Even though partially

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

others than a person wilh a higher one Per givable management support for
mentoring was positively relale n ' both car ' hosocial functions mentoring.

(Eby, Lockwood, & Butts 2006) Howe ‘ Id accountable for he

Ragins (1997) haghs ‘ ) j& Se N Process was
guided by three primary faciors (1 i (2) perceive mpatencefand

(3) level of interpefsonal €omiort |/ The détails ¢ vhich were as followed:

Identification was { FoCH ocess gui ing how mentor and protége

L
selecting each other. Mentors identified 1

as a younger version of theim

cted prolégés by viewing them

eir past. (Ragins & Cotton,

j led mento ' th generativity,
which was a sensex ib  to future generatio “'45 | Protéges’
selections of menl were often o rwith n‘@nr as a role model.
Thus, it develuped im

nse of professional identity with mentor's image. (Ragins &

Cotton, 1 :I In arec Iﬁl S‘EI"IS'E rotéges M Eﬂtﬂrﬁ as representatives of

social .‘deuy fheory Iﬁentlflcallnn wsth perceived S!mllarlly referred in the network

Qﬁﬂ"&i{mﬁﬁmﬁﬁﬂﬁﬁ“&ﬂ

a)clal 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 prolegés who were “enjoyable to be with” and could
“tolerate conflict” during the relationship. Once the relationship slarts, both mentor

and protége lry lo develop co-operalive friendship and the willingness to negotiate

wilh each other. Unlil mutual understa n both parties was reached, a

high quality of psychosocial sup egins. E prolégé-mentor agreement

select protégés who' icLer abil y (Raginsi& Cotlon, 1999) and
Jro | | s. Intereslingly,
this study had also found thatwillingne ol arn could help compensate for lack of

3 ‘ , of participation with
its benefils. Mentors exg [ﬁﬂg mp -::, mpetencies to the
relationship. In the same study, menlors indicate thz ‘,.7 gness to learn was more
important consideration than aBility When they ¢ f the prolégés-to-be.
Altribution theory might help g!'ﬁi- ‘ me iey villingness lo learn as an
indicator of effort’anc > c ot an ott
2004) Sad but [fue; FEntors Select P
in organizational suéee St d the. —-**' help. (Underhill,
2006) Mentors we:mn

such as ability. (Allen,

alential and chance

nore likely lo atlracl to high potenlial protéges since protégés’

successes reflected the achievement of men!ﬂrw well. Pruiégés in return, were

seeking %;&}. %:ﬁ}a W ﬁRaglns &
Cotton, }whn were h owerfu nrgamzatlana influence in order to get advance

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

o W’l@ﬂﬂjﬂ@é NI jitnay

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 relalionship. Mentor and protégé who had shared social idenlilies were

more comforiable with each other and were well connecled. As discussed earlier,

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

especially a crnss?gehd meptor] g refa ship. Scholars ‘ been arguing that
ander relationship
because of issues assogia ' ith sexualil imac: dr ment thal might be
CONsSPICUOUS Or CAUSE during the ¢ ips (A en, 20047 Turban et al.,

2002) Another obstacle scrutiny, Concerns

about public image of relatignship Eould cause gender mentor-protégeé to avoid
one-on-one contact behind closed roalle ‘hours where important

> ?..' 4
mentorship was often accompls ,E';’ffﬂ *Fu__ ram, 1984) To prevent the sexual

issues, some protégés might seek to avoid risks by viewing their mentors as a parent
- ‘ )
ac f' (Ragins &

figure (Kram, 198 Dy avi
Cotton, 1999) This e had bec - mentoring fﬁion in mentor role

instrument as being pmpused by Ragins and McFarlln (1990)

A4 IR HEAR T

was more ctwe than cmss-gender one. This paradigm increased interpersonal

S/ faP R EA VKL TR UL BESLT

snnllarit}.r between supervisor and subordinate had a positive effecl 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, el 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

: size M ES=.551,
p<.05) received beltepmentosifig ihan female protégé. (M £5=.885, p<.05) (Underhill,
2006) Scandura and Willlams{(2001) reported thal, under male mentor, male protégé
received more mentoringduncions than | . :: € prote SNors,an ng all, male
protége with female giéntagreporied menioring function any other gender
combinations. To put i ihas mple ferm, male proteé henefi Z:_f- from male
mentor. Ragins and'C 2001) had reparled Ihat, in general, female protégeé
might have least to gainfom J,l;- r_ ces ‘ 2 particular instances could be
explained by thal same-gender pi teg in more social activities

than cross-gender protege. Female-prolege s
S
modeling than any other ganﬁﬁ%ﬁ

ey

ale mentor reported more role

15 & McFarlin, 1990) Additional

explanalions were e was still facing

with glass ceiling 5 p o a certain

level, As such, malﬁ entc - nih_" emale lo access
necessary resources, which in turn obtaining better mentoring supports. (Ragins &
Cotton, 1 el it iffi sible at all, for female

persanalrlmSacraf role theory sugge‘;ed that peup[e were generally expectﬂd o

e s Kibamr:p Il

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

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



5.3.2. Personality.

Personality affected mentoring relaticnship through three primary

mechanisms: (1) selection - a persos onality opted lo choose and be

comfortable with the one who h q cation - a person with
certain lype of personalit -m.mg d to i ain way, and (3)
manipulation - the result of relationsip depended upen bo ties' tendencies to

shape up the situation. (Asgnde pif 2002 cited in; \ lanberg et al., 2006)

5.3.2.1. Proaglivity referéciio’a tendency of a persen tomanipulate the

environmenl aclively. A an action, solicit a

response, and respand to gp ) .' je's proact affe ted the amounl of

menloring aclivilies by ed meelings between

mentor and protégeé (e avior during mentor

interactions. (manipulation) (\A nbe ol 2

5.3.2.2. Openness lo exf .
Lo o e 4 =
characteristics. encompassed-imaginatior ntefl

E g-five personality

riosity, originality, and
opened-mindedness. (McCrae & Costa, 1996; cited in Wanberg et al,,.2006) Mentor
and protégeé, wha were ¥ *-.l isitive and

mspﬂnsivelunewiﬁan perspecti  other. tthu_ﬁmkedamure

comfortable aimosphere for self-disclosure.

P b Vo it i o

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

b b RBE I et it ko

mg at expressive behavior and self-presentation. (Mullen, 1994) Emotional stability
and malurity were characleristics of persons who were well adjusted to changing

environments and had a more accurale awareness of their strengths and weaknesses
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and less self-centered. (Yukl, 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 relationship. (Allen, Poleet, Russell et al.,

1997: Underhill, 2006)

53.24. Upward s . _ | lo increase one’s job level
and standard of living. Singem ing pr:*ss benefited both mentor and protege,
the upward strivings i | 1 | lor's and prolege’s

efforts in mentorin in addition, the

‘f\! he lesser extent

of mentoring relatn:ﬂ CUrres sity cnuﬂv&rcume
individual's cognitivé differentiation by making conscious decision to confront
stereotype ind altnbutgnﬁ others who were nbl€imilar to them to overcome initial

LIk D Tt

Thus, aultﬂa toward diversity could m;Prnve mentoring relatlnnship (Ragins, 199?}

q Wl apertadld 1R1INYAY

Organization could encourage mentoring through explicit policies such as

feeling

sefling up a mandatory formal mentoring program for new employees’ socialization

and orientation (Allen et al., 1999) or tied extrinsic rewards to the participation of
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mentoring practices. Eby, Lockwood, and Butts, (2006) empirically indicated that
organizational perceived supporl for mentoring increased the quality and quantity of

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

Organizationalin . policies ‘ e a wid '  range of eultural supports
such as encouraging @ross-departmental programs such as
quality circles or task for€e teams (Allen et-afl, 1999) or lotal quality management
(TQM) team. Setting up éwarg Sysie a 3¢ ea ormance might

encourage collaboralion among/peers rather than co w 'his kind of corporate

=1{[e f | aw" relege |
Allen, Poteet, and B  (1997).1 \ \ tative research and

find seven organizational fagilitaling oS —, .'. ¥ lbl ng factors for mentoring.

- organizational sup 5,1_-{&,_,
- company.l

- managel tf_:

- team apmﬂ:n work, _m
- mentor em rment and decision making power, |

- comfortable wg;m:mnmenl and

HEFNENINGINT

The argamﬂmnal inhibiting factors were as followed:

q WIATS I RN e

- compelitive and political environmenlt,
- unclear expeclation of company, and

- lurbulent job environment where job security was a domain issue.
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From the above research, Wanberg et al., (2006) had shared the same view
with Eby et al. (2006) that perceptions of organizational support for employee learning

and development related positively 1o senior employees’ motivalion to mentor others.

praclices in organizations. - Mech s tic ﬂ_*nagmas characterized by a
hierarchic structure ' : ication was limiting
to vertical channel i jgement system
preferred status-quo p efore discouraged
mentoring relationship. (Ragins. 1997) y _r ast, agemenrur new
paradigm” syslem was c riged by dec \ . It encouraged
lateral communications h xpand acn 1 nen _ ‘,,\ ries. The
interdepartmental o calions consist of informatior and advice rather than
instruction and decisio ‘ q¢ am was a favorable
almosphere for mentoring felationst des he dyadic structure and relationship
within and between departmenis -the-phy BAIm y of mentor and protége had an
influence on relatmnshup as well- N and protége s Who worked closely in distance

cou[d MEEt na -_’!:- .". T" r AT LML M0 A A¥ Ed on lhﬁ

7
In most litera

lures, rewards deriving from being a menlmvere of intrinsic

nature {mafvamr facrg}&urdlng to Herzberg'stwo-factor rhemy Ber 1993} such

as intrinsic sa C , Sense 0 tivity, Cl er SSII"‘IWGI’R

role, and Mi esleemn al work. I:Semert 1999) By the same process, protége received

TUIANIS ﬁmﬁm mé*?:i"

Bmmutms. If determined the fact that a menlor was a persan who put more efforts
and experiences in the relationship, exlrinsic rewards for a mentor should not be

ignored. Therefore, organizalions 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 al., 2006) This would

increase the likelihood that mentoring relallonshlps would receive priority and support

among employees,

,iaiizatiﬂn. (Chao,
awer work stress, and lower
eges also increased their

i .in" ilial senior managers.

(Scandura, 1998) Day and Allen h e r— ntoring increased protégé’s

i ,-"nl" - J'J = i !
career molivation b‘f three me&ns of notivation: The term career motivation was

Referring to London's 7 with ifiree

2T .'denrffﬂ:areer resilience

referred lo the ability lo adapl lo changing circumstances by using one's own belief in

o 0)-1koh 1330 Himh L SjAVa e

and feamtm career goal. Career |den81y was the extent to which one assomated with

qmmmmmﬂm HTHY -

facltrtaled protége’s seli-directness, career involvement, career success, and positive

components: career fesilience,

career allilude, (2) mentor demonstraled rewards, which could be obtained through

career growth, and (3) mentoring relationship revolved around needs and ambitions of
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individuals. In their study, Day and Allen had significantly established a positive
relalionship between career molivation with career mentoring and psychosocial

mentoring, as well as correlalion belween career motivation and career success. They

vicarious experiences, (2)fa meptor providad varbal persuasion, which.enhanced
prolege’s senses of self-gffiCacy (3 1@ mentor provided guidance and acceptance, and

(4) a mentor provided a challenging task, which ol i ned pi competency.

psychosocial mentoring apd se ooy an hatiirged dihe chers to examine
had found that

-efficacy positively
ecliveness. Despile

of mixed resulls, literatures still proved that mi )enefit a prolégé as a whole.

Among mentéring benefits, learning / féparting among
398) (Eby &

Lockwood, 2005) Besﬁs learning, which ﬂld be mapped
onto Kram's (1985) functions included n::oa-::h:ng (21%), psychosocial support (8%),

exposure-an sﬂml:ty 4‘{} odel (3 . Benefits that dld

(7%).

Q%?Mﬂim UAIINYIA

During the first decade after Kram's (1985) work, the majority of mentoring

participants in forma "

researches had focusing on protégé side of dyadic relationship. (Allen, Poteet, &

Burroughs, 1997) After the turn of millennium, more attentions had been conltributing 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 exira-role and providing additional invesimenl in lime beyond

responsibility. (Allen, Poteet, & Burraughs, 19 ial capital theory helped clarify

that mentor also benefited from mentoring. *Soci i@l consisted of cooperative
relationships that provide ' .,{. ith i ! i s, and support that
facilitated individual and collect : hie ¢ Eby v'rley et al., 2006, p. 5)
Mentor also significan . (Hirschfeld et al., 2006)

Wy protegé and using

\

such as updating
prolége as source o ng. Mentor's
benefils might be cla ancement, (2)
intelligence-information, ( Faaisdy rolg, andil: psychic rewards. Usually, a mentor
often experienced a feéling of pride d satisfa “ 1 the progress made by a
protégé. (Scandura & Wi | 3 mentors also gain situational
salisfaction, esleem among pee PPEC ‘ anagement, self confirmation,
information and technical s gi } &, ereating a base of power

within the organization, mtrlnsn: alistaction from passing on wisdom with knowledge,
_..r-- ..'l'"f-"ul‘l 3
and arganizatiowecqgﬂm Aller, Poleet,

)

In shortgfm, mentor nd managerial

skills by receiving Bﬂ perspec! ution qﬁthera support and
information from loyal base of protége’s, being sumulated by ideas of protége,

w1 {ia 11N ie 1110V ke

percepltﬂm! short-term benefit had afosﬂwe relatlnnshlp with mentor’'s job

TR IASTLITAIT TV

aduancement which leaded to predominance in the organizalion. Mentor's sense of

purposes in the organization increased satisfaction deriving from work and fosters a

deeper sense of belongingness lo work place. (Eby, Durley et al., 2006)
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Looking al mentor's benefil from another angle, Eby et al. (2006) had
theorized that mentor's benefits (in the same fashion as protége’s) could be described

as two broad calegories. Instrumental mentor benefils, which were external to

mentoring relationship, were similar lo eareer mantaring benefils according lo Kram's

(1985) side of protege. These

= \Q:,\‘H |

nrgam

Is included improvement of

ﬁshﬂﬂ term benefils

commitment. Relati entoring relationship,

were similar to psyat m's side of protégé.
Relational mentor bepéfits inéluded rewarding expe ience in de eloping loyal base of
support, which reflectedithe mentor's peiceplion of affective, rélational bond, and

"\

rapport of the relali ipd TheseShort-term | _ strangly r d with long-term
oulcome of inlention la Se as.a meniar in ik ;4.. q to an earlier
research, Allen et al. (1997) had slated i t \ ing (be it a mentor or a

prolégé) experiences were posili % ngness entor others in the future.

in the 1980's due,

E , fships benefited not
50 the organization. (Pollock, 1995) Among a few literatures that
had mentioning organizatienal benefits, they stated only that mentoring benefit protege,

RN NEINT:...

mentoring as new employees' snmali:ﬁg tool and as a pad of training and &

CMA RO LK AR AR AN,

1ince it developed employee performance and improved work altitudes. Given the

only protége but a

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 effectiveness included bul not limited to company

productivity, profitability, corporale-wide employee satisfaction, lurnover rate, and any

M

.*‘.l,_. o ¥d

oy

W3

There were two types of | distt '.h" ve and pracedural organizationaf
e ‘__"_"' -‘ . AT
justices. Distributive justice refefred 1o the fairmness utcomes of being distributing

among members of an urgan jon . cereferred to the fairness by

which means w@ 003) Scandura
e Pt
(1997) had empi * ‘_ e d with

procedural organiza icanily refer to distributive
organizational justiﬁ The same ludy went on indicaling that various functions of
mentoring such as carﬁ;ﬁychosncial, and role modeling were positively related to
career ﬁc%ﬁsﬁ%&%&* %%ow:ﬁiﬂnﬂca ura noted,
however, vnal mentoring process might pmvide distributive jusﬁce but informal
mentoring, which was a more eﬂe-ctive‘unn of mentoringi-might be perceived a8

FW AR R

Qmenlnr.

Other consequences of mentoring, which were suitable to mention in this

seclion, were as followed:
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- Water (2004) had found that mentors’ organizational commitment positively
correlaled with stalus of being a menlor because they were investing in their company

beyond their own specific job requirements.

- McManus and Russell (1997) had prapased that mentoring and organization

citizenship behavior (OCB) were posilively relaled Lec ause they share common
antecedents such as org .; ational commi " @plinn. and job

| 0 "B involved individuals
exerting more efforts on the jg tha uIre 10 e prescriptions.
However, their papef@id ng
- Seibert (1998 eriment and empirically

found that psychosocialimentoring tie ve relat ith job satisfaction,

organizational commitment, sel :ﬂ |5 of work role stress.
Nevertheless, the same study ca ‘ ISh these consequences with the career
function of mentoring. qif = .Il.r s
1p.‘l""'J""'J
e e

Antecedents and gons O ummarized as in Figure 1.4.
W o e qu

_3-.5. o g gl L

Figure 1.4 Antecedents and consequences of mentoring process
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7. Dysfunchional Mentoring

Mentoring was a long and endun‘ng interpersonal relationship, which lasted

from six months to six years. Duringwhich pefiod, especially the separation phase,

‘ ffibed the typical
psychological slate of separaliol - _' ‘ elabio became dissatisfying or
destructive as when individual needs ¢ ion circumstance changed,
or both. Both mentor and pra s loward each other
and started a redefinifion pi T e relationsk ther. The redefinition
or terminalion of relalignshig gessary becaus i olégeés to move out
of the relationship that go longer senvec Ineirnedds and b ‘ d develop a new
mentoring thal betiér servgéd emerging careel jey _ .' al (Ragins &
Scandura, 1997) The gepardlionphase e critical t ofs in order lo
demonstrate lo themselvas and to { + supery "f, al they had succeeded in
developing new managerial lalents. (K. T orementioned events were

typical for informal mentoring relationship where the relationship was formed

ThE d i ,,!,“T_. -:r e e T al mentoring proara ‘:’E‘: S more

, L]
complicated and iavolved a lo e ndura. (1997)

had described rea% for dysft slationship 1) a mentor

became jealousy of pn;}agé s advancement and soughl to sabnlage protégé’s career,

f.fl“:iﬂﬂ"ﬁﬁ INBTSHELILT

reasons fo sfunctional mentoring rektmnshlp as: (1) menturs and protége’ s

%ﬁﬂﬁﬁﬂ TR IINEIR

c:andura (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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Psychosocial Vocational

Bad intent Negative relations Sabotage

toward other (Bullies, Enemies) treatment, Career damage)

Good intent

toward other off fast track)

Note: From Scandura, T. Ax(1998 y&iun i al 1 g relalionships and

In the same liter@lure, S€andura hiad deseribed seven dysiunctional menloring

relationships: negalive relalion, sabolag di /. spoiling, submis Iveness,

7.1. Negative relafion. Thi a lyrannical mentor

exploited a protége. An exploile : ad 1o cheose either remaining in an

& aind i -
7.2. Sabotage. Either side of me D, @l or or a protégé, was
resentful from the acimn or 1gnn nothe r_;-‘:, “or example, a mentor did not

recommend a protége far

response. The resenime

each other. The revangﬁui eit ally al!ﬂﬁnr accusation,
or indirectly such as “backstabbed.” (Allen, Poteet, & Burrm.lgha 1997) or polilically

"“’“““““““ﬁﬁmnﬂmwmn,. .

a good mtende ehavior for a protége. However, a pmtégéﬂ:l to comply with a

ARSI AR NN

Spoiling. This dysfunctional behavior occurred
unintentionally took credit from protége work wilhout praising a prolége. A prolége

en either or bo

parties perceivably or actually betray another party. For example, a mentor
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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 Sul | f s5 behavior) for an exchange of
support and resources. A d/‘/J
: Wipulam information to

7.6. Deception.

oblain compliance fir

was imbalance in is'dysfunctional- behay ceurred ;*&.' one party, mostly

a mentor, abused the power over the rél; h o wilh 3 P her verbally or

adapted by business and 1 Business organizalions throughout the United States

e ng new empinyees to the

organization setﬁs i andura & Williams,

2001) Mentoring Was-used-as-i sdorthe-socializalion.liaining. s
X

daplation o work roles.

