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ABSTRACT 

Chamberlain, D., Administrators’ Perspectives on Mentoring and Developing Aspiring African 

American Males for Executive Leadership Roles in Higher Education Institutions.  Doctor of 

Education (Executive Educational Leadership), May 2022, Houston Baptist University, Houston, 

Texas. 

 

The present study examined the perspectives of current administrators in higher 

education institutions on the mentorship and development of aspiring African American 

male administrators within higher education institutions. Selected participants were asked 

to complete a one hour and 30-minute semi-structured focus group interview. During this 

interview, the participants were asked a series of seven questions that engaged their 

perspectives on whether mentorship had an impact on their careers as administrators in 

higher education. Participants within this study were selected based on convenience and 

were all administrators in higher education (i.e., Dean, Assistant Dean, Associate Dean, 

Vice President, Assistant Vice President, Associate Vice President, President, Chancellor, 

Associate Vice Chancellor).  

 

KEYWORDS: Transformational Leadership, Leader, Mentor, Mentorship, Administration, 

Executive Leadership, Higher Education Institutions, Protege 
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CHAPTER I 

Introduction 

Within this growing society, there is a need for effective and exemplary leaders, 

including ones who will make ethical decisions regardless of the situation. Researchers 

question how exemplary leaders are formed or developed. What are the specific 

characteristics of a good leader? Colleges and universities must be led by exemplary 

leaders who will make the best decisions based on what is best for the students. One 

method of developing exemplary leaders is through meaningful mentor relationships. 

There is a need for the leaders to take the reins of colleges and universities across the 

country; however, this cannot happen without them being developed through mentor 

relationships.  

According to Briscoe and Freeman Jr. (2019), university presidents are retiring 

and stepping down at rapid rates; and to fill these vacancies, potential senior 

administrators and future executive leaders must be professionally and personally 

prepared.  African American males, whose desire is to take the helm of these roles, would 

be better developed and prepared to take these roles after the guidance of a more 

experienced senior-level administrator who currently holds or formerly held these types 

of positions.  

Mentorship is a great career development tool that can be utilized by aspiring 

African American male administrators to prepare them to not only take on these roles, but 

also to excel as the transformational leaders that colleges and universities need and the 

students they serve deserve. “According to the Bureau of Labor Statistics (2015), just 13 
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percent of education administrators are Black or African American (men and women 

combined) and 34 percent are men” (Turner & Grauerholz, 2017, p. 212).  

Aspiring African American male administrators within higher education will be 

better prepared and developed as transformational leaders if there is an emphasis placed 

on their career development. This focus is realized through meaningful mentor 

relationships and interactions with senior-level administrators who currently or formerly 

held those same positions. There is a disproportionate number of African American male 

professionals working in colleges and universities and those who hold leadership 

positions within higher education institutions. Among administrators and executive 

leadership, this disparity is even greater. Whitford (2020) found, “CUPA-HR’s report 

shows that less than 8 percent of administrators are Black or African American, and more 

than 80 percent are White” (p. 1). 

Background of the Study 

Educational researchers and educational practitioners have long been intrigued by 

the effects that mentorship can have on the professional career of higher education 

employees. According to Anafarta and Apaydin (2016), there is relevant literature, 

studies, and scholars who have given a great amount of attention to mentoring programs 

and relations in higher education. Chandler, Kram, and Yip (2011) argued that in the 

form of career and psychosocial support, the protégé can progress and develop through 

their respective organizations or career paths in an expedited way if they have mentoring 

relationships. Scholars and researchers have often been intrigued by the idea of 

leadership and the effects that leadership development has on professionals within the 
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field of higher education. The higher education institution’s role in American society has 

shifted throughout their existence.  

The number of individuals pursuing higher education to better the quality of life 

for themselves and their families has increased. With this growing number of individuals 

pursuing education beyond secondary, the number of diverse groups of people pursuing 

these degrees and/or certifications has also increased. According to Wood and Palmer 

(2014), higher education institutions have a responsibility to respond to the increase in 

diversity of their student populations. Within the field of higher education, there is a lack 

of Black men holding executive leadership positions, which can have implications for 

African American students and the lack of sufficient numbers of professionals that look 

like them to develop and grow as professionals. 

Howard (2014) reported that in Fall 2011, Black men only held 3.6% of all 

executive senior and upper administrative roles in U.S. higher education institutions. 

Mentoring and mentor-type relationships have long existed in the worldview, even dating 

back to ancient Greece involving Odysseus Hunt & Michael, (1983). Mentor 

relationships involved the guidance and development of a less experienced or younger 

follower of a person that is seen as having more experience.  

Mentor relationships can be utilized in various ways and provide a wide range of 

benefits. For example, mentor relationships can be used to help develop individuals 

personally. Personal development can include identity development as well as emotional 

and psychosocial development. In fact, mentor relationships are the most important 

element of the psychosocial development of men. Along with psychosocial benefits, 
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mentorship has been used as a career development tool. Levinson, Darrow, and Klein 

(1978).  

Hunt and Michael (1983) added that mentorship involves a very unique emotional 

interpersonal type of support and advising role that is used to train and develop talented 

protégés in many careers and organizations. Mentor relationships have also long been 

used to help with the development of higher education professionals. The benefits that are 

rendered from this type of relationship would help to better prepare individuals who 

desire to one day hold executive administrative roles within higher education institutions.  

African American male administrators are represented in low numbers within 

higher education institutions (Turner & Grauerholz, 2017). More specifically, Bureau of 

Labor Statistics (2015) stated that just 13% of education administrators are Black or 

African American men and women combined, and 34% of the 13% are African American 

men. Turner and Grauerholz (2017) explained the low number of African American 

males holding executive administrative roles in higher education institutions makes it 

difficult for new African American professionals to find mentors they can identify with. 

Aspiring African American male administrators within higher education would benefit 

most from the mentorship and development of someone they can mutually identify with. 

The benefits of developing a relationship with a senior-level African American 

administrator will help further the career of African American males within higher 

education and better prepare them to take on executive administrative roles.  

This study was intended to understand the effects that a mentor relationship has on 

the professional career and the preparation for becoming an administrator in higher 
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education institutions. One groups of administrators in higher education institutions were 

examined: African American administrators in higher education 

Statement of the Problem 

This study aimed to explore the issue of too few administrators mentoring and 

developing aspiring African American males pursuing administrative roles in higher 

education institutions. After there have been many strides made toward diversity and 

inclusion within the workplace, there is still not a significant number of African 

American males that hold administrative roles in higher education institutions, including 

holding the top helm of the institution in serving as presidents of these colleges and 

universities.  

Statement of the Purpose and Significance 

The purpose of this study was to examine executive administrators’ perspectives 

working in higher education institutions regarding mentorship. This study also examined 

whether having one or more mentor relationships with executive level administrators in 

higher education influenced the career success of individuals who aspired to become 

executive administrators within higher education institutions, especially African 

American males. Mentorship was also examined through the lens of using it as a career 

development tool and if a mentorship relationship helped recruit and retain African 

American males in higher education institutions. Literature that explained the benefits 

and who benefits from mentorship relationships was examined. Finally, this study 

examined the mentorship approaches of African Americans mentors and the benefits it 

has on developing and preparing African American males to hold executive 

administrative roles in higher education institutions.  
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Definitions of Terms 

To gain a clear understanding of the concepts employed by the researcher 

throughout this research study, the following definitions are provided. 