4 career

Therefore, it reduced work-role stress, which was caused by ng ity of work

responsibility and cnnﬁcngwurk demand. {Seiw. 1999) One major reason thal

structure. Torganizati d under maj nges in's turing,

(e.g., downsizing, restructuring, and nﬁrger & acquisitic&mrk design, (e.g.,

™

communications became readily available which was the favorable condition for
mentoring. It was estimaled thal 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; cited in Russell & Adams, 1997)

this practice was also found in

many academic journals of various oce S, ‘ reer development, (Eby &

Allen, 2006) assessment appraisal system, (Dre 'rty. 1997) mentoring in

; mgmoring, (Andrews

graduated school, (Tenenk

& Chilton, 2000) acade pital industry,

(Lankau & Chung, 1998 Osborn et al., 1999)

radiologist, (Lee, Anzai, 8 L. (Selwa, | ".;h nurse, (Borges &

Smith, 2004) public acco police, (Dubord,

2001) and military. (May, 2003 by researchers from a

Q, S0 ,- rk, psychology,
\

gt ] L .
g, and workplace mentoring.

wide range of disciplines, Suc

management, youth mentoria, stu facuily mentori

g

(Eby & Allen, 2006) Thergiwerg 500 arti mentofing that had been

published in popular and acad for business and for educational

In genegém entoring ), @5 a 1§ quality received

(Allen & Eby, 2003) M : onducted mainly
on informal mentun’rlg;use relationship occurs spontaneously almuluntaﬁiy by both
mentor and protége. G‘Cﬂary, there was relatively very few attention of research on
e g Pk e

across malﬂismpfines. (Eby & Lockwood, 2005; Seibert, 1999) Moreover, a meta-
nalysis of the studies during | > years alsp indi lr*.w.ran""'I
QLR BRI stk et (]

Scholars had been conducting researches in mentoring but with shattering

directions and scattering across disciplines so thal 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 altempls to advance the knowledge to the research

listings of empirical results. (C , mentoring was at

a relatively young an bjecl areas wilhin

(2006) had called for submission ers of researchers from a wide range

of disciplines to be publishe ) al issue in the Journal'of Vocational Behavior,

there would be an inlegralive theary o e ‘upon which lo be agreed by scholars

of all disciplines. Ever SI CE en almost a quarter of

-.,, e

centuw that there Was cade evibnok dedice ating to mentorin bJ,EC‘

"""‘" there were

5 in theaznn,::om under

Mentoring received only s

more than 20 nuna@emic DookS

search with mentoring kﬂy word.

AULINURINEIAS-

Therefore Iq.lt:lezser*v.wz-«t:l areview for a thurnugh undarstandlng of its usefulness as well

QWWMﬂ‘iﬂJ UAIINBIA

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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Iis purpose was to provide a crilical 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 lo reduce the chaotic profusion of i

dividual experiences to any kind of order ..

ding the wide variations that occurred
among individuals, and it._; lue 1o the lamental ditference in the psychological
theories now current, ‘ 8l means for delermining the

*personal equation” of the practici 1 ps; w-'- an exacl knowledge of
i / 15, colld avoid many seric nders in dealing with
R { o Hey, Z000) e

The Myers:Bfiggs pedndicator (MBTI) was a self-re Juestionnaire built

his differentiated and in

his patients. {Jus

on Jung's theory of exlg@version-intro: orsi . C P preferehces
Jungian theory indicated that pe : i _ﬁ he degree lo which they were oriented
toward the external wefld “eXlraversion’, of (he i ' roversion.” These two
orientations were referredio ag atlilude .I‘ Arnay, Gr n, Gleaves, & Melancon,
2003) Based on his observation, Jung! (e dlhﬁt ifferences in behavior

resulted from persons’ inbarn

persons acled on their own tenmy

ds in different ways. As

itl pattern of behaviors. Jungian

psychological %ﬁhm orgnal person's

behaviors, or types.and-explam el £ Juna's
S o N 8

propositions, persons differed .. wirgnment (“sensation”

versus “intuition”) and the way they made “judgment” about their perceptions.

{(“thinking"” versus "feal‘fg

flU 23] ﬂﬂlﬂﬂ;ﬂ N7

Jung had observed that whe@ersnns minds wﬁa{:hve they were |w:ad

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 (acling in the
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outer world) and introversion (reflecting in the inner world). While each of the four
mental processed within brain aclivilies (perceiving and judging) that was - sensing,

intuition, thinking, or feeling - had its own predictable characteristics, each also took on

different flavor depending on whether the procasswas focused more on the outer
extraverted world or on the inner introverted v Brsy1998) Combining the two
different orientations 1o the worldwith four : iw g had described eight

ilable m@.ﬁ}

Mountain View, CA: Co 'S hologist Pres: nc.p. 7.

While these eught menta pr Mm allable to and being used by

fig "":i- _.-wi" ,r’

e

everyone, Jung believ in.what they preferred.

The natural preferes 'T:‘;T;rr:mmtrﬁ':.;r*;:;- individuals to
: T A
direct energy toward il ar _ 50 pattern

T

characterislic of tha nctin i) had lermed persons préfarri nental process

their domain function.

fl LY INYNINGINT

Eesudes domain function, Jun{ had also describgd.auxiliary, tertiary, atid”
b M S e i
rqers had developed Jung's idea of auxiliary function and had included ils role in their
concepl and description of types. They also had added two mental activities 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 Intuitive types
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iy peedeniling hesr ickeas,

Figure 1.7 Characteristics frequently associated with the 16 types of MBTI

Note: Modified from Myers, |. B. (1998). Introduction to type (6 ed.).
Mountain View, CA: Consulling Psychologist Press, Inc. p. 13.
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The MBTI Freferences

The E-| Dichotomy Where did persons focus their altention?

ike to focus on the outer world

of people and activity. They directed their energy and allehtion outward and receive energy
from interacting with people andJdfom 1ak etion.

Introversion. Persons, Wi o preferred ntr mbﬁgn their own inner

Extraversion. Persons who preferréd a

world of ideas and experie ergy and: lenlion inward and

received energy fram refle

The §5-N Dichotomy How di |
Sensing. PefSons wiib preferiéd Sensing liked: take in infe nation thal was real

and tangible - what was agluallyd -

whal was going on around i especiall | .
Intuition. Persas oifife i r,;e;‘?"vf-i‘_ § to take in infermation by seeing the

big picture, focusing on the ‘ For | hey wanted to

grasp patlerns and especially 1o

The T-F Dichotomy How did per -

Thinking. Persons who preferred lo use think cision making liked to look
al the logical conseguences ; X
menially from the.si
b‘rcnmn'renling'_ Tal ng 50 they could
solve the problem. T
similar situations.

Feeling. Person: whapreferred to use feelinglin @ecision-making liked to consider

R

values abou ng people. They were Vafgizad by appreciw and supporting nthe

FRINT AN TINGT Y

Th& J-P Dichotorny How did persons deal with the outer world?

Judging. Persons who preferred to use their judging process in the outer world
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liked 1o live in a planned, orderly way thal soughl to requlate and manage their lives. They
wanled 1o make decisions, sellled, and moved on. Their lives lended to be structured and
organized, and they liked to have things sellled. Shcking to a plan and schedule were very

important o them. They were energized |

getting things done.

The MBT‘I wés A 2815 particularly in the
field of social psyck ,‘gy 'S Iri ar | organizatiof | psycho {Limwong, 1999)
and vocational counseling. (Sag % Kiine _‘i" Juestionnaire had been using
and consistently rev "rn ﬁ @E&u : + . 1 _f_‘ used in this study, was
the latest version. In the dey pme?ﬁl m M, the item weighted of this
queslionnaire were based on slandare in ,{ mE m 3,200 adulls in a random US
nalional sample. As of today, m e than -‘ '.:-': MBTI questionnaires were

administered in the Uniled States each year. The MB tionnaire had also been

The MBTI had beer use ¢ of organizational applications such

as career guidance, personal development, organization development, job analysis,

ok LGk Uk T ava e

relahﬂnsha‘:ﬂurﬁehng education andfumculum development, diversity and

LRI L L

nstmct validity in par with the other personality inventories that were using in that

area. (Janowsky, Morter, & Hong, 2002)
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The queslionnaire itself consisted of 93 pairs of forced-choice items,. There
were two lypes of questions, which were divided in four paris: (1) the first type of

gueslionnaire consisted of a phrase describing the situalion, a guiding question, or

both, with two answers, and (2) the sec \s 1y only a pair of words from which
only one to be chosen withoul any ¢ AR &pﬂe iterns were exhibiled in

rocesses from one

The personalilyof e ion (E).versus introversiol 1), 21 items
6 itemns
The personalit gl(1) versusféeling (F). 24 items

The personali ' [¥) ersus perceivir = F 22 items

When responde ‘complelec eslionna e, It 2 score of eight
preferences were calculate ] g mental process with the

lesser one within the same dl‘ch oy The prefel ‘ at had a higher value was the

person’s prevalence or tendency 0 ‘ avior, res \four letters, one of which

came from one pola :

-
e f ﬁ ywing rules:

|fE=|E|]lei ;
f T=F * letitbe F letitbe” P.
¢ a o/
ﬁ%tﬁl%ﬂ\w ﬁ%tﬁlwlﬂ”’ﬁ fﬂeﬁ calegory
such as Cﬂ self-scoring) or cou submi‘tted or further computation into a
clarity report of preferences with mordﬁetail as shown i ure 1.8. According i

UKD Lt YY)

Qat a person had a strong preference toward that aspect. The higher number of

In case

preference only implied that a person highly consistent answered to that preference.

However, according lo psychological peint of view, answering to the dichotomy scale
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in a consistent way indicaled a strong preference loward one end. This was one of the
reasons that MBTI, in facl, was a conlinuous measurement by its nature. The

16-typological categories only made a respondent understanding the resull quicker by

rsonalities in self-scorable form.
By doing this, many delails his enabled MBTI to have

many products, based on Jungi al depths of details (and

pricings) which madw in onmm counseling

business.
‘ (3 TR S
4 | ”"’}’ Eu ¢ ‘m
Extraversion E | Introversion
Sensing S 'f\,r M Intuition
.i"l.
Tinng Wi Eﬂﬁh F Fesing
Judging J *'?J. P Perceiving

\ » 2‘5' 20 30 /

. elingm Perceiving24

report Retﬂ
| . .
The above analysis was the step one report of the personality analysis. MBTI

had more products su{hﬁMElTl form Q which had a capability of featuring a
ok e o e o e et e

prndunecmdetall analysis such as a stap two report, four letter of preferences and

PRI AV aabILIER Y

u report assisted participants by tailoring the details providing advices and actions
plan lo achieve a specific purpose. These reports included but not limited to career

development, interpretive report for organization, leam development, working-style
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development to help improving communication, managing change, and solving conflict

in an organizalion.

POLARITY INDEX: 80

i28) || Judging: Clear (23) |

FACET SCORES AND THE AVERAGE RANC
The bars on the graphs below
The bars show scores thal are -1 oMl Stant

e

1515’ mean score. The bold numbers, [

5 4
L 1

EXTRAVERSION (E) INTROVERSION
INTIATING RECENANG
EXPRESSVE 5 CONTAINED
GREGARIOUS MATE
ACTIVE REFLECTIVE
ENTHUSIASTIC QUIET

SENSING {S) N) INTUITION
CONCRETE LESIRACT
REALISTIC . IMAGINATIVE
PRACTICAL CONCEPTUAL
EXPERIENTIAL 4 THEQRETICAL
TRADITICHAL CFIGIHAL

THINKING (T) {F) FEELING
LOGICAL 4 EMPATHENIC
REASOMRBLE 5 COMPASSIONATE
DUESTIONING 4 ACCOMMODATING
CRImCAL 5 ACCEPTING
TOWGH 5 TEHDER

JUDGING (J) (F)PERCEIVING
SYSTEMATIC 4 EASL
PLANFUL s S '.'.:1? 0ED
EARLY STARTING 5 + PRESSURE-PRONPTED
SCHEDULED 5 = _BRONTANEOUS
METHODICAL

¢
Figure 1.9 A ple of
Note: Modified f ‘
Retrieved February 2

HRINYING:

From individual calculation of facels using item respense theory (Harvey &;

lendency J

ATt A NEAN e
behaviors to k 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 systemaltic planning to serve a personal

developmental need. (Figure 1.10)
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Potential Problems in Communication Style

Because of the nalural dillerences i your communicalion styles you may misinterprel each olher's
behavior or unintentionally annoy each other. Check these lists to see if this migh! be happening,.

John, you may... Mary, you may...

Misinterpret your colleague s quiet 3 2| overwhelmed with all of the facts o
purposaful withholding ol |n§orrmlvnn il '_ igs discussed by your colleague

Be surprised when your mﬂaa‘ g "““* < SUMmE tmﬂl‘fﬂm knows whal you
a decision . _,..l‘

Not read your colleague’s men -,ruur colleague interprets your
but rather take it as a sig ication as merely the beginming
to discuss tha issua

Feel pul off or reje wious aboul social

convarsation are ignored n, preferring to stick lo the issue

Nol respact your col &'s need for contact
e T 8 R ==
contact himher

Ph:fswhu;s c:l;ag;ah your decision by not

Your differances can be valliable DBCaUSe you brfig Comp hs to communicalion, Together you
have a uselul balance batween GISCUsSING (B} and reflet To.g hese differences, however, yol
nead o understand and appregiale e 2rs style. M 5he help il you wark on them
togeiher. Hole which sleps yo L 5 NEEC ar discussion,

Agres Disouss
it will be able o wail before

Negoliate how f
discussing the is sues

SDECE {mmammdallummamwml

Discuss how much social versus lask-related lalk is helpful or needed

AR %‘ WEnT

Figure 1.10 /A sample of step two working styles report
Note: Modified from Ingrid, I. (2007). ﬁom styles report “Retrieved February 22007,

, Figure 1.11 presented data on | 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.
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STy ISFJ INFJ INTJ ‘
[(A148% | [A5E% |
CT0hL a— |
r rﬂﬂ£]”” i ] Less Less % "
T S— than |

than
73 9‘“

A Manggers (8) Small Business (C) Retail (D)Banking

’QW’iﬂ’iﬂ?ﬁmWﬁ”f TNUNaY

ure 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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ISTJ ISFJ INFJ INTJ i
Less Less Less Less i
than than an than ;
8 6% 7.9% ' 'fy 10.7% !
- /
ISTP b= IE INF INTP
Less ‘ Less
than n
3.4% ,
ESTP NTP
Less E Less
than than
3.4% 7.1%
ESTY ~ | ESFS | ENFJ | EN TJ
¥ lﬂs
than % ?; than

(A) General (B) Rehabitation (C) tion & Educatien

’QDW’\@@%‘@@H*%M’% NYAY

qH} Social Work (I) Psychology

Figure 1.12 MBTI percentage of counselors in different fields

Note: Modified from McCaulley, M. H. (2000). Myers-Briggs type indicator: A bridge
between counseling and consulling. Consulting Psychology Journal:
Practice and Research, 52(2), p. 124.



Thai Translation of MBTI Questionnaire
Method of Translation

Back translation.

Figure 1.13 MBT| back |
Note: From Pantitanonia, , : of
based on the Myers Brig@s ty {r Thai version) for upper
secondary school students. Chulatengkarm U angkok. p. 43

Construct translation.
In some inste G

with exact linguistic Ltf stiuct. In this

case, lhe translation neﬁd o be e or ginﬂ]
intending to be measur Limwong. 1999) When comparing the back-translated MBTI

with the original MBTI ! were accepla lmllar 0 inal construcls,
uﬂ RUKIRUE I Aakatre

wordings frnm vious thesis. {leldsmnbmn 2000; lewung,wsa Tenayaynne.

ﬁma\aﬂiﬁummwmaﬂ

Both original MBTI and Thai MBT| were tested-retested (two weeks apart) with

40 Thai graduate students who were attending English graduate program.



First Group Second Group

First Test Original MBTI  Thai MBTI
Second Tes! Thai MBTI English MBTI

Table 1.1 L @ -
Correlation of lest-retestanginal MBT a1 MBTH-amaon 40 Thai graduate

students e | \h\:\h .
7] PN

Extr
Introversit
Sensipl
Intuition
Thinking
Feelin
Judging
Perceivit

*p=<.05 \

Note: From Pantitanonta, S | elop a type of person inventory based
on the Myers Briggs lyp icator form i version) for upper secondary
school students, Chulalo Universily, Bangkok. p. 46.

Reliability. :
:"luw
0 1,600 Thai secondary

The "'.v’

school students. T :l eliabilitie

¢ e
371 on

Table 1.2
Reliabili

Total | 68 2 <05

Note: From Pantitanonla, 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 reliabililies comparing with
other dichotomies. For the purpose of comparison, data of reliability for MBTI in US

high school student ranged from .67 to .85 (Myers & McCaulley, 1992)

&m‘e{eme schedule

Validity.

Thai MBTI had been validated with Thai Edw

(EPPS). (Rakkarn, 1978) The d in Table 1.3.

Table 1.3
Correlation between T

Facel J-P
Achievement .002
Deference .046
Order -.389*
Exhibition -.009
Autonomy 213
Affiliation .089
Intraception -.108
Succorance -.133
Dominance = D?E
Abasement —_— - ._,
Nurturance " - 189
Change .309*
Endurance -.252
Heterosexuality -.088 102 -.037 15

Aggression

*p=<.05 ‘
Note: From m'lhlananta 5. (2004). A de n'opment of a type or person mvenmry

q SRR ARG

From above table, three facets of MBTI (E-I, T-F, and J-P) had significant
{,ac,{)ﬁ} correlations with al 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.
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Table 1.4

Validity with known group technique of Pantitanonta's study

Exlraversion - Introversion
Sensing - Intuition

Thinking - Feeling Hﬂ‘ 12
‘ a B\

Judging - Perceiving

*p<.05
Note; From Pantitanontal'S. (2004)¢ A'cevefopment of a lype. orson inventory based
on the Myers Brggs lype i ‘? or form, *{; 5 ;Iﬁ; | per secondary
SGHDDI' Sfﬂdﬂﬂfﬁ : EI A ; Ir G ana 1\ %

From known group leghnique, E-I, T-F, > had > to high
relationships bur S-N hild only m@deratg relationship. From averallpoint of view, S-N
demaonsiraled lhe weake | |

Prediclion ratio.

The method previously ‘.,_'.3 f _ VBT 1 ite ns and provided a

classification on each scale ju ployed what wen ed “prediction ralios” (PRs). &

prediction ratio was complile [ item by divil:ling the
percentage of people holding the target preference who answered an fter 1in the keyed
e g onse keyed lo
Thinking) by I&'p : : he Keyed direction. Based
on previous Vm::h. Myers selected items for inclusion on the Mﬂlhe prediction ralio
for at least one of 'fe es was >.62 (c.f. rﬁs & McCaulley, 1985), (Harvey &

ﬂﬁﬂﬂ NELANELA. ...

to mdrcate arvey and Hammer (2007) used item respnﬁthecry and agreedWse

MO RE

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 itern could discriminate lhe personality type. (Table 1.5)
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Table 1.5

Prediclion ratio of Thai MBTI of Pantitanonta’s study

em# [ A [PR |B|PR | |uem#|A|PR |B|PR | |tem#|A[PR |B]|PR
1 J|53[p|ses ] (32 Jsdm*Indso | |63 [n|so|s]ea
2 |pl|7e|uleo | [aa lpler]ldfagl l6a [F|.7a|7 |52
3 |s|e2|n|.54 |vhaa |E| 60 :%‘ 65 [P |67 |y | 6a°
4 E|.71* |1 | .72 " P8Gssbl | .505 | E Sieptee |1 | 57 [e | 73
5 [n[es|s| 6ot Ta6 b 56 [p fie 67 [€[.720[1 | 54
6 £ |75 |1 [ ] 37 AN| 59 |s)e3| (68 |u]58 |P| .69
7 |p|es |y | zae (38 |FlBoe [T ] 44 | {69 JT |42 |F]|71"
8 |E|6s5 |1 |.59 s .@ Fl.as*| [70 . |J |63 |P |65
o |u|e1 [pia#2 | 4ol A5 | 63 n)50 | {71 |B |62 |y | 54
10 |J|59 |p|s 10zl 3] L2 ) [ s9 e | 720
11 |p |67 |y |#65 a2 A feearbe | 74} |73 |8 | .62° | N 48
12 |1 |56 |ET.2 43 o |63 bedoe ] L7a  [n| .48 |s ]| 63
13 |S|64°IN 4 nlge s | e8] (75 | | 74 7] 40
14 |E |66 |1 |52 Jedrolvdar | |76 |P |64 )| 67
15 [n|s7 |s]| .6 6 |1daodF 7| ber |e|7a | | 53
16 |Fl.7o |7 |54 | a7 st s |N]: 78 [T1].49 |F|.72°
17 |pl7a o |63 a8 4t 7or e8| |79 |n| 61 || 73
18 |1 |52 |e[.714| [49 Tfofeafef7a:| [80 |F|.7a |7 |50
19 |e|es |1 |57 ) |so=tn]| 56 [shrller [1].44 [F| 72
20 |y |60 fpilée| |51 [F|7ee |7 )66 |82 \fsl 6N s
21 |p| .59 j‘ﬁ?‘ 2| {52 | Tar {F{8t| |8 |N[.54 |5 |65
22 |1 |53 [etfree| [s3 [s|ea|nlss | [8a [e{er|r]as
23 |e|7o |1 | o~ | [54a Jv | @6 |E| 71| [85 |T|.55|F|.74°
24 |nle61 [sTe2]| |55 |Inleals|ea]| (86 1568 |n].a0
25 [P |67 |J|.57 4ni56 | F|.85 | TLi51 87 |IN|.61 |S] 65
LB W N = A A R R I T e N
27 [1| 57 {E |76 |01 58 | [s ] .62+ | N 66| Lee | T [la2f|F | .82°
28 |Jlés|plso] |50 |ulss |p]71| o0 |s]|.62|N]| 57
20 _InNf60 fs|es| Lo |1 |.55 LE] 76 ) Por | |76 | 1450 |
30 AF | Bar\h 48 | |61 [ |is | 83t [N 55 | Jl9a) | Toll4s || Py 74
31 7% | 54 [Sre | |62 VI 68 |1 | .46 | Vo3 | s1.63"| N[ .48
“PRs > .62

Note: The higher the number of prediction ratio, the better quality that item represents
the personality type. Critical point indicaling the inclusion on item pair in the
guestionnaire was that either one of the item must had prediction ratio above .62,



Self Report Personality Preferences

In MBTI full 93 items test, they were forced-choice of two opposites. The

\Wiig/)

by which a test was admi -.l sponda' : the test for themselves. -

numbers of answers lo each of e-gh = then summed and contrasted

between preferences polar. The > onal preferences. The way

The purpose of this section was 1o.dev Inp sump, @ n of personality similarity
| red lo describe the

1

personality of self as'well 2 e the persen in 51 as mentoring

counterpart and idealfig F, | \\

lest, based on MBTI questiog

The MBTI guesticanaige had four par were choices from a
pair of words without re sonigg. T _ “ be use \ \ rpose. llems of part
three involved behaviors | 2 100 complicated to
predict other's reaction simply descriptions of
persons, which could be ot gclly. The ly best predictive ratio items

from part one were considered lo bEU

0 Cls representing eight personalily
n- _,l"" i"_,"- .-"

preferences that would be Fhis rating would be used

for measurement ol ol mentoring

counterpart, and"

During the process of item selection, some best predictive ratio statement

T T S

the next neﬂ predictive ralio ilem was fed as substttuhnn The result of selecllun was

wwmnimwnwmaﬂ
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Table 1.6

Item selection to represent preferences and their associated predictive ratio

Differences
in PRs

Highest
Preferences itemns

Exlraversion .01

Introversion
Sensing
Intuition
Thinking
Feeling
Judging
Perceiving

*PRs=> 62

The questionnairgfor aport personalily looke 3 F:gure 1.14.
Strongly
Factors A;ne Agree
Estraveruon MBTI (M) ltem 12
InirRrsion METI (M) ltem 4 (B)

Sensing MBTI (M) ltem 5 (8)

Inbuiticn MBTI ( #

Thinking MEBTI (M) @

Feelng METI (M}

Judging MBTI (M) lter 7 (8

METI (M) ltem 2 t’ | : |
L FFW’EWWW tJ1179
MBT! as a antmuuus Data

) by A g ¥ e

The Qjeslionnalre 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 aulomatically transferred lo its designaled space in the answer sheel.



7

The respondent summed “Xs" in each row and summed the numbers of eighl columns.
With subtractions within dichotomy, a respondent knew the four letter of personality.

The process of interpreting the personalily look only a few minutes. This made MBTI a

very popular lool to assess persona I.m ‘ ,i al development indusltry such as
q enabled the lraining

facilitator to go on wilh related leeturing topics of with days seminar program. If

informalion. By expanding thecaleqgoi _r ality) into continuous
dala (trait personali lermati ailable and was fine-grained.
Limwong (1999) had inditated her MBT | thesis that the t e the n_.r used in MBTI was
too coarse 1o descripe ality properly since pe ad e degree of certain
preference or behavior by B not -':‘ | as simply presence or

absence. Together with Te et or 1h : g*’" son, both used the trait

theory, which allowed a degree of behas ‘; ify; [0 analyze MBTI personalily in their
thesis. '

The q Ic continuous
had been a debati “mj (MAMBAC and
MAXCOV-HITMAX) Arnau et al. (2003) had strongly confirmed Lh; BTl was not a true,

non-arbitrary taxon untﬁm Jungian preferences measuring by MBTI. McCrae and
Costa, [ﬁ

LI 41 s A bt

Jungian frmewurk and reinterpreted lhe MBTI in term of the five-factor model. Thus,

PRI AT TAY

|ghl imply statistically significant personality difference when none existed. (Pittenger,
2005) Davito (1985) (cited in Furnham, 1996) had also pointed oul that even the MBTI

manual provided less evidence for the type personality than the continuous trait-like
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measuremenl, which against the spiril of the lest. Therefore, the study in the thesis
reats MBTI data as continuous and o be analyzed accordingly by structural equation

modeling. (SEM) Because this sludy use SEM as a main slalistical procedure, a brief

review of SEM would be helpful.

Among stalistica h models today, a

atistical tec! ' '.'-'.z such as structural
AN

5 (HLM), 2 d latent class analysis
W

few techniques were re
equation modeling i
(LCA). HLM and LGA wereQuité sifuat ecific -11- cal methods, which were

very useful and revealgd spgeifi on ns_

Unlike HLM afid LG e a universal

5 vinusl',r developed.

application that could replace

y2i3
A
-r.d: -

{Figure 1.15)

Wi

AN

i L]
. TF
g =

Figure 1.15 SEM's capabilities to analyze the situalion comparing to others programs

Nete: Modified from Wiratchai, N. (2005a). High leve! statistical analysis for research.
Bangkok: Facully of Education, Chulalongkorn University.
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To be specific, SEM had capabilities to analyze situalions where following
slatistical techniques were required: (Wiralchai, 2005a) (1) t-test, Anova, (2)

Correlation, Multiple regression analysis=MRA, (3) Ancova, (4) Holelling T-square,

growlh curve model, (15 Multi-level

modeling, (18) Variance ltiple group
strategy. (20) Latent strugtiire and ategorical data). ( Profile analysis,

(20.2) Latent class analysis

SEM was a non-slg ‘expandable, and

new fealures were contintially g sion 8.8, had
been testing new applications regularly. These new e ‘were discussed in
http:/isscientral.com. The prove ,-e-'l TGS '. ra" in Lisrel's new
version. Wiratchai (2005) had given s 'a-.;.n X - e e énalyilcal techniques,
which newer version of Lisrel ¢ o as follo 1) Soft. modeling, Multi-level
causal model, (2) Glavkel del, (3) Qualitative data analysis, (4)
MNeural network, (5) Dala envel

Survival analysis, [B}E trapping estimation, (9) Optimal scaling techniques, (9.1)

Correspondence analysns {9 2) Homogeneity analysis (HOMALS), {9 3) Nonlinear

gAY IZ‘IZI n3LiMEIg

Psychometric, uasuremen! scaling.

R8N NIRINBIINYINY

Developed by Karl G. Joreskog in 1960, SEM was an integrated statistical

method of two parts, faclor analysis model, and path analysis model. Using

paramelers eslimation method, SEM estimaled target parameters according lo
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specified mode! and given empirical correlalion matrix or covariance malrix of
paramelers by estimaling paramelers in sequential manner (iterations). The program

ran several iterations according to presel limit by which the model might or might not

scenario. The user needed | elical research model

in order to design eamen y So that | onverge and model
would fit within a fevmiodifi indices adjustr
Research Design %
Good SEM st Wit _ and design. (Figure 1.16)
FY TR
L d ;':. _;;_;, ; |
Theoretical - Research
h RN, design
e
Cmﬂeﬂ mrrelatiun
fm\ra

PRI oAl 53
WA T DR TN 28 Y

Note: Meodified from Wiralchai, N. (2005a). High level statistical analysis for research.
Bangkok: Faculty of Education, Chulalongkorn University.
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SEM Assumptions

In order for SEM to run correctly, four basic assumplions were needed:

(Joreskog & Sorbom, 2001, Wiratchai, |

1) All paramelers in

2} The distnb I ion of exoden .US I 3: b'emus variables, and
their error.les J erage error lerms

epsilon (& {\\:\
o ;/._ N

relationships,

Error term ela (17)

ARNA NS
\Q\\\ i Iks!t?:-, and
4) Inanalyzin ‘ \ \ paramelerwas

free of time-lag

Advantage of SEM

Wiratchai (2005b) pointed o d disadvantages of SEM as
followed;
1) SEM *f, Bwe £ th I" HLM,
E
2) SEM tré ed research model as the analytical model. Researcher could

use stahs is to perceive theswhole picture of model. SEM

Pt ‘M’%l g g e

apresented the ernpun::ak data, and

q ARSI s

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 mulliple regression

analysis,

2) The test of model filness ni-square statistic that aimed at not
to be able 1o rej ﬁ | hypothesis ol Hew £ = £ (9), which implied a
. model fit al Gonmiesen Ban that the model was

the only best filled

3) SEM took tig mod eling. besides good

planning. H lo master the SEM

: ry

By virlue, SEf

DA NI=6 NO=556 MA=K|
LA

KM
1.00

0.73 1.00
0.70 0.68 1.00
0.58 0.61 u.ﬁ;m_tm

0.46 0.43 0.40-0.37 1.00
0.56 0.52 0.48 041 0.72 1.00

.%ure 1.17 A sample of typical Lisrel's syntax

Note: Maodified from Piyapimolsith, C. (2000). Lisref for research. In. Bangkok:

Srinakarintaravirote University. p. 44.
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Lisrel for Windows used graphic user interface (GUI) to help user crealed this

syntax. Each drag and drop of some symbol created a variable. Each drag of arrow-

three equalions:

The struclural equatior

The measurement mo

The measurement mode A om, 2001)
Nz
Lisrel used Gr ters to ; Is co ponents ‘ in Figure 1.18.
— Math | | Parameler | | Possible |Default | Default
Symbol am ymbol | 0 Form | Mode
| .I " 1F
LAMBDAY | A LY D42, 2LDL) - Fi
y FU
LAMBDA-X | A, Z"D'_' FU | FI
BETA ‘ ZE Fl
_ J—D, 1Z, ZI
GAMMA E GA . % FU FR
FR

THETA- DELTA NX x NX | ZE, DI, SY

Figure 1.18 Greek symbols used in Lisrel model
Note: Modified from Joreskog, K., & Sorbom, D. (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.

bov X1 \
LN Fa |
T ‘_ Yi * €
o2 ¥ X2 4'-}«.2'1["]7\1 / 1
di-v X3 k + €2
YR
- €3
dsm X5 4 -
S5 X6 +— g4
v X7 )‘
Figure 1.19 A typical full magel c
Note: Modified from Joreskog B¢ User's reference

s | W
guide {2 ed.). Lincolnwood, |l ® International, Inc. p. 6.

Actually, i asic malrices.

There were three .V SYSp—

understanding, let us m , | ma;
fta1—» X1 ". | g Y1 [+—epsilon 1
:HaE i &{‘mﬂ d %mﬁ apsian
RTRIN Tl AW EN R

F;gure 1.20 A sample of typical Lisrel's model
Note: Modified from Piyapimolsith, C. (2000). Lisrel for research. In. Bangkok:

Srinakarintaravirote University. p. 13.
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This path diagram from Windows GUI translaled to eighl Lisrel's matrices by

which Lisrel used lo estimate the parameters. (Figure 1.21)

E1 E2
/o
Yif * o
LX Matrix (Lamda-X) , .
1| Al Y 0
1| MO LX=FU,FR (3 gx 3 Yi o ¢
3| GA Matrix iGamm/ BE ! F1 E2
MO GA=FU,FR ' E2 1
Z1 72
9| PH Matrix (Phi EII: . u:]
MO PH=ST | E2| o *
7 TD Matrix (Theta-
MO
8| TE Matrix( V

mm.ﬂa-u )
Mo TE-DI.®r Y°| ©

AUBINENTAHEINS

Figure 1 EﬂEtght maltrices ﬂofrespun#lo lhe diagram m&ur& 1.20

TRIINABLA AN HINE

The mark “s" referred to parameters which Lisrel program estimated the value from

these malrices. Lisrel then compared parameters with the input correlation or



covariance malrix from empirical data collection. When properly adjusted and the
model converge, researcher used theory and skill to reduce the chi-square unlil
significant level p<.05. Lisrel's reporl showed several figures to indicate how well the

model filled the empirical data, namely goodness-offit, (GOF) as followed:

- Chi-square [12] GOF - the lower the } ber, imilar model with data,
- Statistical significant of Chi square __"‘“5 Iﬂﬁar than critical value,

ber, the better it was,

- Rool Mean Square

(SRMR) approaching 2

The delimitation of thig s vas the measure  of mentoring success.

There were arguments among res

hand, some scholars advocaled Wéﬁ ‘eer successes such as, but not
- 1 C h -

was measured on inlra-arg

coaching. However, mctive career success was more effeclively measured by using
longitudinal research deﬂluhiﬂh took more time‘lyn cross seclional approach.
(Kidd, Jaclﬂ, Hirsh! 2003; % ﬁﬂ %w %nﬂ ﬁ these
objective camr successes as lhe resulls of many o her activilies of employees, such

as performance, tenure, political skill, co‘lectinn network, B&ing at the right time @t.the
A N e S
& qlliams. 2001) However, there was no quanlitat‘we research in méntoﬁng. 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 satisfaclion, expectation for advancement,
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career commitment, job satisfaction, and intention to slay. These subjective

components of career success could be measured by using self-report in a cross

sectional design. (Allen et al., 2004) One should aware; however, that subjective
career success represented a “snapshe | ent of measuring and could
change periodically. Inthe sal nalysis. al. had indicaled that

mentoring was more strongly re . subjeclive'indieators of career success such as

Being awaed gs of inStrun s lor both clive and subjeclive

career success, this hen ligitgel the-sebpe al measuring only the success of

4 £ f' - r
reliability of .85 and .88 respecliv

2) 1 am very sntnst'ndﬂﬂthemmnng
relationship my protégé and loped
3) 1 was effectively il Lﬁ |
protégé Q

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,



Operational Definition of Mentoring

As with other psychological construcls, mentoring needed an operational

definitions to assign “meaning to a construct of a variable by specifying aclivity or

operalions necessary 1o measure easurement” (Kerlinger & Lee,
1999, p. 42) 50 thal resear A5 U andwalidate the same thing. Il was
important for mentoring Wrﬂ regarding the

used by many studies. (Higsc| _ d ere other operating definitions

developed independently sugh items of Riley and Wrench's (1985) career

operational definition of mentoring resilled in 22- behavioral survey items,
loaded on four factors.

(Table 1.8)

Pollock's (4995) fi ted in fowr factors. Two of
which (F1 and F2) firmed Kram's (1985) functions with additional two new functions.
(F3 and F4) Upon irwd'timr:g individual ilems /faetor one and three were closely
related. ﬂyﬁalﬁ A%;%G! ﬁum W&}ﬂﬂn@'fmwm
Likewise, mtnr two and four could result in n::aréar mentonng functions. By doing so,
Pollock’s study then supported Kram'sgminal propositiois. Meanwhile, Raging-and

AP SR I Yot

$ocial and parent functions to Kram's work. (Figure 1.23)

On the surface, resulls of many sludies were heading in the same direction

but many essential elements could nol be agreed upon. As stated in contemporary
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issues on mentoring in literalure review, research needed to explicate more clearly
what funclions menloring was composed of. Hopefully, factor analysis from this study

confirmed one of proposing mentoring function classifications. In addition, the

Table 1.7
Varimax factor loa

Factor 3
Role

Menlorship item - modeling
1. Mentor took a personal in ’ ,;,_f areet 20 05
2. Menlor had placed e indmpafant ... L0- 03

assignments & ﬂ'f -}
3. Menlor gives me spegial c¢ I ‘ 22
4. Mentor advises me aboulpr 02

opporlunities
5. | share personal problems with mentol 14
6. Mentor helps me c e prol 23
7. | socialize withirg 00
8. 11y to model mybe 69
9. I admire mentor's ability to m a 80
10. | exchange confidences with mentor .H 23
1. Ir&epectrnentnr‘s e of the .55
2 tmﬂﬂﬂeﬁ»ﬂ )] ‘m t 'l 1179 =
13. | respetl mentor’s ability to teach others 18

T Iy Ay

Note: From Scandura, T. A., and Viator, R. E. (1994). Mentoring in public accounting
firms: An analysis of mentor-protégé relationships, mentorship functions, and
protege turnover intentions. Accounting, Organizations and Society, 19(8), p.725.