 Transformational leadership. Transformational leadership is a method by which 

leaders motivate their followers to perform at an increased intensity and to surpass the 

follower’s own abilities toward an advanced shared vision (Han, Seo, Li, & Yoon, 2016).  

  Leader. “A person who has commanding authority or influence” (“Leader,” 

2021). 

  Mentor.  A trusted counselor or guide. 

  Mentorship. “The influence, guidance, or direction given by a mentor” 

(“Mentorship,” 2021). 

  Protégé. One who is protected or trained or whose career is furthered by a person 

of experience, prominence, or influence. (“Protégé0”, 2021).  

  Administration. The term of office of an administrative officer or body.  

  Executive leadership. Administrative leaders within higher education institutions 

such as Deans, Assistant Dean, Associate Dean, Vice President, Assistant Vice President, 

Associate Vice President, Presidents and Chancellor.  

  Higher education institutions. Post-secondary institutions such as two-year 

colleges, technical colleges, and four-year universities.  

Theoretical Framework 

“Transformational leadership is one of the most popular contemporary approaches 

to leadership, likely because it characterizes leadership as a process, its emphasis on 

leader-follower relationships, and its association with positive work-related outcomes for 

both individuals and organizations” (Reed, Klutts, & Mattingly, 2019, p. 1). Colleges and 
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universities across this country, now more than ever, will thrive and continue to speak to 

the needs of students they serve by choosing a leader who is transformational in thought. 

Transformational leaders must be brave to take transformational actions and make 

decisions with the intent to impact and transform the lives of students and families across 

the world. A transformational leader is a person that truly understands the importance of 

leader-follower relationships.  

 A transformational leader places an emphasis on the needs of others, specifically 

their followers and serves as an inspirational role model, instilling pride, and optimism. 

Transformational leaders should emphasize the leader-follower relationship because it 

shows the employees that their leader cares about their views and ideas and, most 

importantly, it allows them to share in the process that takes place regarding fulfilling the 

goals of the organization. A transformational leader also emphasizes commitment, 

alignment around a shared purpose, high ethical and moral standards, and respect and 

trust. Transformational leadership involves fostering great relationships and building trust 

with the team members. Finally, transformational leaders are sometimes seen as 

providing exemplary leadership to the team and or organization. Allen et al. (2016).  

 Exemplary leaders are needed and sought after because they are committed to 

making sure extraordinary things happen by taking bold initiative. “Exemplary leaders 

embrace the commitment to search for opportunities to ensure that extraordinary things 

happen. They make sure they engage in these two essentials: Seize the initiative and 

exercise outsight” (Kouzes & Posner, 2017, p, 1). Sometimes transformational leadership 

calls for leaders to not be afraid to shake things up to produce great results that the 

organization will greatly benefit from.  
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One of the fundamental tasks placed at the feet of leaders is having the ability to 

motivate and empower their followers. Leaders motivate their members to think, create, 

and carry out great things that will help propel the organization further. Leaders also 

empower their members to produce and actively practice at their full potential. 

“According to theories of transformational and charismatic leadership, leaders achieve 

this task by engaging in inspirational behaviors such as articulating a compelling vision, 

emphasizing collective identities, expressing confidence and optimism, and referencing 

core values and ideals” (Grant, 2012, p. 1). 

When visionary practices are carried out by transformational leaders, they enable 

their followers to set higher goals to reach. Allen et al. (2016) argued that a 

transformational leader empowers and inspires followers to share a collective 

organizational vision and encourages behaviors such as innovation, creativity, risk-

taking; and the development and success of their followers is an important outcome of the 

transformational leader. Leaders that perform through transformational practices 

empower their followers to produce at their very best, which fosters the feeling that helps 

them to view their work in a more meaningful way. Transformational leadership calls for 

leaders to motivate their followers to accomplish organizational goals. This can be done 

by the leadership fostering a great relationship with their followers. Further, this can help 

them to see how their contributions help propel the organization further.  

There are several characteristics that leaders who exemplify and embody can 

excel within a transformational environment that sets them apart from the rest of the 

group. These types of leaders are viewed and see themselves as bold change agents and 

the main goal is to make a difference within the position they hold. “Tichy and Devanna 
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(1990) outlined seven characteristics that differentiate leaders and managers who will be 

successful in a transformational atmosphere. Leaders who possess these characteristics 

identify themselves as change agents” (Hoff, 1999, p. 317). Transformational leaders are 

risk-takers willing to make the decisions that will help propel and transform the 

organization. Transformational leadership enables courageous leaders that will 

understand and take heed and be sensitive to the needs and strengths of others. 

Empowerment and strength building of each member of their team is very important to 

transformational leaders.  

Hoff (1999) also found that transformational leadership focuses on value-driven 

behaviors that team members can model after. Transformational leaders are lifelong 

learners who engage in the furthering of research as new strategies arise. This helps with 

trial-and-error practices where transformational leaders can learn from their mistakes. 

Most importantly, transformational leaders are visionary leaders and possess the ability to 

communicate that vision so that others will understand. The transformational leadership 

style focuses on building leaders who practice great integrity, vulnerability, and 

discernment. 

Research Questions 

The following research questions will be used to help guide this study:  

1. What are the perceptions of current higher education leaders on mentoring?  

2. What is the extent to which the professional career development of higher 

education administrators has been influenced by a mentor or mentors?  

3. What are the perceptions of current administrators in higher education regarding 

how mentoring helped to prepare them for leadership? 
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Limitations 

Limitations are matters and occurrences that may arise within the study that is out 

of the control of the researcher. These are factors that could influence the interpretation 

of the findings of the study. Limitations can also affect the results and conclusions can be 

drawn. Limitations may arise from the methodology, data, or method analysis 

(Lunenburg & Irby, 2008). This study has the following limitations: 

1. The sample of executive administrators was drawn from a single higher education 

institution and state; therefore, the results may not be generalized to all higher 

education institutions and states.  

2. This study was limited to two-year public institutions, excluding four-year and 

private institutions. Assessing the commonalities and differences as they relate to 

the expectations and characteristics of four-year institution executive leadership in 

higher education is not considered.  

3. The researcher indicated in the methodology chapter that the participant group 

consisted of at least five executive administrative leaders. This small sample size 

may constrain the generalizability of the findings.  

4. While objectivity was maintained throughout the study, it is addressed that the 

researcher also possessed professional and personal experience as a higher 

education employee. 