Table 1.8

Factor loadings and communalities {r;.rzj for principal components
analysis with varimax rotation on behavjoral survey items

2

Item F4 7

Respected (P) T2
Valued opinions (P) a2
Listened (P) .69
Showed caring (P) 63
Noted talent (P) .60
Enhanced self-confi 69
Supported goals .53
Role modeled (P) 61
Gave career advi 54
Aided promotions (C) 44
Encouraged (P) 15 71
Coached (C) .39 62
Provided comfort (P) A8 58
Shared info on people (C .01 69
Taught politics (C) .05 A7
Shared classified info (C) .59 .03 62
Shared info on trends 57

Made introduc _- ns (C - . 45

Demanded high per 62
Gave challenging ' work 60
Enhanced creati _nking“ . B 19 .19 m 60 62
Communicated expe« tations (C) .20 30 59 .56

Percent variance 15. 29"}2 41 B 21

curefi T AN NS RENAS

Note: P = Psy‘chusacua[ C = Career behavior, Factor labglsi,F1 = Psychosocial, g _#

AW TANTL SN TINE TR E -

te From Pcllnnk . {1995). A test of conceptual models depictling the

developmental course of informal mentor-protége relationships in the work

place. Journal of Vocational Behavior, 46, p. 154.
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My Mentor:

(SPONSOR) & = 82 (ROLE MODEL) & =78
helps me altain desirable positions. seryes as a role model for me.
uses his/her influence lo support my advance | ‘
in the organization. ~
uses his/her influence in the ong
benelit. pls me as a compelent professional.
(EXPOSURE) & =85 : mp

(COACH) & =74

helps me leam about of
organization.

gives me advice on how lo attain fecognition ifi the | provide porl and encouragement.
organizalion.

o - - and s Jq_,J get logether informally after
(PROTECT) “=.q’1:) o P
PlDIBGIS "B Ilﬂ"l Il i‘:-j; LELS hiag ME =RE" ., Biimiiion =i L% Teduenin s H B ARE mmm
*runs interference” for'me in the o g i
shields me from damaging contact with impor ‘ —

people in the organization social interactions.
(CHALLENGE) @ =91 1§ s (PARENTAL ROLE) & =74

o g Lt

assigns me that push me into devalupw treats me like a sorﬂdaughler

-I i el ‘ (8 I = - [} wll o I !’. 5 -_| _-1 "
Fig 1-2; Ae tu strdme ’ -_!‘_;'.‘ Ri ] ﬂ Farlit éﬂ

Note: From Ragins, B. R., and Cotlon, J. L. (1999). Mentor funclions and outcomes:
A comparison of men and women in formal and informal mentoring relationships.
Journal of Applied Psychology, 84(4), p. 550.




Variables

There were three latent c.nnstrucls which initially comprised of nine faclors.

Details of which were as fo!lﬁwed

1) Menlnr -prolégé pe L-. similarit ﬂ#\r eloped and lesled the

psychomelric pruperly om Tha slation of M orm M (Pantitanonta, 2004)
revising with Tepayay®o / 99), and Li s (2000)
questionnaires. Theser / pendent continuous variables.

dilference

difference ig

differen

difference
The difference; inus sign. However,
in calculation of SEM, absaol d without sign.

2) Subjective succes I'!'W ! r developed and lested the
psychometric p a__g: rf

n: of mentorship
(Figure 1.22) and '

-Menturﬂﬂ ality cling ps chﬁcial functions, and
- Mentorship Learning 5 items (01=.88) reflecling career functions.

BRI AT
A u e

lgure 1.23) which was rated on five point Likert scale. Conducting a factor analysts
and summing the items within each factor produced the indicalors 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 Benefils

1) The findings from this study should gain insights of mechanism of mentoring

2) The findings of € rs écnnshﬂcts helped

practitioners 1o feeus their attempts on (he Weak links in order to improve

3) This thesi$ added series of lesling lo verify existing presumptions of
4) This thesis proposed alternat & mode!, which was more simple and shorter

5) The findings provided {ool for match ntoring pair in formal mentoring

)
O -.]_.'_:: >ontained all basic

. 1
apter two explained the research

Tris eSS

thesis elements toge ! ar with literature revie

methodology in full det.!l &luding inslrunmntalw participants, data collection, and

M A iR Vi

were concluded in the fifth chapter.

’QW’]NﬂiﬁU UAIINYIA



CHAPTER Il

METHDDDLDGY
This thesis used explosa -m-.._.,_* arch mel& no prior research
allempting to establish a direct empincal alalion beiw "5 onality fit of mentor

and protégé and subjective sug
the current thesis baséd on, Allen and Eby (2003) had asked nts how similar
were they to their meniefing colinterparts athree sint scale as mentioned earlier in
literature reviews. Based.@n the similafity attra : o par tiened in chapter |,
the perceived similarity incrg

increasing mentoring funtions

mentorship.
Main model had three

1. Mentor-protége pe ed personality fit. This

exogenous constructwi of mentor's-and-
prolégé’s scores -."_ ct d #. by mentor's
scores sublracting with prolégé’s se ere four faclors could be either

positive or negalive value up to respective items in MBTI. (E-1 = £ 21, SN=+ 26,

”'*“Ffﬂﬂ TRy

jeclwe success of menlnrship They measured the success of

ox ! SR WIS W Ib i)

pm &'s successes were measured separalely resulting in two different sub

constructs,
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3. Mentoring functions were measured from Ragins and McFarlin's (1990)
33-tems mentor role instrument. Before analyzing the main model, thesis used

confirmatory faclor analysis lo specify the number of factors lo be used in this study.

From reviewing Ir entoring functions were acling

as a mediator between pers ss of mentorship.

Thus, mentoring functions nentor and protege.
The reviewing literalufes alsé sugoesie .; SUGE! t '- and protége were
mutually benefits and ig e SUCCEess on one

side of dyadic relafia . This proposilion

was reflecled in the ca

[ Difference in | Mentor's
Menios: Mentorship
s umpm Learning
[ Difference In |
Mentor-Protégé Prolégé's
T - F Faclor Mentorship
Cruality
urn:m Prolégé's

m- ’ 'étructural equation modeling of mentor-protége

’5] W'] AN TN T

gure 2.1 Conceptual framework of the research method of main model
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Main model was depicted by pairing of mentor-protége to be analyzed
simultaneously and paralleling like a mirror image, Menltor-prolege personality

similanty was a central linkage of the model. On mentor’s side, mentor-protége

personality similarity had a direct ef 1\ ar's subjective success of mentorship.

‘s success through a mediator,
mentor's mentoring functions, and via protégeé's s : cess of mentorship. The

shion.

months in mentorship
and below were classified asin on phase. The rests were classified as in

cultivation phase. This pfocedurg used MAN VA to prove er mentoring functions

were different betwaén manltors and proteges o phases e 2.2)

Ucareer

Function

Figure 2.2 MANOE lo test veclor of means of mentoring funnﬁtmrat different phases

oo ﬁﬂﬂﬁﬁ“ WeTla...

purpose of study number two.

qma\an‘sﬁu UAIINYIA



o

Menlor's Protégé's
E - | Factor E - | Facior
‘\ . .
Menlor's 5N Protégé's
S - N Factor “""-—% ; A !\\ § - N Factor ““-m\.\_\f”’ MF
5 / o E ¥
—" Personabty r'x\m Fm ) S e ‘l FM "1
. AN ' S S
LN o0 m"’
Mentor's Factor analysis Factor analysis
J-P Facir of mentor's pe

of protégé's personality
Multi :

Figure 2.3 Mulli-group fa

a collecting from
the same study but using differgnt ma s l‘ tistical method or bo th. The result of
competing model shoul n the results -' & main mog o, Bes les confirmation,

. which could produce
the same result as main model This pa ar compel el was developed by
using multi-step approach. Tt ! am’s (1985) notion that a
mentor viewed a protége as a you a prolége views a menlor as
a person whom one Insg od

another person 1,&;‘ self, nom

raon viewed

milaity attraction

paradigm took imrﬁ

1. The first prerequisite was to establish that respondenls could identify their

e T A YT

themselves muld increase the liking and‘lherefare the |IkE|lhDOd of success in

TWARANNAEN, N300

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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Figure 2.4 MANOVA ed with MBTI
the competing
J‘ ‘
model was conducling @ similal ashmn a hE no on individually

basis. which did rot need malel w;g Ea_tﬂ pﬂ‘  model calculated
mentor-prolégeé pair simull; usly amﬂ; cdith al MB f'ﬁ_ peting mode! used

alternative personalily measurer dﬂ. * af sonality rom competing model
was measured from the si " :. - srsonality nd perceived personality

of menloring counterparls, \ "+ 5. Two other conslructs,

mentoring functions and sub;eﬁ@—
- “ 'r!—-" -.

hip remain the same. This

Ko structural equation n'mdellng
3P Facto of counterpart’s ideal-perceived personality and relationship with outcomes

Figure 2.5 Competing model



93

In competing model, ideal-perceived personality similarity of counterpart
(personality fit) had a direct effect on individual subjective success of mentorship.

Ideal-perceived personality similarity also had an indirect effect through a mediator,

viewed a protégée as a'ya rnatively, by putling

in another term, a perst ike'eneself. (Figure 2.6)

This would answer pug

ieal counterpart
(Alternative)

Figure 2.6 MANQVA to test whelher one wanted co e andmage of self
~ Paricpants A

This studyms administered lo personnel of the Bangkom\surance PGL.,

which had a formal mq’tcﬂ? program imp’!emew for eight years and still was

variables such as company's size, ctlture, or managem p g to min-
max-con principle. Data indicated that there were 213 mentor-protége pairs employing

A R AR AL

qender difference weak link, they cross gender mentoring pairs at minimum.

p
Ninety mentor-protége pairs had started the relationship in 2005, 90 pairs in 2006, and
23 pairs in 2007, At the time of aclual survey, there were 184 pairs of mentor-protége.

One hundred forty-three pairs of which were same gender and 41 of which were cross



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

lifiable pairings

2) Data collegch ated in this study.

Weiss (1972 cited in atla of sample to
parameter was 20 While seme menlic ';,;!';;,;‘ he lowest ratio. (Adsawakosol, 2003)
In stalistical class, agiile ofithugb ‘ aumber of sample to be between 200 and

400 for SEM. From aboye data, égés mentors) should

| "*"-.

be sufficed.
r ;:.-‘-'lri.'li:"li
s 2 |
The questionnaire in this thesis consis hree main instruments, which
were: (1) Myers-Briggs type indicator, (2) mentc nd mentaring learning,

and (3) mentor ~,‘_.Jilo-'- rument, _Details orwhich were as foflowed: 4

v X

1) Myers-Briggs T@ Indicate . _m

Original MBTﬁ:mnsed of 93 questions divided into four sections. The dala

G P 81 Fy e

Thereforep83-items were regrouping Iﬂtﬂ o sections for eas ministration.
q ﬁrt En! an! lﬂ j Slna’ ywer& com Lllr;d X]mgl ::Jna E]
Section two.

Part two and four of original MBTI were combined into one section.
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Since MBTI was copyright protecled, 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

personality of self, of ideal mentoring co
Section i‘hme/ ‘
The responde Fg dito t of lhemselves

2) Mentoring Quality and

Subjeclive succes Allen and Eby's (2003)

10-iterns instrument as exhibite

3) Mentor Role Instrument

Mentoring Tinctic by in'é (1990) 33-items
mentor role inStrl.l a8 ited in Fi : r',

Section four. m | m
This seclion als"‘aﬂd respondents to e subjective successes of
—RUHIRIRTHYAN T~
Data Collection

9 RAAINI A URATNYIAY

pa ing of menlor-protége list had been prepared. Concerned parties were notified of

upcoming survey. Both mentors and protégés were administered at the same time by



distribution via internal mailing system. All responses were returned to human resource

departmenl.

with the original Englist lopm M In case =_._.‘ y of ruct meaning,
consult Tepayayone': WO) g .l d Likids f" 's (2000)
questionnaires for substifitions’ Use prediction ratio in Table 1.5 10 revise the especially
low prediclion ralio e even thaugh the fation correcl. After

revised the wordingit s | the mes i to be measured.

group of participants as inmain s " ] ". Based : es ~--;." theory, either one of
the two answers mus! had icti J- ‘ _' iere were four items —
MBTI number 19, 23, 24,3_-2&*@_@.4 ot 1 Rs above .62. Then, calculate
the internal consistency (CITC) r valence personalities. Determine

the items, which were below a ¢ sms, which did not meet

the critical r (58, _‘j':-'u—.;vﬂ;“ enl for using MBTI
i - )
did not allow modification { could be now

eslablished for inur, hotomy factors prior to data collection.

3) Conduct a nalys.ls of 33-itemsimeéntor role instrument from Ragins

LA L SAC AL LA AL L

items had Hssed the critical r (58, n5 1-tailed) &=.214. Then, lhesis calculated

AWARNEL pfaIbL ala Vb la¥oY]

Jtems subjective success of mentorship, which were mentorship quality and

mentorship learning. All items had passed the critical r (58, .05, 1-lailed) =.214.
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Then, calculate Cronbach’s coefficienl for each factor. Details of which were displayed
in Table 3.1.

5) Determine whether compeling model was viable for further study. This

11’ The ﬁf il p ‘. " | }“.-:-:' re 'v_“_ "- 3 cles g up e dala.

natory factor

analysis (CFA) of Ragin$ andMcFarlin's (1990) 33-ter oring role instrument

and Eby's (2003)
\\ |

ofder to confirm its

using Lisrel according |
subjective success of i

reliability and construcl validation as i Figure 1 rpose of study number one)

3) Spurious vanancew -onfound factor: any stalistical model. Il was

necessary to eliminate o | spurious variance. 0 faetor analysis of
personality profil s..-,fy_)u““j',*jrtj'm"m e to test

fi A4
whether mentor's- d._The unification of

, ]
personality pmﬁle nsured that the spurious variance was reduced to minimum.

(purpose of study nurrwar

ﬂ% B AN B

MANOVA ﬂcurdlng to Figure 2.2 to test difference in mentunng phase. [purpuse of

a W AASAURIANIAY

ccess in mentorship. Main model used Lisrel lo 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 lo

Figure 2.6. (purpose of sludy number five)

7) Similarity attraction paradigm Suc rar al the perceplion of similarity
between two persons, which did not need lo be€e persenality, increased
effectiveness of communication ar ;-' ‘ e incréased'Stécess of mentorship.

Competing model utilizing ails rement of the same construct, which was
the similarily of two persg /as'Created ta compare wit ﬂ-.._ model. Alternative

om each personality

measurement employed.
preferences of MBI} and j0 beise ed on fi oint Likerl s& e. This also

: ‘*1‘ del to continue, lhe
correlation belween realMBTl a aported yre had to be established by using

resulted in E-I, S-N, Tl angi-alclires.

MANOVA, (Figure 2 4)'or byf oifiér means. Even though they measured the same
construcl, the significan z o<.05 since the two
methods were huge differes ce that allernalive
measuremenl was valid, it was loagicak e same eight items five point

Likert scale could measure another personir ifically the existing mentoring
counterpart and an i stent ;

2.5 could be exeo ed. (purpose of study {..,

odel in Figure

§
AU ININTNYINS
QRN TUNRINYINY



CHAPTER Il

FINDINGS

\\ r/

mentor-protégé out of a pec -I-.L___F Thrae medsunng instruments in

Sixly questmnnalres nly selected 30 pairs of

questionnaires were analyzed for lh -_rehllﬂity. "'—"'l‘f-ﬁ isiruments, subjective

alyzed using initial internal

AT

success of mentorship and.g

consistency using r=1test giftighslow gro « L - 2m-1otal correlation.
(CITC) The anaiy i sucg@ssin man : trument revealed a
posilive prospecl of rel bilitigs. The tran a\% tnrshlp and
mentoring functionditems pad =’ er r\ \ -'». = two methods as

demonstrated in Tablg3.1. |

A 3Ll Y
ltem analyses of personality fil questionnaifes (nS60)

" e

Table 3.1

F

ltem Groups No.of .. .t \ 7 p -value -
‘ MS : from to «
5 g Mentorship quality 5 e DEO"**  _001*** 903
& Mentor 5F A learning 2] 10.39 —:.'BIH 919
Smns—‘ | A 000" 706
Exposure m : .0oo* 792
Coaching 3 4415 8646 000 001" 676
€ Protection o 3 5197 @300 .000** 000 .591
: RREINUN NI
= © 819
T Acoslance 3 £5153 6116 42000  001***
FARNT ?m as,tm?m 30 §J
00
Social relation 11.41  .000***  .000***
Parental role 3 5243 1095 .000*** .000"* .724

Every single item had CITC value above crilical r (58, .05, 1-lailed) =.214.
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The third instrument, Myers-Briggs type indicator (MBTI) of 60 pilot
questionnaires showed a controversial resull. As suggesling in user manual, MBTI

used itermn response theory (IRT) by which an ilem whose, either one or two, answers

with prediction ratio (PR) above .62 lo belingluded in the balleries. (Harvey & Hammer,

S

: of 93 MBTI items would not have

conducted to ensure the quality6f qugstionnaire items. The resull showed that 29 out
of 93 items did nol ai . the

Cronbach's 0L of 93 and 84 ites differedmer 2y in the: wo percentage points
N
sd CITC test from pilot study

as illustrated in Table 3.2.

Table 3.2

F iy
Comparison of full 93 MBTI and 64 itemsthal had

@Fﬁ* |
s 70

Extraversion - intruvaEn

Sensing — Intuition

MBTI items 54 Cronbach's

“ ='
J:"' o

18 m 864
s g 10| AN UVSNENN T
VeI etk taX~Y]

thﬂ‘e was no logical expectation as how one-third of questionnaires would have passed

Thinking -

CITC criteria as number of sample increases.
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It was convinced to use full 93 MBTI items in main study because of four

reasons. The details of which were as followed:

2. The permission agreement excluded any modificalion of MBTI.

3. MBTI form M was weighled by a stan mu@,zm adulls in

random US nalional samplesMere thar lwo million MBTI guestionnaires were

the same. By

asking more questions thar

4. Cronbach’s Os ofihe two sets'of questionnaire v 1,\
e delete poor items at final

analysis if it deemed necess ‘ \ ‘ her hand,
rendered data useless if evidenge: n xcluded items were indeed

valid.

By thus,

allowed inclusion of €

qguestionnaire. m

AUt INERI NN

Three hundred and sixty-eight qugsi';unnaires wgregﬁn’butin to designa
|E}|

| : ated
S g e s o |
returﬁed which accounts for 91% response ratle. Among 334 questionnaires using for

analysis in this thesis, 156 pairs of mentor-protége were identified.

Descriptive statistic of variables was displayed in Table 3.3.
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Table 33
Descripive staistic of varibles
SE Sta. Coall. of
m Mean Mean Devation Vanable Range  Mewrum Masemum Skewnsss Mufcss
21 55 089 1
Age 1. %04 | fanal Jog 21 55 0B 18
7 50 704 8%
30 043 -1.20
Month n
0 Das 1
Mertorship
W0 042 %
21 -0.34 -0.47
wBn el N 026 046
21 047 045
g % 038 oM
2 omBnSN % 036 008
,§ 22 037 0w
% a0 \ 24 050 029
2 v rF Mentor M6 ':‘r_; 8 ', 44 . 24 059 007
E 2 EA ) e 40 2 06 0
Tolal 33 B — h? : 2 074 008
BTt P Mentor 167 D 3,13 4 : : 22 083 013
Potege 167 645 072 . 921 ias 22 061 0%
Average . Jolal 4! 0BS5S 270
433 085 174
g i 461  DBD 180
% Average ol 3 m 467 019 004
Eé Rote Model il or 167 318 004 057 018 333 w417 450 007 oM
8 Funclions P 7 316 005 117 467 024 024
: 081 3%
%&?WW?WMTW e
Hiflcions  Protege 167 053 015 489 4.159 169
Total 337 38 _u_15-ﬁaa_u 120 28
Q | 3&” i] ﬁ 015 ‘3. ' a nge
QE ot *3 an
2 Average  Total 337 017 400 100 077 B
g‘ Menlonng  Menior 167 350 005 060 017 360 140 500 081 0@
v leanng  Polege 167 3% 005 064 016 400 100 500 102 25

(@) Exkaversion - Introversion scofe, (b) Sensing - Intulion score, { ¢} Thinking - Feslng score, {d) Judging - Percening 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 prutégés (54%) and 76 female proléges (46%).

By average, re rvey v 13 51), 5 (6.42),
T(5.75), and J (8.05). Alifour lypes had nega skewness 5uppﬂrled that
‘ 3.3, extraversion-

introversion was partigtlarlyStandoul al being widely spread along E-I

continuum (CV = 2.59, kiirtosis = I ree v 1, kurtosis =-.2)
Comparing type of r dIST. were
predominate personality i\ ‘* " . : ‘managers in US. Finding in
this section confirmed at BTI was. l . cu u‘re“'-‘ this aspect, which STJ

#

(both E and 1) personality lypes were fio: =. One cautionary note, there

were respondents who were g’ draversion, introversion, sensing,

thinking, and ;upm Posse cull to
communicate o son at opp d group
counseling to add ﬂml y of |

Mentors cnns}s_lemty reporled higher mentoring functions in three mentoring

function oi oring as
their dut ﬁﬁ prgeﬁ "is reported

more suc&s in both quality and Tﬁ-ar?ng success scale than mentors did. ThIE could

WWWW‘?WWW TENa Y

Iten 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 B8 | PR A | PR 8 | PR A | PR 8 | PR
1 |oss *| 1 079 325 | 084 | 32N | 048 63N | 0.34 635 | 080 *
2P | 058 2) | 090 3w | o 088 *| |64F |0 64T | 096 °
35 | 083 *| 3N |0so . : *| |ese |02 | ess 097
4 |080 *| 4 |o083 X . 661 | 0.57 66E | 089 *
sN | 060 55 | 0.83 . 088 *| 67 |0aa
6F | 048 67 | o082 a2 | 37 | 680 | 088 | 68P | 0.43
P o049 | 7 [095 - | sar 697 | 084 - | 69F | 036
g€ (072 *| @ . 0.35 04 | | 70p | 023
9) |088 *| 9P 408 Ao | . N Y il 71 |oss -
104 | 088 [ 10P | 052 17 | 06 * ' . m;:;?}— 055 | 72€ | 083
1P | 028 1 058 | W‘G *| 7N | 027
120 |oss | 12€ |0, gl [ 00s | "‘M¥.33 745 | 088 *
135 | 090 * | 13N ! u;sjf:“-:*;' | 083 sl 033 757 |03 -
14 | 088 * | 141 | 0.50 sﬁ‘wl 0% * 0.36 76) | 080 -
15N | 0.34 158 | 0. 467 1,028 £F 7€ |04 *| 701 | 045
16F | 062 * | 167 | 081 ‘ oﬁzﬁgan 4 781 | 084 | 78F | 020
17p 020 | 174 | 097 W“ | [7on |04z [ 79s [082 -
181 | 0.7 ) fogr - | 4P {05 0.34 st | 091 -
19€ | 069 * (045 | 505 | 081 - & _f! B1F | 0.49
200 | 088 * 050 | 98 * | 82N | 033
21P | 0.21 BN ﬁ:ﬂ 83s | 092 -
221 o5 -+ 091 *|saN |03 84F 049 84T | 089 °
2% | 075 072 *|sffoeo * | fesT |082 *|8sF o078
24N | 0 082 0.29
25p u.!zm 0. N o 7s | 091 *
261 | 065 * | 26E | 077 577 [0gd | s7F | 077 88T
| 0.43

601 | 0.60 60 089 *| | o1F | 0.6 91T | 084 *
30F |04 | 307 | 092 615 | 083 * | 6IN | 033 927 | 087 * | 92F | 043
3T |09+ | 31F | 052 626 | 082 * | 621 | 039 035 | 094 * | 93N | 040
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Using high-low groups | - test and corrected total-item correlation (CITC) in
final sample of 334 ,only four out of 93 MBTI items did not meel the critical r (300, .05,

1-tailed) =.095. They were MBTI number 46, 68, 76, and 90. Cronbach's (s of 334

the same at the earlier analyses.of 255,318, and final 334 samples. That meant the

sample sizes thal were apprepfiategfor conduating item analysis - one for IRT and one

-\ live success in

o (mentorship)

learning. Cronbach's G ity = .906, and
mentorship learning = 899, The resulls of individual item were displayed in

_*Jﬂ r ; . 1
Appendix D2 .t’.f?f:n :

Eleven-factors mentoring funct " anlor role instrument had been tested
by the same method. Resulls were shown in Appendix INgs were
Crunbach's {is: |:"|} "".' lr_ﬂ:_-_bL-_l:JE 1"‘]11"'“:“5“&1".!“.‘-7 A

_ {i Y
(4) protection = .665,15) che odel = 816,

L . _ .
(7) acceptant:e-and-c ation = .696, (8) counseling = 630, (9) L!- dship = .674,

(10) social relation = .886, mﬂ parental role = .

ﬂﬂﬂ%ﬂﬂ%ﬁﬂﬂﬂﬂﬁ
”ﬁ“ﬁmﬁﬂj UMD

(EFA} of 33-items mentor role instrument was conducled 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 correlaled with r > .50. (Table 3.5

and Appendix E1) Kram (1985) had used qualitative interview research to arrive at

according to establishedthi

Then, CFA

1.1. The correlation matfix of meptonng lions was displayed in Table 3.5. The

ure review in Figure

resull of CFA was exhibi igure 3, 2 brief 21 print out was displayed in
Appendix E1. Factopleads :  --‘ ns into three constructs were
quite vary. The loweslt ‘.‘,. Da 'Q’"" as s cial 2lationship w\ 34] The highest
was counseling. (b =.91) ‘l 4 1 by Ragins and McFarlin
(1990), namely social relati ole, did ,\ fil al all with psychosocial
. e model function, (b= .58)
Social relation referred as havint ‘:‘E- ' S oul '. king hours. It could fit both

J:?I‘ o

career funclion and role model equally we er function was highly inter-

correlated with ;-‘—,r" n ior in workplace

helped employ wor Inc ﬂ yoperation,
(Ragins, 1997) wh

ﬁn turn ir _ shuﬂ
lanation was lhat personal relationships made them “in-group”

BGVER) d e
ARIAINTAUMINGIAY

belong lo career

function. Another
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Table 3.5
Correlation malrix of mentaring funclions

Standard Parental
Sponsor  Exposur rale Acceplan  Counselin  Friendshi
Mearn Dewialion score & score score ce score g score D score
Sponsor score 7.31 225 (.7118)
Exposure score 10.57 204 0.40 ** (.751)
Coach score nat et odoe om (s 4 &QEC ,
Protect score 041 195 048 051" 082 Y68 vl oid
Challenge score 11.13 213 0.37 ** 083 * 0.64 * 052771854
Socialrelationscore 759 261 043 028 é.-‘ ﬂ ‘
Role model score 1143 195 Q24+ 053" : 816!
Parental role score 750 255 052" 047" W0de - (828)
Acceptance score 1049 171 020" Q44" 024 - mu.ae “ 027 (69)
Counseling score M20 171 03 088 0TI 0S4 080, 03¢ 08" 051 051" (.630)
Friendship score n3% 18 o0~ osifa) Ks LET " 043 049 072 (674)

* Correlation is significant at the 0.05 level (2-talled).

e RN I NN A

01


nkam
Typewritten Text
107
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Chi-Square=48.18,
Figure 3.1 Confirmatc Az

WR=027, RMSEA=035

MNote: Lisrel's path diagram o construct. Only

\\ \ ion o error 1erms were

cross- construct correlalig hisouss
displayed in Lisrel pathiiagrams. S } of it \ o displayed in Appendix E.

g
[*

These in-groupers leam and were more likely to achieve more
output (Scandura, 1998; Sgandura ,"_ 0 an solitary employee would

normally do. Thus, social relatm r funclion (b = .34) rather than role

model. Being substantially ¢ onstrucls of mentoring

functions should well -E.r.l'll" :fld;llvxnuli-iimiill earity, (Wiratchai i’ L ?} Result

suggested that a& rental manner lo

I'l

avoid sexual role conflict. This findir g supported Ragins' Eﬂﬂ?] nale of adding

these two funclions lo T:ldress cross-gender {ssues in mentoring relationships. Social

L?l‘;"ﬂ“llﬁ’iiﬁﬂﬂﬂﬁ b hIN (4 e

parental ro with sponsor. (r= .29) qu was in accnrdaIEe. with human mstm“at

DTSSR AN 82

mentoring quality and learning was in Table 3.6. The result confirmed Allen and Eby's

(2003) research as depicted in Figure 3.2,
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Table 3.6

Comelation matrix of menlorship quality and menlorship learning

Standard Meniorshi Mentorshi Mentarshi : . M@mhi Mentorshi  Mentorshi  Mentorshi  Mentorshi
Mean pQuality 1 pQuality2 pQuall

Mentorship Quality 1 3@ om (.788) "N
Mentorship Quality 2 3% omn 078 (776)

Mentorship Quality 3 383 074 057 0.57 =
Mentorship Quality4 390 069 074" 070"
Mentorship Quality 5 393 085 0.61 " 062 *

Mentorship Learning 1 381 072 051 ™ 0.52 "

Menorship Leaming2 375 078 045" 046 T " (T764)

Mentorship Learning3 374 077 047" 05 . i s+ 061 (764)

MenloshipLeamingd 375 070 082" 053" ) 05 Jﬂsr" 058" 081"  (748)
Mentorship Leaming5 379 087 043" o o Qur S04t 08 074" 063" 082" (770)

* Correlaton s signifcanta the 0.05 levellodaiee ) @ VI I ¥T & YV 1114

** Correlation is significant at the

e AN 20NN A

601
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. RMSEA=.037

\\ i mentorship

Descriptions of e \\\\,\ to Figure 1.22.

Path diagram, syntax, and goodne f ?\?\‘\ E2. Faclor
\

Chi-Square=3468, dfF
Figure 3.2 Confi

loadings of both construc s era t 2arning 5 (b= .70) to
learning 4. (b = .91) Average meanst ke ity (3.83) were higher than

mentorship learning items (3.77) but tanda méntnrship learning were
higher according !u Table 3.3 znlorship leaning (.17) was
greater than mentarsk '

mentorship quality. "Eﬁ \

According Inmen and Eby (2003), mentorship quality relam wilh
psychosocial function. Mﬁ'l“‘lip learning related with career related functions. This

e L L g Yy 1

higher than céreer related (3.23) and role mndei (3.17) scores. (Table 3.3) There was

AU R BB GIC kil

muﬂcolhneaﬂw if they planned to use this instrument. (Wiratchai, 2007)
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Causal Relationships

Purpose of Study Number Two

&3

Table 3.7

Multi-group corre

MENTOR'S

M_MBTI E-I

M_MBTI 5-N
M_MBTI T-F
M_MBTI J-P

(.820)

0.36 ** (.834)

PROTEGE'S | = = . == '

P_MBTI E-I
P_MBTI S-N 811 -0.07 {531)

| EI“’J MY N3

* Correlation is significant at the 0.05 Iwﬁz-talled]

0 Y b AR ) 1) )

qlgure in parenthesises along diagonal are Cronbach's (L 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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function and success in menlorship were not caused by variance in personality profile
itself. Unified personality profile between comparing subjecits reduced spunous

varniance of every models in the research. Brief Lisrel's printout was summarized in

Appendix E3.

Chi-Square=9 .43, df 192, RMSEA=.000

Group Goodne f Fit: Contribution & ni-Square=4.59,

As Percentage=46.17, RMSR=.056, SR ‘l = 060, GFI=.99
e

Figure 3.3 Multi-group Lisrel compar g me| 16-protége’s personality profiles

PUTPQSE of -:anf-h.f-r-l;w-f- ' ‘
To test wﬂar here w ento ng@cﬁﬂns between
mentoring phases. In u-rder of ease reference, Figure 2.2 was repeated here.

L NN

B sBl ) ne

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 eslablished by conducting a series of
MANOVA at different months in mentorship between two lo twelve months. Resull was

shown in Table 3.8.

Tabn'e 38
Significances of MAN ‘ g f unths in mentorship
"""""--b
5 0 M fa E\"i‘i i‘x sses (months in mentor)
/)0 DO N N
Initiation 38 #7154 90 112 391 14 53 164 169 193
phase
Cultivation 315 2064 259° 285 292 A a4 185 76 170 165 141
phase )
Indicators it months in mentorship
Pillai's 339 293 .283 .353
trace
Wilks' 293 283 353
lambda
Hotelling's . 293 .283 .353
lrace

y's A58 ﬂQB‘I- 000 009 .073 121&,351 468 339 293 283 .353

“WHUH?ﬂHW§WﬂWﬂ§

2 m’miﬁﬁ prabibimisbiniwk )

ase 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



114

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 3.3

MANOVA results of mentoring functions

Phase of mentoring

Mumber of respondents
Averge Career Score

Average Role Model Scor
Average Psychosocial Scorg
Pillai's trace \ 0:D35 3548 0.009 **
Wilks' lambda s 9 0,965 3.948 0009
Hotelling's trace ‘ .036 3.948 0.009 ™

Roy's largest root Y 7 ).036 3948 0.008 ™

(a) Initaiation Phas
AT

Table 3.9 showed tha reported higher mentoring functions

than cultivation phase sxgnlf cantly by all mentoring functions., This contradicted lo

WL AL KK LIV LM

expianatmmo this contradiction was ttﬁt employees under four months were sull in

’iiimﬁ MBIy M BRI

utegés that mentoring existed to guide them through probation period. Once they
received permanent employee stalus, 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 o es d effect relationships whereby
success of mentorship.

A correlation matrix of main modelwas next M0 Since this thesis studied the
effect of similanty of persan I imilarity was in focus
rather than difference. e was difference in

personalily, Hencé. slati

cal pegative regression coeffic us&d by difference of
personalilies confeffed lo gosilive eofrglation fog it \\\- pnalities.

The resull was dépicled in Figure 3.4 established both
direct and indirect efl ersanality lo success

of 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
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Cormelation malrix of main mode!
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M-
M-P MBTI & M-P M_Meanior P _Aole P Peycho  P_Menior  P_Mentor
Standard MBTIE- N MBTIT.E  MBTILP M Caieer Model | o shp  P.Career  Model  socal ship ship
Mean Devialon Absoite  Absoliie  Absoliie  Absolute ’/11 (Seow . “Qualty Leamng  Score Scome Scare  Quaty  Leamng
M-PMBTIE- Absolute 1118 803 (B834) ;
MPMBETISNADsole  B17 610 002 (681
M-PMBTIT-F Absolte 1032 B1E8 008 005 ( 820)
M:P MBTI J-F Absohte o64 T47 -0.02 Q17" 03r
M_Career Score 5860 82 015 012 .08
M_AoleModelScore 1808 344 006 006 000
M Psycrosocal Score 3358 407 -005 003 003
M_Mentorship Quaity 1935 281 013 003 0.1 ;
M Mentorship Leaming 1799 298 018 005 -0.06 056 (899
P_Career Score 5756 1032 016 013 013 Wk, ) 007
P RoieModelScore 1883 423 018 000 O | ] o 076"
P Psychosocial Score 3254 481 002 003 012 Mm 0.4 R AR
P_Mentorship Quality 1944 313 Q11 00 014 0.00 005 0.05 DES™ 053 073 (908)
P Menorshipleamng 1972 3z 0N 0.00 064 0S54 0BT 07T (B99)

* Correlation is signifcant at the 0.05 lavel (2-tailed).

** Corelation is significant at the 0.01 level (2-talled). U

wm——— TR S0 UM TN A

911
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Surprisingly, personality difference (less similarity) did not had negative
direcl effect on success in menlorship on both mentor’'s and protegé’s path. Instead,

mentoring functions fully mediated all difference’s (less similar) negative regression

the more mentoring functions vided and seCaived. (mentor's b = -39,

protégé’s b = -.59) Thewefiect _ ‘. toringf io was highly translated lo mentoring
169 ‘ ach other's success
of mentorship through litude, which could

be omitted to keep arence (less

similarity) of personality ed in Table 3.11.
Table 3.11 ‘ ‘

Effect of personality différeng

Protege
Direct effect A2
Indirect effect (-39 x .59) (-59x .87) .52

Total effect -.40
-
A mainJgmned ,.ﬁl mentor's palh,
it was obvious that personality difference (less sim ) had no direct relationship at

all with success of menln;shlp (b= .00) Personality difference (less similarity)

?i“l.‘lﬁfﬁmmﬁ ST

b=-23 c e solely from indirect effe&i path where for menturmg functions act as a full

W']Mﬂﬁﬁ“ﬂﬂﬂwmaﬂ

The cause and effeclt path on protégé’s side was quite difficult to explain.
The direct positive relationship between difference (less similarity) of personality with

protége'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, correlalions between protége's mentoring funclions and prolége’s successes in

mentorship were outstanding high (r= 53 to .73) whareby mentor's sides were lower.

(r=.3010.52) Moreover. negative correlali . \ 0 difference in personalities and

mentoring functions of protéege were - to -.19) than
mentor's. (r= .00 lo-.15) Multiplyi -_' ‘ [ : irect effect path of

protégé was much higher than'Mentor's path. At the same time, eofrelations between

' ./;l direct pal the model
was b =.00, direc! effect of pelegawasiinevitably turned to posilive value because

personality differences and protége’s . -14) were not

much difierent from menlor

protégé’s direct effect had 1o d  i Jdirect ef ; 1in order to achieve total effect

as per empirical dala.

Additional analysi d in the next

chapter. The cause of positivé ass iafion, i itiwas # ; atio \ L &ll, could not be

E ore

answered by quantilalive researg

H g

appropriate way lo find the causalion.

\

Lisrel model showed that protéges.ir }‘ b = -52) was higher than

mentor's. (b = -.23) Even discounling by wf ; effect, | 2's tolal effect
(b = -.40) was slill large Nome:
pointed thal protége In mentorship

largely (b = .87) than mentor who gave the : b uély ﬁmnstratad

——") uﬂ T TS
qma\mmwﬁwmé’ 1



19

Competing Model

Prior 1o execution of competing model, a condition by which alternative

s N

malive)
Figure 2.4 MANOVAGD testiwhéinér seli-repa ‘\\ lated with MBTI

measurement correlated with MBTI had la b

2.4 was repeated here for ease -A\:Q\ x

llelE‘.‘d A conceptual model of Figure

hove vector of means.