Delimitations 

Delimitations arise from the limitations of the study. Delimitations are self-

imposed boundaries placed by the researcher. Many factors could be affected by the 

circumstances such as time, location, populations (Lunenburg & Irby, 2008).  Based on 
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the aspects of delimitations, this study was based on six participants and selected 

questions to understand the effects of mentoring and developing aspiring African 

American male administrators in higher education institutions. This study has the 

following delimitations: 

1. To gain the perspectives of current executive administrators in higher education 

(Chancellor, President, Vice President, Associate Vice President, Dean, Associate 

Dean, Assistant Dean), the researcher only sought participants who are executive 

administrators of public institutions. This use of public higher education 

institutions would not allow the researcher to gain the views of those individuals 

who serve in administrative roles in private higher education institutions. The 

researcher only looked at one public institution, and the scope was limited to the 

Houston, Texas, area.  

2. The researcher conducted focus groups, and each participant was an administrator 

for the same multi-system institution as the researcher.  

Assumptions 

Assumptions are postulates, premises, and propositions that the researcher accepts 

as operational for the research study. This could include the nature, analysis, and also the 

interpretation of the data within the study (Lunenburg & Irby, 2008). This study was 

bounded by a few assumptions, especially focused on theory, topic, and methods, which 

are as follows:  

1. The theoretical assumption was that a transformational leader would be a better-

quality mentor and would affect the protégé’s experience with mentoring.  
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2. The topical assumption within this study was that demographic variables such as 

age, race, gender and education level, and transformational leadership would 

predict the effectiveness of the mentor. 

3.  The methodological assumption was that each respondent within this study was 

honest.  

4. The selected Chancellors, Presidents, Vice Presidents, Associate Vice Presidents, 

Assistant Vice Presidents, Deans, Assistant Deans, and Associate Deans 

responded to the questions accurately and indicated their perspectives on 

mentoring. 

5. Each participant within this study self-selected to participate in this study. This is 

a significant limitation as participants could have decided to participate based on 

their preexisting negative or positive personal feelings about mentorship, which 

produces the assumption that all participants in an honest style selected executive 

administrators understood the vocabulary and concepts associated with 

mentorship relationships within higher education institutions.  

6. The data collected measured the perspectives of the administrators on the effects 

that mentoring has on aspiring African American male administrators in higher 

education.  

7. The interpretation of the data accurately reflected the perspectives of each 

respondent. 

Organization of the Study 

  This research study is presented in five chapters. Chapter I included the 

background of the study, statement of the problem, the purpose of the study, significance 
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of the study, definition of terms, theoretical framework, research questions, limitations, 

delimitations, assumptions, organization of the study, and summary. Chapter II will 

present a review of the related literature, which will include transformational leadership 

theory, higher education, professional development, career development tool, preparing 

the next administrators in higher education, mentorship, benefits/challenges of 

mentorship, psychosocial development of leaders, and preparing aspiring African 

American males to become administrators in higher education. Chapter III will describe 

the methodology that will be used for this study. It also will include the introduction, 

selection of participants, surveys and focus groups, instrumentation, data collection 

processes, data analysis, summary, and conclusion. Chapter IV will present the study’s 

findings including demographic information, testing of the research questions, 

confirmatory factor analysis, and results of the data analysis for the four research 

questions. Chapter V will provide a summary of the study, discussion of the findings, 

implications of the findings regarding theory and practice, recommendations for further 

research and conclusions of the study. 

  



14 

  

  

CHAPTER II 

Review of Literature 

Arsenault (2004) reported that U.S.-based research regarding the preferred 

leadership characteristics of millennials states that the millennial generation value 

determined ambitions that challenge the system and create change. Without proper 

nurturing and guidance, the very strengths that the millennial generation brings to the 

workplace could also be viewed negatively. Millennials are now starting to hit the mark 

of 30-plus years of age, which means that they are now starting to take over more of the 

leadership positions in the workplace. This happens as the prior generations start to get 

older and begin the stages of retirement. Mondisa (2018) found that the lack of minority 

faculty at certain institutions would mean that students that identify as African American 

will have limited access to African American mentors.  

The workplace can be a very complex environment to navigate through, 

especially when one is new to his or her respective field. Navigating through professional 

jargon, workplace politics, and the overall workplace environment can be difficult if a 

new employee does not have someone who has been able to successfully tackle these 

things. Mentorship, workplace coaching, and professional development are extremely key 

to providing new employees with the necessary tools to successfully matriculate and 

excel in their respective fields. When the senior manager provides challenging work, 

coaching, exposure and visibility, protection, or sponsorship to the mentee, career 

functions will emerge (Kram, 1983).  

 Mentorship is typically fostered through the dual relationship of a mentor-protégé 

within the workplace across various fields. This relationship can take on many forms 
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from teacher, advisor, and coach. Van Mullem and Croft (2018) found that when the 

mentor takes action to cultivate an optimal relationship, the coach then becomes the 

driver of the learning process.  Sometimes this relationship could develop into a work 

friendship or even a personal friendship in some instances, depending on the strength of 

the relationship during the separation phase. It can also take on the form of helping the 

protégé in the aspects of psychosocial development.  

Psychosocial development helps the protégé build confidence and find a voice 

within the workplace and other environments. According to Ismail, Jui, and Abdullah 

(2009), psychosocial is often seen as helping individuals through the process of building 

confidence, overcoming pressures and strains, assisting in their personal life, opinions 

heard and valued. Psychosocial can also be identified by shared dreams, providing 

feedback, awareness of the contribution to the respective relationship, and teaching with 

examples.  

Quality mentorship relationship helps the protégé find a sense of belonging within 

the workplace and ultimately the occupational field. Klinge (2015) indicated that the 

mentoring functions within a learning organization include role modeling, exposure, and 

visibility, protection, acceptance and affirmation, teaching, counseling, and friendship. 

These benefits do not just extend to the protégé within this type of relationship. Research 

studies have shown that mentors also reap the benefits from pouring their time and 

knowledge into a protégé within their respective workplace. According to Bozeman and 

Feeney (2007), mentoring is a process by which information is transferred through 

knowledge, social capital, and psychological support in which the recipient benefits as it 

relates to work, career, and/or professional development. Klinge (2015) added that 
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reflective mentoring happens by sharing journal writings of feelings and thoughts address 

psychological development of both mentoring partners Bartell, ( 2005). 

Mentorship 

 Humbred and Rouse (2016) classified a mentoring relationship between a less 

experienced person and a more experienced person. Bozeman and Feeney (2007) 

reported that a mentoring relationship is a process of informal transmission of 

knowledge, social capital, and psychological support by the mentee receiving the support 

as it relates to work career or professional development. A mentor relationship facilitates 

adult development for the mentee as well as the mentor (Merriam, 1983). Within a 

learning organization the mentoring functions include modeling, exposure and visibility, 

protection, acceptance and affirmation, teaching, counseling, and friendship (Allen & 

Eby, 2007). According to Kram (1983), a young adult’s first stage within their career is 

dedicated to forming their respective occupational identity, forming dreams, forming 

intimate relationships as well as forming a relationship with a mentor.  