N ,
MANOVA analysis failed eslaﬁla f".” ] é\ -

's r = .219. These correlalions were

,\'m . measurement were

E-I's r= 630, S-N's r =.214

-F's ks
#

moderate to low and did nol sa j.u-:i‘..u‘ 7__'uif_ e f =.60to .80 as being good

correlated. (Wiratchai, 2007) A &ﬂ;ii.g.u o Lisre : ed to eslablish goodness of fit
for model using d Ei"" uare of n theusand was left

- -
from the analysis. =this huge diffe esulled frc I-:t"r: npare two lotally

difference scale, even though rminl. Additional

l3~s.au:i in next chapter.

. Mmmmﬁmmmr;:m

perform it analysis was a power of Igiti;-.-matn.ure measu‘rﬂent lo discriminate &%hlgh

Table 3.12.

explanation was dise
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Table 3.12

Ability of alternative measurement items lo discriminate high and low group of MBTI

Alternative Likert- Personality

is using high group and low group n =334

MBTI personality preference | | mt ir ; 18 Low group of MBTI
preferences guestions factors Wh M s ) n M SD ! o
IE12 MBTI#12(B) | Extave 378 | sad™11 | 277| s871| sess | .000

NS5 MBTI#5 (B)

El4  MBTI#4 (B) ; '--7"'- 37 | BB hefuibiife3. 814 | -10.267 | .000"
‘ | 673 | 206 |o0.419

NS24 MBTI# 24 (A)

779 | -3.669 | .000***

FT16 MBTI# 16 (B)

667 | 8.830 | .000""

FT06 MBTI#6 (A)

B09 | 6495 | .000"

PJOT MBTI&T (B)

.668 | 7.786 | .00O0"**

PJD2 MBTI#2 (A)

.891 | -5.209 | .00O*

Self reported E-1

1.280 | 12.576 | .000***

Selfl reported S-N Score

841 | 3407 | 001

Self reported T-F Score

885 | 10.689 | .000***

Self reported J-P Score |/

g2 1111 3.224 | 001

The items of introversie - nd perceiving had negative
{ - values because they were Wﬁm ns of the respective high-low groups.
The result shnm(eg}latm:“ item jnificance. Otherwise,

the allernative \ ‘F

very significantly aﬂ el of no more g ﬁn sensing coupled
with intuition factor,S-N factor was significant at p = .001. Competing model used
couple of lt;msas md#:ﬁnt variable, namelyE<l, S-N, T-F, and J-P. These four

AL L ey

group of [.'MSonahty preference al 5|gmhcant level of no more than p = .001.

AR IRIRI BRI REINY

q: measure personality preferences on one condition that it must compare result with its

variabl

own scale. This finding was important because it allowed a person to measure one’s
own perceplion of personality, personality of non-exisling ideal menloring 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

conslrucl by same scale.

Purpose of Study Number Five

Before proceeding to com
alternative measurement

self and ideal menloring Gounler

nierpart
Figure 2.6 MANOVA o g8l whe i d gounterpart (6 be image of self

The result showed (i DV vas s ntat p- value = 000. (Table
3.13) It meant that perceplion/f Selfpersonaii

oy
counterpart. This finding did .

mentoring counterpart fo bi anw"',".‘ i alysis showed F value

e same as ideal mentoring

iether one wanted

significantly in all four means at p< 0C
5

Table 3.13

MANOVA resull ol perCeived s

Phase of menloring

Extraversion-Introversian,

AUEARERINGINS
q:@:fgmmnim N INY I8

* The mean dilference is significant atp <.05
** The mean difference is significant at g <.01
*** The mean difference is significant atp = 001
{a) Adjustment for mulliple comparisons:
Least Significant Difference (equivalent 1o no adjustments).
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Purpose of Sludy Number Six

The last study of this thesis was a proposal of compeling model. In order to

Menior-Protége
T - F Facior

mw)ﬂ
J - P Factor

Chi-Square=27 62, df=20,

8. RMSEA=035

Figure 3.5 Main model célcu‘ sally ‘\: ompeting model
# i
By using similar structure, ot for th of measuring of differences
T
in personality, competing < cor g .15, Result was in
following Figure 3.6, # EB. nd size of effect
as in Table 3.16. k
Psychosocial m

Functions

Chi-Square=29.02, df<21, p-value= 11349, GFI=.98, RMSR=035 SRMR=035 RMSEA=034

Figure 3.6 Competing model using allernative personality measurement
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Table 3.14
Correlation malrix of main model calculated on ingividual

Standard M-PMBTI  M-P MBIk | Role
E-l SNl o i TR _‘ _ Model  Psychoso  Mentorship  Mentorship

Mean Deviation Absolute  Absoluie ‘ 6~ Abso E;I‘. core Score  cialScore  Qually  Leaming
M-P MBT! E-l Aosolute 1119 802 100 | |
M-P MBTI S-N Absolute 87 6.09 0.02 **
M-P MBTI T-F Absolute 10.32 BT 0.08 **
M-P MBTI J-P Absoclute 9.64 7.46 -0.02 *
Career Score 58.08 933 015 -
Role Model Score 19.01 3.85 013" 1.00
Psychosocial Score 33.06 4.47 -0.08 067 ** 1.00
Mentorship Quality 19.39 297 D12+ 0.12° 0.55 ** 043 °* 063° 1.00

Mortorsip Loamig e 32 aﬂu&m ﬂ&l‘ﬂ‘ﬁ%ﬁl’&ﬂ‘i 0" 02" s 100

** Carrelation Is significant at the &)1 level (2-talled).

ordtonis m@ﬂ’]@ﬁ@%‘ﬁﬂl URIINBIAY

EZL


nkam
Typewritten Text
123


124

Table 3.15
Correlation matrix of competing model

Ideal lideal
Standard Perceived  Perceived  Percenec Role  Psychoso
E-l Moael cial Mentorship  Mentorship

Mean Deviation Absolute Function  Function Quality Leaming

Ideal Perceived E-| Absolute 119 132 1.00

lideal Perceived S-N Absolute 058 0.7 016*
Ideal Perceivea T-F Absolute 093 110 0.28 *
Ideal Perceived J-P Absolute 072 091 0.20 **

Career Function 5813 929 019"
Role Model Function 19.02 383 018 1.00
Psychosocial Function 3305 444 007 -0.08 ).02 \ 066" 1.00

Mentorship Quality 1941 298 Q4™ En 042 083" 1.00

Mentorship Learning 1884 325 Q17" AR LA

041" 0.53 * 0.6 * 1.00

* Correlation s significant almﬂl%ﬁc‘@}‘ﬂ El VI ‘j w EI ’] ﬂ ‘i

* Correlation is significant al the 0105 level (2-tailed).

ama\mm UANAINYA Y
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Table 3.16

Main mode! calculate individually compare to competing model

Main model calculated individuall

Competing model

Direct effect
Indirect effect  (-.37 x.

Total effect -.33

The resull indi pr less similarity)

played an imporlance g oni 9, uccess. In
compeling model, differgnte (or |ess similarily f pe ~ onality between ideal
and aclual mentoring Counterpart | ‘ ot \ 2) while main
model calculated individuall in Fig -‘ n ate -F direc nfn— 15.
Competing model suggested tha e ::\4:!‘_, ; really matlers more than actual
difference in personalitys The s personality was similar
1o an ideal figure, the moradlilat jndhstiatfeice success in mentorship. Similar to
main model calculate individually{t: 8), mentor functions of competing
model acted as a mediator bul 15 @ h = -.14 x ?B=-11)
Competing --w,r % o ing individually

Ie ﬁ tions from part

— P
ﬂﬂﬂ?ﬂﬂﬂiﬂﬂﬂﬂi

’QW’]MﬂﬁU UAIINYIA

r — _ F
bul to the lesser exe



CHAPTER IV

DISCUSSION

another procedure lg enled by the order of

their importance to t ult ﬁndings in

previous chapler suppar Nevertheless, there

‘ *\.
was a point that personality diife 55 simila :',rz tively dire -orrelated with

protege’s success giime his chapter.

F NANLTA Y

CN-SCII.IIFBF 17, df=65, p-value=08497, GFI=93, RMS5R=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 protégeé's personalily score
as measured by MBTI form M but in absolute value. Differences in four personality

factors composed a construct of difference in psrssnali!y. The higher the score was

linear scale of difference whereby zerc f h between two persons. The
objective of this thesis was focused on which was opposite 1o
statistical illustrations. In dis 5C JSsi 1 S ty was preferred for

was interpreled as @ positive’cogrelation nentioned the similarity. On the other
hand, plus sign of rg " o7y gnce | : -arrelation associated

with similarity.

Result in maind ggested \hal Similarily of personality enhanced
mentoring function on bolfi'side of mentorint onfigmed Allen and Eby's
(2003) similarity altraction pare ig g5 .‘ - nality increased the level of
comfort and enhanced cor oA between mento d protégé. Thus, personality
fit increased effectiveness of ms gls = ton Figure 3.4 further showed that

- ..Mss A :‘J s,
effecliveness solely dsqya;!“"; ount netions. Mentoring funclions

act as strong ;i;— tor JCcess in men entor's-regres ‘-1:-';: ,v oefficience of
mentoring function'to mentori ‘b=487) This finding
was importanl. Having these high correl any attemnpt to in@ase mentoring

functions would succsl?sl’ully translate to success of mentorship. Besides personality

A9 IN 1D IN I DA

smplsyss%lsuccsss in mentorship. Egstmg researches Buwsd that succsssf&’

PRSI NELIRE

career salisfaction, (Allen, Poteel, Russell et al., 1997; Day & Allen, 2004), self-esteem,

organization commitment, organization recognition, (Eby, Durley et al., 2006)

organizalion socialization, (Chao, 1997) intent to stay, tenure with organization, self-
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esteem, lower work slress, 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)

reviews and lo com ~ounted the success

in mentorship. Neverheles _ eifect of m e (b = - 23) and protégé’s side
(b = -.39) were slill subSta er/discounts as demor n., able 3.11. The
mechanism as how personalily filreyerse pacted SucH \ﬁ ‘ i

fully understood. Qnly exple

correlation coefficience 4" tege's mentor junctions with success of mentorship. It
then made prolege’s direg cie ositive value and
discounted the indirect effe - deri -'—"-F'; lotal effect as indicated by empirical
dala. The direct effect of persomn; 1o sue » of mentorship was not truly positive
value as illustrated in allered mai i - Figure 3.5 and subsequent analysis in this
chapter. However if there was any thance the personality | indeed discounted the

effectiveness of mentoring, - er qualilative research should be ganducted to find

at psyehosocial
mentoring funchun& correlation wil
(mentor's r = .13 and r,ll‘ptege s r=.08) This parﬂy supported Allen and Eby's (2003)

o) nmmm TMJ’"TTTT
& mmmm URTINITA

edlated indirect effects of main model.
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Table 4.1

Lisrel's interpretation of main model’s struclural equation
Paths

Regressian Standard Standardized
sfficience  Error Solution
From

(" (SE) t (B
Common Variables {Lambdan \‘ \T\\

Extraversion-Introversion th;,%. ence ___/#‘.12 2.20° 26

A _
153 18

Sensing-Intuition

Thinking-Feeling 1.59 19
Judging-Perceiving = =31 -.04
Mentor's Path (Lambda-)

Career Related A - 1.02
Role Model 705 71
Psychosocial 1027 &7
Mentoring Quality , , - 68
Mentoring Learning 4 SugBess | shipd 80 14 594 80
Mentor's Path (Gamma Ma -

Personality Difference “Mentor NG £ - : 2 301 -39

Fersonality Difference  Su
Mentor's Path (Beta Matrix)

14 0.03 .00

Mentoring Functions  Success in Mentorship. = . : 4.13** 61
8 B A
Protégé’s Path (Lambe ;

Career Relateds =__Mentaring Functions._95 = 95
Role Model " Mentori "‘J 55 79
Psychosocial m Mentoring oﬂ 14.25" .90
Mentoring Quality Success in Mentorship 87 - - 87
Mentoring Learning ¢ Suecess in Mentorship ¢ s 07 1219 87
w&tumm zmmmnﬁ

Persona -.59
Pefsonal ifference Successin ME?IGI’S"IIP A A 0.70 A2

R ets Mx]

q *Correlation is significant at lhe 0 0 Ievel Z-Ialled]
**Correlation is significant at the 0.01 level (2-tailed).
*** Correlation is significant at the 0.001 level (2-tailed).



Direcl effects, indirect effect, and tolal effect were illustraled in Table 4.2,

Table 4.2

Analysis of effect paths in main mode/

130

Paths Difegt 4 indirect  Total  Coe  Factor
N\ Bt Effect  iaion  Score

SIS Ia b (SE) Regression
Mentor's Path (KSl on ETA) ~
Personality Difference  Mentoring 13 -39
Personality Difference  Su -23
Mentor's Path (ETA on ETA
Mentoring Functions 60
Mentor's Path (ETA on Y
Career Related a7
Role Model -.24
Psychosocial A3
Mentaring Quality 29
Mentoring Learning .52
Mentor's Path (KSI on 'Y
Personality Difference [.13) -23
Personality Difference (.10) .06
Personality Difference : ‘ ; -12
Personality Difference Mentoring Quality =r—— -16(.10) 04
Personality Difference ; -19(.12) 01
Protégé’s Path (KSI
Personality Difference. Mentorh
Personality Differe t* ‘ ent .,, 4D
Protégé's Path (ETA on ETA
Mentoring Functions @ms in Mentorship .87 (.14 87 @} .80
Protégé’s Path (ETA on Y
Career Related 61
““‘“”"“‘"ﬂu:ﬂ: :iftﬂﬂ‘iWEt‘tﬂ‘i
Psychosocia 0 .44

Manluﬂng Qua Success in Mentorship ‘,

Role Model -47 (.14)
Personality Difference Psychosocial -.54 (.16)
Personality Difference  Mentoring Quality -35(.15)

Personality Difference Mentoring Learning -35(.15)

(LR AR Rkl Ll

-01
27
A3
.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 parfl was b = +.12 but having a ! - value of only

0.70. This was not significant at all. 4 : ct effect from difference in
personality (or less similarity). -cess in men }b =.00 with a t - value of

i mis from Lisrel report of
ect ) ‘samesrelationship was b = -.37,
SE = .17, and t - valug.eff2 4 7a | & 3t the same tim -' cleffect was b = -.28,

SE = .12, and t - value g2 35% . hould }“

b=-15 (SE=1

rect eff "1« 1n negalive sign of
N -\"i. 1) a

= .05, t - value of

a

N

'ﬂ, posilive value.

ol v
The compeling made igure 3.6 illustrated the same evidence by having

-1.15 supported tha

Ca

lotal effect of b = -.43, SE~ IF. 2 d't— va r', > _ While at the same time,
ALl _
indirect effect was b = -.28/8F = .42 /and { - valueiof -2.35%. This should leave direct

g g - =
effect of b = -.22 significantly. (8 *-‘ :’f‘-‘i-d".i e above discussions should

clarify that direct effect from

positively cﬂrred%w_‘ h s
= -

phenomenon hap in main mode!

; .
Besides &tical explanalions,
phenomenon. The su@ﬂn this research spaw the names of both mentors and
protégés.in t iannaires: i? itﬁ: ) led fo
resnnnﬁ“ﬂlﬁﬁﬂn dins Iﬂﬁpﬂmﬁth
“confidential” emblem. However, fur-ﬁeptical respondenis, confidentiality isste/might

PR AT A b i

queslinnﬂalres as anonymous. There had a chance that responses might

ess similarity) might not

ed only how this

research design itself r'mm contribute to this

favor of self-image enhancement. Then, it was suggested thal future research should

look into the maltler of anonymily in ils design to prevent bias in the responses.
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Competing Mode

{.'IE‘EI RMSEA=035
c' eting model

[ Difference in |
ideal - Percaived
E - | Factor
[ Difference in Individual
Ideal - Perceived Mentorship
S - N Factor Chuakly
[ Differenca in | ; Individual
Ideal - Perceived Mentorship
T - F Factor Leaming
/] P
"l i

Dite CE
Ideal - Percaived
J - P Facior

|
Chi-Square=29.02, Qm p-value=11349, GFl= 98, RMSR=035, mﬂm& RMSEA= 034
Figure 3.6 rmp«etmg‘uﬂ using alternative pérsonality measurement

N B R e

perceptmmnf ideal and existing mantunng counterparls’ personalities. The

’Wﬁmﬁﬁmﬂﬁﬁﬂﬂﬁ )

MEI‘IJEFIS personalities but they were not the same as existing perceplion 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 successiully 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

e difference in

factor loadings of ME scale. Even lhough

both scales were measu ) gs were totally
weighed to oppositeldirectionsy Thal was why MANOVA and malched pairs correlation
could never establish the similari : \

When Ragins and Mc ' n {19 entoring functions, they had
indicated that both factors belong 10 psychosoci

“a
i e

ing that period, role model had

=

not yet been identified is in following

Figure 3.1 cle 'I stablished that sociai reiationship bei caréer function and

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 ‘ ... eptance-and-confirmation

Exposure-and-visibility

fCotinssiing
Coaching
Protection .
Challenging assignme S,
Social relationship

Figure 4.1 Propose ree

Menloring lesues

;‘,& =¥ 2

and Eby’s (2003) relationship
(mentorship) quality (Crofbac : an elatio ntorship) learning.
(Cronbach's a = .899) Internal consis were even i‘? er than originally

developed in 2003. This thesis ‘Gonlirmed that cross-gectional subjective success of

|

mentorship could be used in lied objec! ‘} 1 2255 in studying of mentoring

in workplace.

- , i . H
e A mf-‘t '
This thesis.Gon d Eultivation phase of

mentoring that difference phases of mentoring provided different levels of mentoring

functions. Phase chanjﬂﬁur this particular subject group was four months as

indicate Tﬁﬂ%ﬂﬂﬂn@sm:‘iﬁ: hase and
cultivationphase recélved differe tofing furictions in 4l perspectives Significantly.
This earlier phase changing did not ha‘e any support whéther it was more effeélive
P oy | £
qstead. it correlated with legal probation periuﬁ. Protégés were more active lo
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 difference phase

Hypo Error
- hesis df dl Sig.

Multivanate Tesls Value

MenPhase Pillai's Trace

4 Months Wilks' Lambda
Holelling's Trace 36
Roy's Larges! Roote. g3

330 009
330 .009
.009

.009

Dependent _
Source Variables

Mentoring Career Relateg a0 .004*
Function Role Model o 83 001"
Psychosocia ‘ ¥ : ‘ ‘_‘*"\._ 3.8 048°
Error Career Relaled 86 L a3 AY TR
Role Model
Psychosoci
Total Career Related

Role Model
Psychosocia

1) Box's M = 11,263, df = (6,28 p =085
2) Levene's Test: Career Related F= 3. ~ 04 “"i =.571, p = .450;
Psychnsucnal F 2(}41 p = A5 332 “

"*Correlation is SIQmIbcanl al tha ﬂ
*** Correlation is significant at the 0

e — "“l
Mentors -‘?'-. ‘ "" entoring
functions depended on '!Iu gé's effort. Some protége realized the ts of

mentoring and continued thﬁ.pursumg of mentoring but some just faded away. This

- ummwmmm

mentoring palrs er twelve months were lrm‘r at their own acﬂd which were refe

RIS BITNEINY
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Item Analysis Issues

Literalure reviews had indicated that MBTI was continuous data rather than

categorical one. (Arnau el al., 2003 giter was studied as trait personality

approach as demonstraled in this rsonality approach,
unfortunately, would omitvaluz this 93-items questionnaire.

vin ils commercial application.