The concept of mentorship dates to the ancient Greek times in which Odysseus’s 

counselor and friend were trusted with educating his son. Hunt and Michael (1983) stated 

that Odysseus from ancient Greece entrusted the education of his son Telemachus to a 

counselor. According to Penny and Gaillard (2006), Ulysses in Greek mythology asked 

his mentor to guide and watch over his son while he was on his odyssey. Honavar (2019) 

indicated that the term mentor originates from the Odyssey, which was during the 10-year 

Trojan War in which Odysseus, the king of Ithaca, asked his mentor to guide, watch over, 

and protect his son Telemachus during his evolution throughout adolescence to adulthood 
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to groom him to be the future king. The mentor is referred to as an experienced and 

trusted advisor to a young protégé (Honavar, 2019). 

Fitzpatrick (2013) found that one of the functions that can be produced from a 

mentor-mentee relationship is career development. The first function that a mentorship 

relationship operates under is the career function. This function focuses on enhancing the 

protégé’s career by providing exposure to manager colleagues as well as real-world work 

environments. Kram (1985) originally examined mentor-protégé relationships in 

workplaces. Russell and Adams (1997) concluded that the benefits that a protégé can 

receive are so great that the identification with a mentor should be a major task within 

their early career. Chandler et al. (2011) posited that the protégé can receive career and 

psychosocial support by having a working relationship with a mentor. This can expedite 

the protégé’s field progression and development. 

 According to Kram (1985), real-world environments and colleagues who manage 

tasks successfully are the exposure that protégés  are subjected to within a mentoring 

relationship. The protégé receives psychosocial and career support from mentors in 

traditional mentor relationships. Ragins (2012) added that both the protégé and mentor 

experience mutual growth, learning, and career development.  

Fitzpatrick (2013) submits that protégés can gain insight and experience 

opportunities for empowerment; the support from the mentor does not have to be through 

a personal relationship when protégés are allowed to see whether they can have a positive 

impact on a particular situation. According to Humbred and Rouse (2016), supervisors 

and leaders can participate in mentoring behaviors with junior members of organizations; 
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however, Fletcher and Ragins (2007) noted that these episodes alone do not automatically 

constitute a mentoring relationship.   

Kram (1983) found that entering into a developmental relationship with a young 

adult can provide midlife direction to redirect one’s energies in the form of creativity and 

productivity. This type of relationship between a mentor and mentee or protégé goes 

through different phases. Kram (1983) reported that there are 4 phases in the mentor 

relationship. The first phase of the mentoring relationship is the initiation stage. During 

this stage, the senior managers and the young employees are in a fantasy stage. The 

protégé sees the senior managers in a role that they desire to be in. 

Marshall (2001) found there are three types of mentoring within an organization, 

including supervisory, informal, or facilitated. Protégés during this stage often admire 

and respect the career moves that the senior manager has made. The senior manager also 

sees the potential that the young employee has and desires to help grow that potential. 

According to Van Mullem and Croft (2018), the mentee can benefit from recognizing the 

different ways mentoring can take place as well as taking the time to identify mentors 

that demonstrate expert characteristics. This would provide the mentee opportunities to 

connect with potential mentors. During this stage of initiation, both sides play a vital part 

and equally enters this stage. Kram (1983) indicated that during the initiation stage, both 

members participate in the mentorship relationship, and the younger manager begins to 

look forward to the support and guidance of the senior manager. Likewise, the senior 

manager will begin to provide developmental opportunities to the younger manager.  

The second stage of the mentorship relationship is known as the cultivation phase 

in which the relationship grown and fostered between the mentor and protégé. During this 
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stage the interpersonal relationship is strengthened as the senior manager gives the young 

protégé work that will challenge them and grow their knowledge. The senior manager 

also provides coaching and gives the protégé exposure, protection, and sponsorship. 

According to Kram (1983), as the senior manager provides tasks that challenge, 

coaching, exposure and visibility career functions emerge. Van Mullem and Croft (2018) 

found that, within the mentor relationship, if the mentor senses eagerness and a sense of 

willingness from the mentee to learn for the purposes of soaking in new knowledge, it 

can invoke the mentor to help and provide avenues for a mentor-mentee relationship to 

flourish. 

Hunt and Michael (1983) identified that the workplace manager is responsible for 

developing talent. Kram (1983) noted that after two years within a developmental 

relationship through challenging work assignments, the mentee builds a sense of 

confidence in their own abilities; the senior manager helps to develop their talent. During 

this stage of cultivation, which could last three to five years, the protégé admires the 

actions of their senior manager. The protégé observes, then starts the process of modeling 

the behaviors and activities of their respective mentors. According to Humbred and 

Rouse (2016), the act of modeling behaviors and activities of mentors will take place on 

the part of their protégé’s through observational learning. Protégé’s view their mentors as 

models of who they want to become in the future.  

 Kouzes and Posner (2017) determined that exemplary leaders use two ways to 

engage in two essentials: they enhance self-determination, and they help develop 

competence and confidence. It is important that mentors are trained. Choa (1990) 

indicated when mentors are trained, it helps to shape their behaviors and knowledge; it 
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then improves the match between capability and successful mentoring. Senior managers 

must strengthen the confidence and competence of the young protégés. As it now 

becomes an expectation for senior managers to create leaders, this is what separates and 

signifies them as exemplary leaders. Mentors often have more experience in the field and 

or organization; therefore, passing on knowledge, empowering, and enhancing self-

determination is done by the senior managers who consider themselves to be exemplary 

leaders.   

During the cultivation stage, the relationship should be strengthened by both the 

mentor and protégé; this is done by increasing the number of connections they have with 

each other. According to Snoeren, Raaijmakers, and Niessen (2016), when the 

relationship produces successful episodes of genuine and strong connections and 

interactions between the mentor and protégé and those interactions are mutually resilient 

and flexible, then the relationship can be considered high quality. At this stage, the senior 

manager should get the impression that the protégé wants to be taught and protégé should 

feel that the manager is genuine as well.   

The third phase of the mentorship relationship is separation, which ranges from 

two to five years. During this stage, the young protégé and the relationship experience 

significant changes. This is when the protégé becomes more independent and has more 

autonomy (Kram, 1983).  Both the mentor and protégé become least significant in each 

other’s work life.  During this final stage, the protégé will experience structural and 

psychological separation from the mentor relationship. When structural separation 

happens at an acceptable time, the emotional separation will also occur. 
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Kram (1983) continued to explain that the final stage of the mentor-mentee 

relationship is separation. This separation occurs both psychologically and structurally. It 

is important that this stage is carried out properly and timely as this would simulate an 

emotional separation. This emotional separation would give the confidence to allow the 

younger manager to test out their ability without the guidance and supervision of the 

mentor. According to Kram (1983), the protégé can feel abandoned and unprepared when 

the structural separation is done prematurely. At the point of separation, the protégé 

should feel comfortable and confident. They should feel enabled to take on new tasks and 

with the confidence that they can make decisions without the full guidance of their 

mentor.  

Benefits/ Challenges of Mentorship 

There are various benefits that can be produced from the relationship between a 

mentor and mentee. The mentee, mentor, and organization can all reap the benefits from 

the mentor relationship. Bozeman and Feeney (2007) identified that mentoring is a 

process of the informal transmission of social capital, psychosocial support, and 

knowledge. Delong, Gabarro, and Lees (2004) argued that a mentor relationship can be 

an essential aspect in the role of organizational knowledge transfer, and this type of 

knowledge is best shared through interactive conversations and imparted experiences.  