According lo ils package d ’  \ i\j\:}‘\w used by self-
ini ickly calculated by adding and subilrz g
248 3N \"\ o

However, MBTI emplny —

administered and be qu g. No statistical
procedure was requin ality type (i.e.
I15TJ) out of pre-define, . MBTI received
popularity among tfainingfandldeveloy L actitioners he other hand, ils lack of
information made itse . ‘
Being a queslio it was more difficult to
establish reliability than org “ - As experienced from pilot
test of this thesis, MBTI require m- 01 lonnaires to establish reliability by
using ilem response thec pilot questionnaire if

researcher plani __,,.:.J-l > correcled ilem-lotal eonsisieney 1. This thesis found

ms . ‘ |
J

ﬂummmwmm
ammnimwnwmaﬂ

the numbers for



CHAPTER V

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

organization. During the pastiwedecades, ge number of organizations in the US

Mentoring offer

menloring as an emeiging subjac ' .. Near ~' ne ng literalures

available today had just Been published after the turh of millennium. Knowledge body
‘ J -..' i ‘:: g J ?-'- -

of mentoring had been accumulating. 1S did hinding of this thesis, it empirically

[ L e b . :
confirmed thal personalil silively contribule cess of mentership by means

of mentoring functions. The effect fram sii ilarity of p rsonality was loo important to
ignore since ils rH ils} iccess ip was over the bela
of .30. |

This thesigd empirica entoring cm@is of eleven

functions, which could?e calegorized into three ﬂ'lstructs career related, role model,

Ziiiﬁﬂﬁ?ﬂﬂﬂﬂ‘m W1

dealing wuh mentoring functions. Thtﬂhesrs also found E! perception of pewl:ty

of mentorship. By coming up with a good Lisrel model, this thesis supported a cross-
seclional research design by using subjeclive success of menlorship. 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

seclional research design helped shorten the period of long and enduring process of

Above summary Section had concl fmenlnnng functions,

objective career success measuring.

path and effects of various Jaetor: " congtructs in n ' loring. With confidence,
research in this thesis canfirmedils propo hal p "'"“ a fitindeed influenced
the success of men‘tnrs‘ ipr O aresling 2 influence of
personality’s similafity indigecCtiyingreased eflecliveness cessin mentorship
Ihrough level of mentgfing funclons ‘ . might need further
qualitative research to clarify ifs rele ship that happened in this thesis. The

proposed compelingiodel, which employed pérception of pers Iisy instead of

personality measurement, gaye si sull as nain model but with less magnitude of
regression coefficiences. This thest grouping of Ragins and McFarlin's
(1990) eleven mentoring functior Sin o lhree as per Figure 4.1. Social

relationship belonged lo careerfelz ole belonged to role model

group. This the |5 BON

1) Allen & -re‘ 5l
2) Allen Eby s ﬁndln-g that psychosocial function re ate

lmenlurshlﬂ

o mmm:mﬂﬁ;::?

by several authoritative reﬁarchers in mentaring fields,

W E ae

6) formal mentoring could be implemented effectively by intervention at

mentoring funclions.
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However, this research did not comply with following presumptions:

1) Kram's (1985) cultivation phase as having higher level of mentoring

functions than inihation phase,
2) Kram's notion that menior wal 1 protégé ta'be.an image of self, and
3) MBTI could be administered a

indicator as ils'n

Cross-gende . The
organization, whereby thisifésearc| vas O icled ed and g{ lo avoid cross
gender mentoring. DesCriplwe data she hatione qu - s n Q5 was cross

—- painng and took

gender pairing. Organizglion cot

proactive measurements for \\

Mentors of current & benefits of being mentors

as high as protéges’ perception f.}f l SIF-Ben .1"'_

..r

lo increase mentors' perception of

zntions should be implemented

ble intep enlinns, such

a5 mﬂ'nﬁ‘ta'w reward _:_li?llll ance evaluation, 8 nwm;i Capprasemen ,h lﬂnglblﬂ
e — "“l

inlervenlions, such as'coas g onrmentors’

1! o mid care angers for purposive work

benefils, and counseli  also helped.

o | |
Orga i “I | rove 255.0f | ;
paﬁumancﬂl i ofime functi nﬁcﬁj
highly translam:l to success of mEI'IIDI'Sht& Organization's investments included but

a:ma SOTUIMENEIRS -

tﬁl"}f and nonmonetary rewarding system, (5) pair matching interview and

intervention, and (6) a counselor dedicated to mentoring program.
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Orgamization 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 e s after legal probation period
reported decreasing mentoring funct sigr ficantly raganization could protect its
menloring investment b wogram penodically.
Following up programs should be.extensive and eni - ullivation phase

employees report higher

mentoring fu " level than thos: wem in initiation
phase according to'Kram’ fﬂ'(

At time of writing final | andbook of
mentoring: A multipl@'perspec tive lagers “edited by Tamn ). Allen and Lillian T.
Eby, had just been availdble 10 public. O its forward page by Mark L. Savickas of

Northeastern Ohio Universil sled, “At age 21, counting from

e O _ 20
Kram's 1985 book, mentoring ré -4*& ‘JI: :": majority.” (maturity) “The
handbook signals this new s:a 1 .u Allen & Eby, 2007 p. xix) This

handbook had ¢ Slass ring, (2) student-

facully mentori hm} :’

‘ I o .
By Dclubmuu?. there would be anolher handbook ﬁumhe handbook of
mentoring at work: I??fb earch, and practﬁf,edlted by Belle Rose Ragins and

B A 1 BT ALt

on public attention. It was hoped tha!"lentunng would b&eoming an academi@ sbbject

FRAAE SRR E R

Q'IUE. practitioners would be even more effective in conducling mentoring program.
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Limitations

Just like other self-reported survey, this study also encountered common

sludy should be conducledin se arate Jopulation w o ha 'S ilar gualifications.
This sludy used the sames jonas ;  lesting. Since there was no alleration in

actual questionnaire, pilaldala was als ol i aclual calculatio his compromised

1. Organization of garti 5 sf ul 21 A Yove Iiimplemenlatinns.
2, Fulure researngh ' ‘ | ':-\-.-'- ation, occupation,
eneralized.

3. Qualitalive research was Encouraged en psychological process of
jar

personal tyr fit arified direct effect

= e anal vl A ctrrn o]
FI'EU'I LI k= L= LU L L e e .I.Il.l.l.

4. There dy using item

response theory (IRT) and correcled item-total correlati ITC).

For academic Iee&'s::.-'nn‘.:h validity and rehahlhty were important and were

mzmrﬂmmn s

re tlunsrnp of personality fit qd success of maﬂrshup

o) TRIAIDARANIRY

personality
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as appropriate, 1o others.

61 Test uscrs should evaluate the available wiitten documentationon e validity and reliability of tests for the specitic use
intended,
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validity, the user is responsible for providing evidence mnﬁh
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additional mpm{'honmi the lmng Depam'pu'l al CPP in writing regarding further permission and
fee information. : : _.r
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and without further consideration. ey i e
3 L. |
CPRINC. T S -
3 - g ftg 19 __l“
Authorz niative

Date fféf/?ﬁ -

I AGREE TOTHE ABOVE CONDITIONS:
By At O

y | Pitak Srisakolkit
Bt | s g e it ek

10 goqaa B 1007 me Mendbe Vi, TA SIS Tl S MEERT Far 84 %I EET wewcpp cam



157
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Thesis for microfilming amﬁndhﬂuﬂ copies may be distributed upon demand. This Permission
Agreement shall mrwfnaiﬁ'll:. teminate upon violation of this Permission Agreement including, but not
limited to, failure to pay the Permission Fee of $75.00 processing fee SWAIVED = TOTAL DUE $75.00 or by
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dfawnta the following stalemans:
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“The test user, m selecting of wierpretng a test, should know lie purposes of the testing and the probable consequences,
The user should know the procedures necessery 1o facilitate effectivencss and 1o reduce bins in test use. Although the test
devcloper and publisher should provide informetion en the strengths and weaknesses of the test, the uliimate
responsibility for appropriate test use lies with the test user, The user should become knowledgeable sbout the test and its
apprepriate use and also communicate this mformation, as uppropriste. 1o othors.

on the validity and relinbility of tests for the specific
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6.5 Test users should be alert (o probabl
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6.3 When 2 fest is 10 be used for o purpose |
tor velidity, the wser 13 responsible [or provading

CPP shall not be ible > ormisuse of the malerials or ser nder this permission
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Print Page 1 of |

From: Tammy Allen (PSY) (1allen@shell.cas.usf.edu)
To: pitak snisakolkit

Date: Friday. September 1, 2006 6:11:02 PM
Subject: Re: Thank vou

Dear Pitak.

Yes, please [eel free to use the items. - "u‘ied as a reference:

Allen, T. D.. Eby, L. Teud
associated with formal mentors
practice. Journal of Applied |

Good luck with your researc!
Best,

Tammy

Thank you kind re: n i AcLly 1 I ooking for.
I would like to ask y 1SSION ¢ hose 1tems 1 the yang cited you as a
reference. 1 will send : 21]-[]?.

¥kkEks

aﬁ»ﬁ?ﬁmﬁ@ﬂfm mm 18

USF Psychology homepage is http://www.cas.usf.edw/psycholo

t#*t#*#**ta#*t#t*tt*tttttt**titit**#:-nt:tttttttt#tt#w:ttt:¢;¢¢*¢¢¢*¢

hitp://us.f339.mail.yahoo.com/dc/launch? rand=ca3al 3qugnsoo 11/8/2007
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Print Page 1 of 1

From: Belle Rose Ragins (Raginsi@uwm.edu)

To: pitak srisakolkit

Date: Thursday. August 9. 2007 10:00:34 PM

Subject: Re: Permission to use Mentor Role Instrument

Dear Pitak

(social/parent) to address
explained in the attachg

Best in your researc

Belle

Dear Professor Ragins;

I, Pitak Srisakolkit, a ate student of | (Industrial and
Organizational Psychology) gkon ity. Bangkok, Thailand, am
conducting a thesis titled " of men ge personalily fit" in English.

ﬂ;:l-.lu. .

I would like to ask your kind pt'l!n;m_t tems Mentor Role Instrument as

appeared in Ragins, B.R.. and C ton. J. ;..‘- ' ntor funcnunsand outcomes: A
comparison of men and ! relationship.
Journal of A pp{l;ehf’ !

I shall send yo

Thank you and bcsggards, ﬂ

Pitak Srisakolkit

Student ID 43?32991 ¥

Dr. Belke Ro J"l : 4

= 0] ﬂmwmm
3202 N. Maryland } Home office: (414) 332-3134

Uiniversity of i Mllmutu School office: (414) 229-6823

Milwaukee, W]SHIIU&A Imnll'lx {4“]229

5 Nohlrmmuammsmh Dec. 10, 1964

“We haven't come a long way, we've come a shon way If we hadn't come a shon way, no one would be calling us baby.
" Elizabeth Janeway

http://us.f339.mail.yahoo.com/dc/launch? rand=ca3al 3qugnsoo 11/8/2007
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Sample ltems From the
Myers-Briggs Type Indicator Instrument® Form M
By Katharine C. Briggs and Isabel Briggs-Myers

to these questions.
Knowing your own preferences and learn ' thefPeople's can help you
r it enjoy, and how

// ., \Q‘\\k& ribute to sociely.

Part I: Which answe

16. Are you inclingd
A value seg

B. ug'logi

20. Do you prefer tg

A darrange dales, parlies ‘el

B. be free 10 do wha hen | \ lime comes?
Part Il: Which word in each pair appeals | v hink @about what the words
mean, nol about how they look or S0
36. A
B.
58. A
B.

Part Ill: Which answer cfmes closesl lo d&scnbina,uw you usuaﬂy feel or act?

IFT‘IJED‘ZIIH JLIMELLDLS...

EL plunge right in?

WWWMIMNWYJWHW&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. realislic
91, A devoted

B. determined
The sample items listed abo ‘ Type Indicalor® Form
M ltem Booklel, by Kalha mpynght 1998 by
Peler B Myers and

prohibiled without

You may change the fora at 2 wording may nol be

altered. You may nol presént these ilems, lo your re \\ 3! \ <ind of “mini-
assessmenl.” This permissiagn onl lo -you t a se gopyrnghled items as an
ilustrative sample of itemgfrorthis insitument. . ase ilems as

samples so thal we may maigtain conlrol oy .pf e |lern in the published

media. This avoids an entifé insttument appear jce Of in segments which may

be pieced together to form a wnr l_n;;...i.-,-" ecting the validity and reliability for
the instrument. Thank you for your cooperation. € icensing Department

o —————————— ]

v p ,;:"

MBTI, Myers-Brigas, a brademarks of the
Myers-Briggs Type-icatur Trust in the United States and oiher@ntries,

ﬂuﬁf‘mw%’w e

U

| ¢ o Q/
wwwwmmmmm.CPP,Im.M@anm.wafmnMymBﬁgm
Type Indicator’ Form-M by Katharine C. Briggs, Isabel Briggs Myers. Copyright 1998 by Peler B. Myers and
Katharine D. Myers. All rights reserved. Further reproduction is prohibited without the Publisher's written consent.

Myers-Briggs Type Indicator, MBTI, Myers-Briggs, and Introduction to type are rademarks or registered rademarks
of the Myers-Briggs type Indicator Trust in the United Stales and olher countries.”
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Dear Participants,
|, Pitak Srisakolkit - student 1D 4878299138 - a graduate student of Industrial and
Organizational Psychology of Chulalongkorn University, am conducting a thesis titled "A Study of

o .as K your own opinion.

ame appeared on guestionnaire.

Questionnaire consi

Section four is your opinion

Your name

entor Ja protege

ﬂﬂ‘ﬁm UAIINYIAY

q The Myers-Briggs Type Inventory, which is the copyright protected material, does nol
displayed here. The sample items of the questionnaire are displayed in Appendix B of this thesis.

r‘mﬂm?mmnw nh?mﬂéﬁlimmmw%m;hwm "
Mounasn Vies, CAN M lom w Lo Forrn-ll bry Eaduwing . Begos, Iratei Mynry. Conprprpht Prier B Riyars Fafustifg
Myars. AR rights mseneed. Furfhes reproducbon i prohetsted wihil B Puldsher s wallan consent. mtmstmtﬂmmnhwmmu
Ty e ade marka o regeiered ndemas of Pe Mysn-Bnggs tyoe ndcoior Trest in ihe Linded Sisiey and ol counines.”
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Section Three Please indicate your opinion toward each sentence by marking an X in an
appropriate box, for example:

Your opinion toward the sentence :: Dhsgres :;: g 72
If you strongly disagree Please mark an X in this box X ]
I vou disagree Please markian X 1 ' X
If both side equally Pl X i _ X
If you agree Please mark this X
If you strongly agree . ease mark.an X in this box i X
Your opinion ‘ VRS ~—
Your ! =7 | Disagre _ Agree Smﬁmm'm
MBTI Item 1 ; --7 :T
(M) | L H |

MBTI (M) ltem 4 (B) = : \

MBTI (M) tem 5 (B) o 2

MBTI (M) tem 24 . PRE61 4l

MBTI (M) ltem 6 (A) R = 2 ——

MBTI (M) ltem 7 (B) PR= 74" |

.5, ) P
MBTI (M) ltem 2 (A) 7B &
Your opinion ‘ -
bl . o] soms Strongly
Your ideal ter s hﬂ Agree Agiee

MBTI (M) ltem 12 (B) E PR =75

I'| mmmlﬁmls{m

MBTI (M) ltem 7 (B) PR=_71"

MBTI (M) ltem 2 [A) PR = .T6"
wsﬁmwd Garbairgl H“ﬁmné‘:ﬂlﬁﬂhﬂlﬁlﬂ “wﬁ‘ Publisher, CPP,
mnmmu“mtnwmww&uummnm”
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as OJa mentor Oa protége

Your mentoring counterpart's name

as Oa mentor Oa protege

Your opinion toward focal counterpart whose name a
Your counterpart's parsonality A
MBTI (M) ltem 12 (B) B
MBTI (M) llem 4 (B) PR=72
MEBTI (M) ltem 5 (B)
MBTI (M) Hem 24
MEBTI (M) ltem 15
MEBTI (M) ltem & (A BR = 75" -
MBTI (M) tem 7 (B) P =
METI (M) ltem 2 R& 78 -
L] -
A o]
=i T
Your opinion toward f ‘ ame.
Relationship Qi ‘ *‘! | Ous
13 The memoring relationship i e
and | was very effective .Ig siadaat¥ o
2) 1 am very satisfied with the mentoring =
relationship my protégé and | developed Z iﬂ",ﬂ*}'}

3) 1 was effectively utilized
protége

rs on this questionnaire

e reg
' | Enanily Ag Agree
.I"l.
4 ire
) agree | Stronaly
Agree

4) My protégé and |
relationship

) My protégé and | were "co-learners” in the
mentoring relationship

4) There was reciprocal learning that took place
between my protégé and |

53} My protégé shared a lot of information with me
that helped my own professional development
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Your opinion toward focal counterpart whose name appears on this guestionnaire

§4g
H
{

Mentor Deannr | Disagree

1. helps protégé attain desirable positions
2, helps protégé be more visible in the organization
3. helps proicgé learn about oiher parts of the organ gt

4. protects protégé from those who may be ou ﬁ.. Q»?.’i"ff/

e
6. serves as a role-model for protég

7. accepts protégé as a co ;
&, serves as a sounding board for pn ﬂif aderstand se :&x

5 s someone pséa cancoie Ilflll\\\b
\ AN

10, Mentor and protege freq ny"‘
11, Mentor is like a Tather/mother 1g WI

12 uses mentor influence 1o 5 ’ﬂ:

'@!@l ""

13, creates opportunitics for protégé o
14. gives protégé advice on how o atta;

i
fecd

16, provides protégé with challeng
17. is someone protégé identify with
18. sees protégé as being competent
19. guides protégé professional development -

20. provides support and ende

22. reminds protégé of one of proté

H.mmmhﬂmm' organization for protégé benef

4. brings protépé’s accomplishments to aention of important people in the ofganization

25, suggesis

26. shiclds i i _ i ; “ fl j
2. uﬁmw“ummmtg.nmmmmmus ol il
28. represents who protégé want 1o be F—N W

ﬂ“’ = ‘I‘:‘\ﬂﬁ"ﬂlllhh

3I.1;smuu:pu£g€ can trust

32 Mentor and protégé frequently have one-on-one, informal social interactions
33. treats protégé like a son/daughter
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Appendix D1
High-low Groups [ - test and CITC for MBTI: Extraversion-Introversion Faclor

MEBTI Mern analysis using high- ciTc
Extraversion - __Es High group ‘ 21
Introversion g l:n . ilems
queslions Result | ~
El4 MBTI#4 331 357 ) - 65 |.000% | . pass
ElB MBTI#8 pass
Elta MBTI# 14 pass
EN9 MBTI#19 pass
EI23 MBTI#23 pass
EI30 MBTI # 62 pass
EIZ35 MBTI#67 pass
Eld5 MBTI#77 pass
El54 MBTI # 35 pass
IE12 MBTI#12 pass
IE18 MBTI#18 pass
IE22 MBTI # 22 pass
IE26 MBTI # 26 pass
IE28 MBTI#60 |-
IE34 MBTI#66 | I-E
IE40 MBTI#72 | | .
IE47 MBTI#27 | | :
IES5 MBTI# 35

IEG2 Mgnzjdg I
IEGB M

|
IET4 MBT!%E-‘I

Underscored | is compuled based on equal variances nol assumed.