Mondisa (2018) reported that mentoring relationships are partnerships for 

learning in which the parties of this relationship acquire knowledge. In fact, even though 

the primary goal of the mentor relationship is the growth of the protégé, the mentor 

relationship is reciprocal. Van der Weijden, Belder, van Arensbergen, and Van den 

Besselaar (2015) claimed that the mentoring process is considered a nurturing process by 
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which more experienced and skilled persons within their field begin to serve as role 

models and teach the less skilled person; however, this also helps the mentor with 

professional and personal development.  

 According to Kram (1983), more experienced professionals realize midlife 

benefits by mentoring a young adult as they are able to redirect one’s energies into 

creative and productive actions. Humbred and Rouse (2016) submitted that mentoring is 

a two-way relationship that involves mutual growth and development, learning, and 

career domains are benefited by both mentor and mentee.  

Bryant-Shanklin and Brumage (2011) noted that when the mentor desires, 

expects, requires, or accepts tangible or interpersonal benefits from the mentee, that is 

when reciprocity exists within the mentor-mentee relationship. Hunt and Michael (1983) 

reported that a mentorship relationship also helps the organization in the development of 

managerial talent. According to Merriam (1983), both mentoring partners benefit through 

psychological development by sharing journal writings and feelings.  

 Kennett and Lomas (2015) indicated that through the exposure to a younger 

worker with different skills or self-reflection of their own skills and experience, mentors 

felt that mentoring provided an opportunity of self-discovery and growth. According to 

Klinge (2015), through a social context, mentoring facilitates learning. Mijares, Baxley, 

and Bond (2013) added that mentoring is a process involving trust, open communication, 

goal setting, respect, and caring. Improved instruction, increased job satisfaction and 

increased intellectual vitality are benefits of successful mentoring relationships.  

According to Carmel and Paul (2015), employees can feel appreciated by the 

organization as their knowledge and experience can be valued by their peers and super-
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ordinates. This can make them feel like the organization is prepared to invest in their 

individual futures. Van der Weijden et al. (2015) indicated mentorship has benefits in the 

world of academia in the areas of increased job satisfaction, network building, and higher 

performance, which are necessary conditions of academic career advancement.   

According to Kouzes and Posner (2017), exemplary leaders engage in two 

essentials as it relates to strengthening others. Exemplary leaders enhance self-

determination and develop competence and confidence. Exemplary leaders feel good 

when they give their time to contribute to another person’s growth and development. 

Amey (2006) stated that academic leaders create learning environments through cultural 

awareness, acceptance of multiple intelligences, ways of knowing, strategic thinking, 

engagement, and a sense of collective identity as collaborators in developing knowledge 

and active investigators into practice. Ragins and Kram (1988) argued that engaging in 

effective mentor relationships has the opportunity to increase self-efficacy and 

effectiveness.  

Bejer (2019) indicated that employees, including both teaching and non-teaching 

staff, are also important stakeholders along with students. The satisfaction of employees 

comes from the manner that the employees are handled by their leaders and their work 

environment. According to Mijares et al. (2013), a mentor relationship enabled 

employees to improve as it relates to listening and oral skills, time management, and 

written communications. Organizations will benefit from their own employees feeling 

supported and enjoying the workplace environment because the employees of an 

organization are very important stakeholders.  
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Hunt and Michael (1983) submitted that mentorship provides the opportunity to 

develop a base of technical support, respect, and power throughout the organization for 

future use. As there are benefits for the mentees and the mentors, ultimately the 

organization by default reaps the benefits from a high-quality mentorship relationship 

between a mentor and protégé. One of the benefits that fostering a relationship of this 

magnitude has on the organization is that it builds a stronger organization with competent 

workers.  

Hunt and Michael (1983) also found that mentor relationships can benefit 

organizations because former protégés is better educated, better paid, less mobile and 

more satisfied with their work and career progress. In fact, mentor relationships help in 

the development of managerial talent within organizations. Mentorship helps young 

professionals learn technical knowledge and help them learn the organizational ropes, 

develop a sense of competence, and become more effective. Mentorship also helps 

improve learning of how to behave at successive management levels. Psychosocial 

support is an important benefit of developing a mentor relationship with another 

individual and or group. Some of the direct impacts that psychosocial mentoring can have 

within the workplace is job satisfaction. 

Career Development Tool 

Mentorship relationships can provide many benefits for new professionals. 

According to Humbred and Rouse (2016), a mentoring relationship can be considered as 

an essential career development tool that protégés can benefit from since identification 

with a mentor should be considered a major development task within early career. Allen, 

Eby, Poteet, and Lentz (2004) stated that the amount of psychosocial and career 
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mentoring is the predictor of objective and subjective career outcomes as they relate to 

protégé benefits within a mentor relationship. 

 Identifying someone in the field who is considered respected and knowledgeable 

to be an occupational mentor should be a priority for young protégés. There are many 

benefits for young protégés to identifying a mentor earlier on in their careers. One of the 

benefits to identifying a mentor early is obtaining professional guidance. According to 

Chang, Longman, and Franco (2014), some of the benefits that an individual can receive 

from a mentoring relationship come from three primary areas: personal growth, career 

advancement and psychosocial support. 

Young protégés may find it difficult to establish their professional identities, and 

a mentor could help them find it. Men and women benefit in similar ways but are 

sometimes affected in different ways. Hunt and Michael (1983) found that the Levinson 

model of male mentorship profiles young men as choosing a career and, while in their 

early twenties and early thirties, searching for their identity in life and for an important 

mentoring patron and friend.  

Eliason, Patrick, and Samide (2011) indicated mentors and individuals within the 

workplace can also influence career paths which new professionals look up to. According 

to Humbred and Rouse (2016), mentoring is an essential piece to career development. 

Selecting a career and or career path within higher education is extremely important as a 

new professional. The decision of selecting a career path is influenced by many factors 

such as desire, passions, family, and role models. New professionals within higher 

education must be able to tackle this new work environment while navigating through the 

field.  
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According to Hunt and Michael (1983), the majority of women who lead in top 

level management had one or more mentors and acknowledged that mentorship was a 

major factor in their success. Liang, Sottile, and Peters (2018) found that women in the 

study originally had no career plans of entering leadership when first entering the 

education profession and only turned to leadership at the encouragement of someone else. 

Zachary (2002) added that mentorship is viewed as the passing of knowledge and 

personal development, and a mentor is someone who would be able to help young 

professionals realize their potential and encourage them to step out beyond their fear to 

pursue.  

According to Briscoe and Freeman, Jr., (2019), mentees would be able to take 

advantage of resources such as serving ads, references, access to opportunities, and 

exposure to professional networks and associations. Lee et al. (2007) proposed that 

observational learning enables protégés to model the behaviors of their respective 

mentors and view them as who mentees want to be in the future. According to Jackson, 

Rowbottom, Ferns, and McLaren (2017), employers who are involved in the supervision, 

feedback, and mentoring of work placement students are able  to appraise them as more 

capable (Choa, 1990). 

According to Ragins (2012), both the mentor and protégé benefit from the 

relational behaviors such as personal learning growth and inspiration, affirmation of self, 

and reliance on their communal norms, but shared influence and mutual respect are also 

displayed by both the protégé and mentor. According to Humbred and Rouse (2016), a 

mentoring relationship with a mentee provides an opportunity for the mentor to revisit 
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their own career by offering guidance to a protégé based on what the mentor was able to 

do within their own career.  

Nick et al. (2012) concluded that mentees can experience higher self confidence 

in professional development and satisfaction with their careers through a relationship 

with their mentor. Kram (1983) added that the senior manager will provide career 

benefits such as challenging work, coaching, exposure and visibility, protection, and 

sponsorship of the mentee within their respective field.  

Klinge (2015) identified the fundamental tasks within the mentoring relationship 

as skill development, goal setting, and vision. According to Berlew and Hall (1966), the 

process of learning the ropes within the organizational life involves the development of 

technical, political, and interpersonal skills. It also involves developing a sense of 

competence within the respective field or context. Craig, Allen, Reid, Riemenschneider, 

and Armstrong (2012) determined the benefits of career mentoring are intrinsic success 

factors, including promotion, compensation, and the opportunities to have career 

mobility.  

Professional Development 

Professional development is commonly known among various occupational 

fields, especially within the field of education. According to Guskey (2002), three main 

purposes of professional development include change in classroom practices among 

teachers, change in their attitudes and beliefs, and the hope is to ultimately change the 

learning outcomes for students within the classroom setting. Cochran-Smith and Lytle 

(1999) argued that teacher learning has become one of the most important concerns 

within the educational establishment.  
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According to Jackson and Davis (2000), professional development of academics 

includes both informal and formal processes and activities that are carried out inside and 

outside of the respective organization to improve teaching practices, knowledge, and 

skills. Hunzicker (2010) posited that the most effective professional development 

processes for academics need to be ongoing, supportive, job-embedded, instructionally 

focused, and collaborative. Consequently, Hunzicker (2011) concluded that mentoring 

relationships constitute a professional development process because they are both 

collaborative and ongoing, and they can take on the form of informal and formal 

activities that can be organized by the organization.  

Psychosocial Development of Leaders 

 Multiple explanations and definitions are often discussed in conversations about 

leaders or leadership. According to Hoff (1999), leadership over humans is demonstrated 

when persons that have certain purposes mobilize in competition or in conflict with 

others, institutional, political, psychological resources and satisfy the motives of others. 

Leaders work within teams and are typically seen as the persons who helps to organize 

and mobilize the team for the purposes of accomplishing an intended goal. A leader also 

has an intended goal to influence the behavior of other people.  

The concept of leadership brings the idea of whether a leader is born or whether a 

leader is developed. According to Erikson (1968), there are eight developmental stages 

that an individual goes through; and in each stage, they must face and cope with a central 

psychosocial problem or crisis as follows: 

1. The first stage is infancy, which involves basic trust versus mistrust. 

2. The second stage is toddler, which examines autonomy versus shame and doubt.  
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3. The third stage is preschool age, which deals with initiative versus guilt. 

4. The fourth stage is school age, which involves industry versus inferiority. 

5. The fifth stage is adolescence, involving identity versus identity confusion. 

6. The sixth stage is young adulthood: intimacy versus isolation 

7. The seventh stage is identified as the middle age stage, which discusses 

generativity versus stagnation. 

8. The last stage of psychosocial development is older adulthood, which discusses 

integrity versus despair. (Erikson, 1968). 

Through these stages an individual develops their own personality and their individual 

characteristics. A very important characteristic that a leader must possess is the ability to 

adapt to various situations and environments.  

 Through the stages of psychosocial development, humans also begin to form their 

own identities. Identity development starts at early adolescents and last through 

adulthood. Throughout the identity development stages we often develop the ability to 

practice certain skills. Social skills are very important skills that an individual would need 

to know to effectively practice within a workplace setting. According to Olszewski-

Kubilius, Subotnik, Davis, and Worrell (2019), social skills include the ability to interact 

with others as well as how to share. Within this stage another non-cognitive skill that is 

developed is mental skills which involves goal setting, self-talk, and the use of coping 

skills.  

Within the workplace mental skills are extremely important as the new employee 

will be interacting with various individuals, including other new professionals as well as 

junior and senior level managers. Olszewski-Kubilius et al. (2019) concluded that 
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empathy, self-regulation, communication, and management of emotions are important for 

all individuals to develop, and these skills are necessary for navigating the social and 

connected world.  Without the guidance of someone who has experience within the 

workplace and ultimately the field of education, new professionals would find it difficult 

to pick up on workplace norms and may find it difficult to adjust to the organizational 

culture. While identity development begins within the adolescent stage, it is also fostered 

within individuals during their college matriculation.  

According to Karkouti (2014), when students understand the balance between self 

and others, they are exposed to different perspectives and are able to enrich their learning. 

Student affair professionals can play an extremely important role in further helping 

individuals through identity development. Student affairs professionals play a role in 

helping students understand how to balance their needs with others.  

Senior level managers not only help with the development of the new professional 

in the form of career guidance but can also be instrumental in providing psychosocial 

support. Psychosocial support is seen as role modeling, acceptance, counseling, and 

friendship. The guidance of a senior level manager towards a new professional can 

ultimately help by actively practicing behaviors that would positively affect their 

development and career advancement.  

Individuals begin the process of developing their own identity aside from their 

parents and the rest of the world within young adolescent stage, and it lasts through 

adulthood. According to Karkouti (2014), during the stage of identity versus identity 

diffusion an individual starts developing their own belief system, values, sense of self and 

goals. There are several characteristics that an individual must have to be considered and 
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viewed as a leader. Devanna and Tichy (1990) outlined seven characteristics that leaders 

possess. This discussion isn’t new and is a discussion that invokes the question to 

individuals on whether a leader is born naturally with these characteristics or whether 

these features of a leader are developed. Many theorists and researchers have come up 

with various definitions of who a leader is and, in general, what is thought of when 

discussing leadership. There are various types of leadership and leadership styles that will 

accurately define and describe a leader and the characteristics a leader holds.  

Ethical leadership looks at the morality of a person as well as the moral conduct 

and decision-making process of leadership. According to Kaptein (2019), ethical can be 

defined as the demonstration of normatively appropriate conduct through personal actions 

and interpersonal relationships, and the promotion of such conduct to followers through 

two-way communication, reinforcement, and decision-making is widely accepted without 

much discussion.  

 Ethics are very important when discussing an important characteristic of what is 

considered a leader. Ethics is defined as “the discipline dealing with what is good and bad 

and with moral duty and obligation” (“Ethics,” 2019).  It’s extremely important that a 

person who considers themselves a leader or if they are considered a leader by their peers 

that they have a strong understanding of ethics. It’s also important for this individual to 

have a strong grasp and understanding of what an ethical leader looks like as well as how 

ethical leadership is produced through practice.  