21 item is a correlation of each particular item with the rest of 20 items.

Critical r (300, .05, 1-lailed) = .095.
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MBTI Hem anatysis usng hugh-low groups cITe
Sensing - § | Highgroup | Low group 26 24
Intuition g {n=193) itlems | ilems
questions M S__ e} n=334) | (n=334) | Resull
SN3 MBTI#3 | SN | 83 3 | as7 | 161 | pass
SN13 MBTI#13 | SN | 4 a9 | g74 | | 2901 | 289 | pass
SN29 MBTI#61 | SN | 68 .16 4? | 88 192 | pass
SNA1 MBTI#73 | SN | .1 g 9 20 | 123 | pass
sNs2 mBTI#32 | sn¥l B po1 | 6205 000 290 | pass
SNGD MBTI#40 | S-N 01 | 105 2 |00 | w38 | 128 | pass
SNG7 MBTI#47 | SN 54 _" | ) 006" iiﬁﬂ .155 pass
snra memiasz | sl 1 2 '.'-_?r - 1875 | 274 | pass
SN78 MBTI#58 | S-N *'-*aa f; 9 | 1| oss no
snB2 MBTI#HE2 | SN 33 | 7| e “1"315 | 316 | pass
SNB6 MBTI#86 | S-N 2 f%: : 305 | 317 | pass
SN9O MBTI#90 | SN | 83 554_-_«'._3’53 84 03 | 100 o
sno3 mBTI#93 | SN | 707 | me | <se | saa | 382 | 375 | pass
-r -
NS5 MBTI#5 N-S | B9 APk ;vﬁ{ s .000°* | 200 199 pass
NS1s MBTI#15 | NS | 27 968 | 73 [ e91 000" 297 | pass
NS24 MBTI#24 | NS | 66 | 750 | -14 | 006 | ¢ 210 | pass
NS31 MBTI # 63 S | 14 | 996 -_,,ﬂ;g J 65 | .168 | pass
NS42 MBTI#73 | NS 74 | 74 | -2 rifea 185 | pass
NS49 MBTI # 29 87 | 494 | 37 | 935 | 4623 | 000 [ 132 | 210 | pass
NS57 MBTI # 37 000 | 257 | 232 | pass
“gooe* 9 274 pass
: o |" 284 [T277 | pass
NS75 MBTI#55 | NS | 96 | 292 | 45 | 896 | 5209 w| 201 | 20m ) pass
79 # ! k
MBTI # 83 s | “os | voos| = ; 4702 | ‘000" 1 “pass
NS87 MBTI#87 | N-S | -01 [ 1005 | -75 | 668 | 5904 | 000 | 208 | 220 | pass
Cronbach's 681 | 882
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MBTI llem analysis using Nigh-ow groups cITG
Thinking - § | Highgroup | Lo 24 22
Feeling g (n=111) L A tems | items

questions M p (n=334) | (n=334) | Result
TF37 MBTI # 69 T-F 49 | 876 748 o | 216 | 218 | pass
TF46 MBTI#78 | T-F | 35 ~43 | 1908 e | 247 | 266 | pass
TF51 MBTI# 31 ‘ 462 | pass
TF59 MBTI# 39 180 | pass

TF66 MBTI # 46 no
TF72 MBTI # 52 567 | pass
TFTT MBTI # 57 A93 pass
TF81 MBTI # 81 353 | pass
TF85 MBTI # 85 499 | pass
TFB3 MBTI # 89 340 | pass
TF92 MBTI # 92 396 | pass
FT06 MBTI # 6 258 | pass
FT16 MBTI # 16 352 | pass
FT32 MBTI# 64 305 | pass

FT43 MBTI# 75 no
FT50 MBTI# 30 431 | pass
FT58 MBTI# 38 516 | pass
FT65 MBTI# 4 436 | pass
ABB pass
F176 MBTI #66 402 | pass
. f‘%ﬁ g PAs8
Il # | | ,E‘EA pass
FT88 MBTI # 88 FT| 93 | 374 | -33 | 950 | 12258 | 000" | 496 | .345 | pass
FT91 MBTI # 91 F-T| 75 | 667 | -37 | 935 | 9808 | 000" | 421 | 238 | pass

Cronbach’s (@ 820 | 829
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High-low Groups t - test and CITC for MBTI: Judging — Perceiving Faclor

MBTI Mem analys:s using high-low orouDs cite
Judging - _E High group Low group 22
Perceiving g (n=112) [y (A=1102} ' items
questions M | sSD |1S07 N p in=339) | Resull
JPO1 MBTI# 1 JP |1 a0 o 648 670, o0 296 pass
JPO9 MBTI#9 +P | 95 | 324ep 20 | jo8s |“maaz | 000 | 365 | pass
spio memi#ie | 4P | 95.4eB6er] 33 | leo | sz |- o | 321 | pass
P20 MeTia20 | 4o | sl . i 5020 000 | 235 | pass
w27 meTiesa | spalf 93l g | asa | 7226 [ 000" {205 | pass
JP36 MBTI#68 | J-P 4 45 | L | 42 n pesl 224 | pass
JP38 MBTI#70 | J-P [ 473 2 0+ | 265 | pass
JPag MBTI#28 | JP 100 0 ri"; K 663 | pass
JPS6 MBTI#36 | JP L %: 731 [ 14661 000k | 505 | pass
! AF Al b
P63 MBTI#43 | P | 71 ma:';gg-‘ 483 | oo | 473 | pass
JP69 MBTI#49 | 4P | 1.00 | 000" | <02 | 1.008 | 1¢ 000" | 555 | pass
PJ02 MBTI # 2 Py | 89 | a8z 16 | “g92 | 000"* | 426 | pass
PJO7 MBTI#7 m‘__.g 452 | -24 | o77 | 00** | 513 | pass
PJ11 MBTI # 11 ‘r S5 | 83 0 pass
PJ17 MBTI # 17 P—JI|- 50 | @ pass
PRI MBTI#21 | P igzn pass
pass
pass

PJE1 MBTI# 41 P-J

Cronbach's @ 834
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High-low Groups t - lest and CITC for Subjeclive Success in Mentorship

ltem analysis using CITcC
Mentorship quality | E
questionnaire I£'=. E
2|
2
p ]
""" .000*** | .788 | pass
2) | am very satisfied wi
mentoring retationship myfprote 000" | .¥76 | pass
3} | was effectively ulilized a
by my protege 000 | 700 | pass
4) My protégé and | enjoyed a hig
quality relationship 000" | .B09 | pass
5) Both my protégeé and | bey -‘ ‘;i
from the mentoring relationship 000 | 758 | pass
Cronbach’s 906
CITc
3
hiid -
s | 3
= | %
z
n
417 | pass
764 | pass

r-é”oe
T

"
took place between my protege and | 4.15 | 385 | 3.01 | 680 | 14.975 **| .748 | pass
5) My protége shared a lot of information with
me that helped my own professional 434 | 497 | 280 | 727 | 18.380 | .000*** | 770 | pass

Cronbach's alpha @
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High-low Groups f - test and CITC for Mentor Role Instrument

ltem analysis using (o] [
Mentaring funclion 4 E‘
questionnaire llems g §
5 . ! P e
1) My mentor helps me attain desirmbla” _
posilions. - | 368°| 6are 2,08 !m 17.211 | 000*** | 385 | pass
2) My mentor uses his/her . q‘
my advancement in Ihe orgagieati [ J24h ‘i%k&i‘hh ‘21,404 | 000" | 653 | pass
3) My mentor uses hisfher influens ‘I'r f V ‘\1
e o] e
" crongghs dong @p < f 4 | 8
Illh-ﬂ‘i}}\\‘l |
; ay ‘- analysi ! cc
 [rugngm 13‘!“ L | o=
questionnaire ilems P 1\ ¢ g
F 2 ﬁ’ﬂr Dbl v ol « [ o | o
1) My mentor helps me be more visil Inylz?.‘?‘
organization. "lg=:_="_ i | s 12743 | 000 | 518 | pass
mwmmwm'ﬂm!&—ﬂw = =
impress important_people in the orgafizatiof — ~| 416, | 4 000" | 648 | pass
3) My mentor brings n u_- plis '
attention of impc Ihe orgamzation D00 | 583 | pass
‘l"r;,, o 751
Item analysis using cite
ﬁh‘ihﬂrlﬂfl.lvonn ah-lo %
=
i
q:jng I1n i- aorganﬁ
} My mentor suggests specific strategies for
achieving career, 417 | 425 | 298 | 825 | 13.159 | .000°** | 547 | pass
Cronbach’s alpha o 696
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Item analysis using ciTtc
Mentoring function high-low groups g
Protect High gro Low group -IEIE %_:
guestionnaire ilems ~ in=106 =83) g i
\ = ! . E
1) My mentor protects me from those who
be oul lo get me. 438 | 2 000 | 448 | pass
2} My mentor “runs interference” for ‘
organization. 2. 538 | pass
3) My mentor shields me from ' -
with impostant people in the 23 ** | 456 | pass
Cronbach 65
a {.u-' ‘
L citc
Men functi iy =
:I:wm , S ; E 5
questicnnaire items n= _’. = 10K E §
Mg y p &
1) My mentor gives me tasks that : ""“Jf";"‘
learn new skills, 450 ) B30 000" | 664 | pass
2) My mentor provides me with chal VA o
assignments. OB 4 41 20694 | 00O | 764 | pass
3) My mentor assigns me tasks that push me into. |~ : ,.v{“:,-‘
developing new skills. ¥ * | 754 | pass
854
cimec
Mentoring mm:@ 9 "E‘
Role Model Highgroup |  Low group s | 3
questionnaire items f‘a {n=187) =147) &
ey Ebd N1 T} V] &
ql'l 440 | 502 | 355 | 621 | 13482 | 000" | 643 | pass
2) My mentor is someone | identify with.
IR,
Q 4.15 | .463 iuﬂ B6T dﬂ.ﬂu 000" | 674 | pass

816
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High-low Groups - test and CITC for Mentor Role Instrument

Item analysis using cIic
Mentoring function high-low groups ﬁ
Acceptance igh group Low group E -
questionnaire tems : 1 ) {n=195) ‘é 5
SD t p =
1) My menlor accepls me asa :
prolessional. - ‘ a17 17.384 | 000*" | 492 | pass
2} My menlor sees me as
4200 | 43 52 781 | 000t | 642 | pass
3) My mentor thinks highly of 2R T,
05 ' 000" | 425 | pass
h : 696
o
e : ' oIt
‘ 3

3items (n=
Rasult

341 | pass

524 | pass
479 | pass

B30
cimc
3

i ]

Result

3items (n

5

416 | 495 | 3.00 | 618 | 14.869 | 000" | 524

i
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High-low Groups | - tesl and CITC for Mentor Role Instrument

Ham anslysis using cie
Mentoring function high-low groups s
Social Relation FPp— ' 3
questionnaire items - s
ﬁ

1) My menior and | frequently get togethy ..‘:_:
mmmmwm

2} My mentoe and | frequently so
one outside the work setting.

3) My mentor and |

—— _»___ﬂ_,-;
—— "//7

AL NN [

, Illﬁ n‘\ \\\“.\

‘ crc
funct —
Fple ;

) My mentor is like a father/mother |
".. 000" d23 | pass
E}Wmnmu-mrh:hmmﬂmulmr r;i' m
FF 000" 642
] pass

-

"v-"_ I:Hﬂ .000** | 693 | pass
) B2B

_m.

ll

ﬂuEl’le‘ﬁ‘WEl’]ﬂ‘i
’QW’]NﬂiﬁUNW]’mEI'mEI
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Appendix E1

CFA Mentoring Funclion

Chi-fquares4 M. £

Tl Change Mentoriry
Sponsor Exposure h Protection Challenge Sncla’: RoleModel Parental Acceptance
ME FI="
1234567891011/
LX(11,3)

DA NI=11 NO=334 M
LA
Counselmg Friendship
R%%ﬂﬂmwmm
SD FI="CA\SD
SE
sm"mmm UNIANYQY
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)
FR TD(8.6) TD(8.1) TD(6,1) TD(4.1) TD(5,3) TD(11,6) TD(6,5)
PD
OU PC RS EF F5 55 PT MI AD=0FF



181

CFA Mentoring Function

Goodness of Fil Stalistics

Degrees of Freedom = 34

Minimum Fit Function Chi-Square = 49 .39 (F
Normal Theory Weighted Leas! Squa
Estimated Non-centrality Paramel
90 Percent Confidence Interval for |

48.18 (P = 0.054)

Minimum Fit Function Value = 0,13
Population Discrepane

90 Percent Confidence i J / (0 0l

Root Mean Square E

or of
90 Percent Confidencg *’ "l 3' _

P-Value for Test of Close Bit{RA

Expected Cross-Validatior
90 Percenl Confidence |ale
ECVI for Saturated Mode

ECVI for Independence M,

Chi-Square for Independe
Independence AIC = 4190
Model AIC = 112.18

Saturated AIC = 132.00
Independence CAIC = 424¢
Model CAIC = 26 Emmm— ¥
Saturated Cﬁ._lc:'. 54 d

dom = 4168.63

Mormed Fit Index I

Non-Normed Fit | {NNFI} 0.99

BT YN
si"ﬁ“ﬁ“ﬁ”’a“%nim URIINYIAY

Maan 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 Fil Index (PGFI) = 0.50
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Appendix E2
CFA Menlorship Quality and Mentorship Learning

-

L A
. e :
o -
Chi-Squaresid 6, di=z2dq = r'f[' .ﬁd
<4,
r—’.— b3

Tl CFA Mentorship-@ulily and Mentorship Leaming v 4
DA NI=10 NO=338 WA= ,;-'
LA ¥4 ‘
Quality1 Quality2 ity3 Quality4 Qualitys Learn® Learn2 | earn%am‘l Learn5
KM FI="C:AKM3.txt ‘

ME FI="C:ME3.IXI' SY & o

2Py mmwmm

1234 5“591!3.-"
MO NX=10 NK=2 TD=8Y

TRAAAN TN INYIAY

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 TD(2,1) TD(5,3) TD(10,7) TD(4,1) TD(4,2) TD(5,4)

FR TD(8.6) TD{9,6) TD(4,3) TD(9.,7)

PD

OU PC RS EF FS 55 PT MI AD=0OFF
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CFA Mentorship Quality and Mentorship Learning
Goodness of Fil Statislics

Degrees of Freedom = 24

Minimum Fit Function Value=0:
Population Discrepancy Eunetio

90 Percenl Confidenc
ECVI for Saturated Mo
ECVI for Independen

Chi-Square for Independé
Independence AIC = 4838

Model AIC = 96.68 [sadiid < o)
Salurated AIC = 110.00
Independence CAIC = 4887. F",'i" .i', , :
Madel CAIC = 245 r :
Saturated CAIG: ﬁ;;.ar‘
Normed Fit Index (NFI) =
MNon-Mormed Fit Ing *! ¢ (NNFI) = 1.00
Parsimony Normed Fit Index (PNFI) = 0.53
Comparative Fit Index (CFl)= 1.00

éﬁfﬁ%ﬁ%ﬂﬂﬂ‘ﬁﬂﬂ’]ﬂ‘i

Critical N (CN) = 393.58

D}ﬁl@aﬂsﬂim AMINYAY

andardized 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

m = 4819.61
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Appendix E3
Mulli Group Mentor and Protége Personality

Chi-Square=3.43,

Mentor | .
Tl Mulli Group Mentor and Polege Personality
DA NI=4 NO=167 NG=2 MA: ¥
LA

EISNTFLP

KM FI="CAKMT7 txt’ SY
ME FI="C:\ME7. ﬂh Y
SD FI='CASD7.L

SE -
1234/ V_ .
MO NX=4 NK=1 TD=S'
LK 1]
Personality
FRLX(1,1) LX(2,1) LK{Q!}HH 1) TD(4,3)

m:@ymwmwmm

DA NI=4
LA
EISNTFJP

mn‘smumwmaﬂ

1234/
MO NX=4 NK=1 PH=IN TD=IN
LK
Persanality
OU PC RS EF FS SS PT MI AD=0FF
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Multi Group Mentor and Protége Personality

Global Goodness of Fit Statislics

Degrees of Freedom = 11
Minimum Fit Function Chi-Squarg =
Normal Theory Weighted Least
Estimated Non-centrality Pararm
90 Percent Confidence Interva

Minimum Fit Function
Population Discrepancy &
90 Percent Confide
Root Mean Square Errg
90 Percent Confidenee Inte
P-Value for Tesl of Close

Expecled Cross-Validation'

90 Percent Confidence Ifterval
ECVI for Saturated Mg
ECWVI for Independence

Chi-Square for Independenc shwilh 12 De , edom = 73.59
Independence AIC = 89.59 ]
Model AIC = 27.43
Saturated AIC = 40.00
Independence CAIC = 12
Maodel CAIC = T ﬂr
Saturated CAIC 13622

Normed Fit Ind&x{ ig
Non-Normed Fit Indexi(NNFI) =
Parsimony Normed Fil Index (PNFI) = 0.79

Comparative Fil Index (€Fl)= 1.00

’mﬁwqmmwmm

Critical N [&l] = 827.51

RARERS U8

Contribution to Chi-Square = 4.59
Percentage Contribution lo Chi-Square = 46.17

Rool Mean Square Residual (RMR) = 0.056
Standardized RMR = 0.060
Goodness of Fit Index (GFI) = 0.99
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Appendix E4
Main Model

.--"'_.-_. “\\

p' i (R

B\

.’:

M_Qualit

MM _Learni = s

wiP_Learnls-. 1

o=med DT

P_Qualit

/

T1 Main Model Mentor Protege P bsolute Value Difference

DA NI=14 NO=156 MA=KM

LA ¥
DIF_EI DIF_SN Dif_TF DIF_JP M_Career M_RoleModel M_PsychoscGit_Quality
M_Learning q_ffj,-,a e \ ‘

KM FI='"CAKM11.1x ;E

ME FI="C:AME11.tx1*SY

SE

mmmm & m wﬂlﬂ ‘5

MO NX

M _Functi M_ Succes P_Functi P Succai'

FRLX(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

P_RoleModel P_PsVchos m
SD FI='CASD11 .t sv

LY[2 1) LY[E 1) LY(4,2) LY(5,2) LY(6,3) LY(7.3) LY(8,3) LY(9,4) LY(10,4)
OU PC RS EF FS SS PT MI AD=OFF
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Main Model Calculate on Individual
Goodness of Fil Slalistics
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