Within the field of education, ethics and ethical leadership are viewed from 

several different lenses. The ethic of justice deals with the rights and laws and the fair 

and equal treatment of all people (Shapiro & Stefkovich, 2016). A leader should always 
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be fair and impartial when making decisions that affect individuals, groups, and 

organizations. In education the ethics of justice call for educators to ensure that every 

student receives a fair and equitable education under the laws that govern the field. 

There is a great concern and effort to ensure that all educators follow the laws and 

policies concerning the education of students for the purpose of producing free and just 

people from the school system. According to Shapiro and Stefkovich (2016), a leader 

should be able to make sound ethical decisions based on the laws of justice and their 

moral compass. A leader must also be willing to stand for justice and stand up and speak 

against the very thing that causes harm to individuals, groups, and the overall 

organization. A leader must also be able to seek out the aspects that hurt the entities that 

they lead. 

Shapiro and Stefkovich (2016) found that when educators and educational leaders 

consider the ethic of critique, they are referring to the idea that one should not just accept 

the status quo, but some issues in the educational system need to be to challenged. The 

ethic of critique seeks to call out the inconsistencies, ask the difficult questions, and 

challenge the issues in education to ensure every student receives an equitable education. 

Leaders in the educational field should always look for ways to improve and to increase 

access to an equitable education for all students. A true leader will always have an 

understanding that their duties include ensuring that the will and care of the entity they 

lead should always be at the forefront of decision-making. In the educational system, 

educators and educational leaders have responsibilities and duties to the students they 

serve. The important duty that they are tasked with is to ensure to care and well-being of 



33 

  

  

every student they educate and to cause no harm in the decisions they make that effect 

those students.  

Discussions on the ethic of care are devoted to challenging educators and to 

ensuring that educational leaders prioritize the care and concern for students that they 

serve. According to Shapiro and Stefkovick (2016), students serve as the center of the 

educational process, and they need to be nurtured and encouraged. This is seen as going 

against the grain for those who make achievement their top priority. The educational field 

needs leaders who will make decisions that prioritize the care and concern for students 

and are at the best interest of each student they serve. The decisions that a leader makes 

must be ethical, but those decisions must also be transformative. These decisions must be 

transformative because the educational field is ever-changing as well as the laws and 

students’ rights that govern the field 

A leader stands out from the collective whole and steps up to produce the 

intended goal of this collective. Along with being an ethical person who can make 

decisions that are at the best interest of the group and or organization, a leader has a host 

of other characteristics. A leader must be willing and able to practice sound judgement 

even in the face of crisis and or difficult situations. According to Hoff (1999), a leader 

should have physical vitality and stamina as well as having great intelligence and the 

ability to practice judgement. An effective leader is eager to accept responsibilities given 

and is competent to see a task through completion. Furthermore, an effective leader 

possesses the ability to understand their followers and constituents as well as the ability 

to motivate. 

Higher Education Institutions 
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Individuals choose education beyond post-secondary as an avenue to help better 

their lives or to reach their goals. One of the ways in which an individual could reach 

their dreams is by pursuing and obtaining a degree or certification. According to 

Marginson (2016), higher education continues to make important differences to some 

individual graduates, and the differences matter.  Various types of institutions offer 

degrees or certificates such as two-year community colleges, four-year universities, and 

technical/workforce colleges. Over the course of the years, there have been significant 

strides in increasing access to obtaining an education beyond secondary learning 

opportunities.  

The role, mission, and purpose of the higher education institution has changed and 

developed over the years. Institutions of higher learning at the post-secondary level have 

a long history that first started at educating and training clergy members. According to 

Caulkins, Cole, Hardoby, and Keyser (2002), the roots of American higher education can 

be traced back to Harvard College, created in 1636, where many of the country’s oldest 

institutions started with training clergy. During the first centuries, only a small population 

attended college. Higher education has since transitioned into a tool in which the masses 

can take advantage of the benefits of obtaining education beyond secondary. This shift 

has grown into the idea that individuals can reach their goals and or increase their quality 

of life through the lens of pursuing education beyond the secondary realm.  

The number of individuals pursuing and obtaining a degree or certification in 

higher education has increased, especially after World War II. According to Caulkins et 

al. (2002), before World War II barely 5% of young adults had completed four or more 

years of college. Over the years the number of institutions, students and college-educated 
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alumni has grown, and today that figure is approaching 30%. Institutions of higher 

learning are designated as either public or private based on the funding and governance of 

these institutions. 

 Public institutions of higher learning at the post-secondary level are primarily 

funded and ultimately governed by the state government. This funding is through 

appropriations of the state, tuition, philanthropic contributions, research and development 

funds, ancillary activities, and endowment income (Caulkins et al., 2002). Laws 

pertaining to higher education are passed at the state level and enforced through the 

governance of executive higher education agencies and State Board of Education. Private 

institutions differ from public institutions through the funding and governance. 

Private institutions receive most of their funding through tuition funds and are 

governed solely by the board of trustees. According to Caulkins et al. (2002), authority 

over institutions of higher learning is given to boards of trustees that have the 

responsibility to hire and fire institution presidents, set board institutional policies and 

manage the institutions’ funds. Private institutions differ from public institutions because 

private institutions receive little, if any, funding from the state government; therefore, 

state laws and regulations do not apply to them. As institutions of higher learning at the 

post-secondary level are labeled into two categories, they are treated similarly by the 

federal government because of federal tuition aid.  

Higher education institutions have several stakeholders that have an interest in the 

ways in which these schools are governed and ultimately operated. The main three 

stakeholders within higher education institutions are governing boards/trustees, 

administrators, and full-time faculty. According to Bejer (2019), employees are one of 
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the important stakeholders within higher education institutions aside from students. The 

employee categories include teaching and non-teaching staff. Boards of trustees are 

ultimately responsible for identifying and selecting a president that will lead the 

institution.  

The boards of trustees at higher education institutions create the mission and 

vision of the institution; from there a leader is selected and tasked with implementing it 

through various facets. Typically, the leader is given the title of president or chancellor 

and is the chief operating officer charged with the authority over the business operations 

of the institution. According to Caulkins et al. (2002), in addition to carrying out and 

articulating the institutional vision to outside stakeholders, institutional presidents also 

retain authority over the campus’s daily business operations such as may be comparable 

to the president of a for-profit business. 

Another very important role in higher education institutions are the faculty that 

are hired to teach. In the early years of higher education institution, faculty designated to 

educate within these institutions had little authority, and the power was weak as it relates 

to the governance of these institutions until the creation of the American Association of 

University Professors (AAUP) in 1915. With the creation of the AAUP came with 

demands for faculty to have more autonomy and control over their academic ideas and 

requesting academic freedoms. Colleges and universities saw an increase in the formation 

of faculty unions and the request for collective bargaining. The request from faculty to 

have more decision-making rights over such things as tenure, promotion, and research 

agendas increased, Caulkins et al. (2002).  
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Nonacademic staff also plays a significant role at the operation of colleges and 

universities in the United States. In fact, Bejer (2019) reported that aside from the 

students the employees are one of the important stakeholders within higher education 

institutions. Nonacademic staff typically consist of non-tenure-eligible, part-time, and 

adjunct faculty. Nonacademic typically have less of a voice as it relates to the governance 

and operations of colleges and universities in the United States.  

The President who is selected to lead a higher education institution is positioned 

in a way that would bridge faculty and nonacademic staff together to help accomplish the 

goals and purpose of the institution. The president of the institution is tasked with being 

the chief operating officer and is responsible for the fiscal matters relating to the budget. 

Higher education institutions are funded differently based on whether the institution is 

public or private. The most common funding source of higher education institutions is 

through tuition. Public institutions rely heavily on funding from the state and federal 

government and tuition only makes up a small percentage of the budget sources 

(Caulkins et al., 2002).  

Private institutions are not eligible for most state and federal funding; therefore, 

they rely largely on the funds that are generated from collecting tuition. According to 

Caulkins et al. (2002), within public institutions, the tuition portion of the budget 

represents only 19% of all revenue collected. In contrast, private institutions rely heavily 

on tuition revenue at 42%. Public funds make up a significant portion as it relates to the 

funding of public institutions of higher education to be appropriated by the local and 

federal government. These are funds that represent an investment from the state’s citizens 

and other stakeholders of higher education institutions. Public institutions also receive 
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revenue from hospitals, auxiliary services and other services utilized at the college or 

university.  

In today’s society, not only is the role of post-secondary education institutions 

shifting, but the access to a higher education institution is increasing. Colleges and 

universities have become more accessible to students within the high school setting. 

Community colleges and universities are now expanding options for college credit, dual 

credit, early college programs as well as opportunities to obtain a college degree while 

still in high school. High school students have an opportunity to start early college 

options whether it be through dual credit or enrolling in an early college high school 

starting their 9th grade year Caulkins et al. (2002).  

Succession Planning in Higher Education Institutions 

According to Campbell Golden (2014), with challenge comes with the 

opportunity to mentor, develop and guide new and more diverse generation of 

presidential leadership and ultimately change the collegiate leadership landscape. Higher 

education institutions must seriously consider and begin making succession planning top 

priority in order to ensure that their respective institution has a competent successful 

leader at the helm of the organization. Basham, Stader, and Bishop (2009) claimed that 

colleges and universities can expect a large number of retirements from baby Boomer 

presidents within the next decade; however, universities are not taking the time to mentor 

and develop candidates to fill these vacancies.  

Succession planning, according to Wallin, Cameron, and Sharples (2005), is a 

process in which an organization assures the necessary and appropriate leadership for the 

future through a pipeline of talent with the capabilities of sustaining the institutions’ 
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long-term goal. Cruickshank (2018) explained that over the past 30 years schools have 

experienced education reforms with the goal of increasing the achievement standards of 

students. In addition, Luna (2012) proposed that organizational succession planning 

requires a systematic approach to future leadership as it relates to the recruitment, 

retention, and succession of employees. Rothwell (2005) emphasized the need for 

understanding the organization’s long-term goals and objectives, identifying the 

organization’s workforce developmental needs, determining workforce trends, and 

making predictions in direct relation to the type of the institution are principles that 

should guide succession planning.  

The number of individuals at the helm of colleges and universities holding the 

title of president who identify as minority or women have not increased significantly 

since 1988 (Gonzalez, 2011). According to the study of Enslin and Schulz (2015), career 

mentoring was positively related to perceived organizational support, and that career 

mentoring and perceived organizational support were positively related to self-reported 

affective commitment and continuance commitment. McDade (2005) found that higher 

education professionals who ascend in administration have used mentorship as a method 

to share, empower, and encourage protégés. Research studies show that there is an 

increase in the number of individuals seeking out a higher education credentials. Based 

on the trends of the increased population growth of individuals 18 to 24 years old and 

greater proportions of high school graduates attending collegiate institutions and adult 

learners deciding to enter higher education for career opportunities Luna, (2012).   

Succession planning and preparation of colleges and universities’ next leaders 

involve guiding these individuals through obtaining advanced knowledge of the purpose 
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and functions of these institutions. Luna (2012) argued that avenues for leadership 

development in organizations are mentoring, workshops, and seminars; formal education 

programs; and numerous modes of training. One of the ways in which current and former 

college and university administrators especially presidents could help prepare aspiring 

administrators to take the reins of these institutions is to help them foster 

interdependences through relationship building. According to Freeman, Jr., and Gasman 

(2014), a successful presidency is based on the knowledge and competency of the 

president and the needs of the institution.  

 According to Fulton-Calkins and Milling (2005), the best practices in succession 

planning include establishing a mentor/coaching program for the emerging leaders as 

well as establishing mentors/coaches from the organization that can offer the necessary 

guidance and support and those that are committed to the succession plan put forth by the 

organization. Caldwell (2007) viewed that, though university leaders have acknowledged 

the need to train the next generation of leaders, prior literature shows that programs 

dedicated to training within is typically driven by individuals rather than institutions, and 

changes in leadership in higher education institutions are often personal and tribal and 

controlled by board and selection committees.  

Preparing the Next Administrators in Higher Education 

According to Briscoe and Freeman, Jr., (2019), a mentor relationship with current 

and or former university presidents is beneficial for aspiring college presidents and 

provides them with professional development opportunities. Carmel and Paul (2015) 

described higher education as a changing landscape in which it is very difficult for less 

experienced education professionals to find more experienced individuals willing and 
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able to invest in and support their professional development. Additionally, Amey (2006) 

found that academic leaders create learning environments that include cultural awareness, 

acceptance of multiple intelligences and ways of knowing, strategic thinking, 

engagement, and a sense of collective identity.  

According to American Council on Education (2017), university presidents are 

stepping down and retiring at high rates. As a new generation of university presidents is 

needed, considerations should be placed on mentoring to develop the attributes leaders 

need to succeed in these roles. Briscoe and Freeman, Jr., (2019) asserted that mentoring is 

an efficient way of fulfilling these vacancies through personal and professional 

development of potential senior level administrators and future executive leaders. Higher 

education is becoming a normal opportunity for those individuals that complete high 

school and want to further their studies. Based on this notion, today’s higher education 

institutions must meet the needs of the ever-changing demographic of students they 

serve. One of the ways that this can happen is by providing competent, innovative, and 

trusted leaders to lead these institutions of higher learning.  

According to Hudson (2016), the one-on-one relationship between an expert or 

senior person within the field who gives their support, time, and encouragement to a 

mentee can be considered mentoring. Young protégés that desire to become college 

presidents or other higher education administrators must be properly guided and trained. 

They must be provided with the necessary skills to effectively run society’s institutions of 

higher learning. Being mentored by current and or former college presidents and other 

administrators could benefit the protégé in the form of rich knowledge and insight needed 

to move into those roles. Bear and Hwang (2015) concluded that, as it relates to 
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knowledge transfer, mentoring provides an important avenue through which 

organizational knowledge is transferred. This knowledge is best shared through 

interactive conversations and imparted experiences. Zachary (2002) found that a mentor 

relationship can aid protégés with making decisions and transitions as well as facilitate in 

the passing of organizational knowledge transfer.  

According to Kram (1983), when individuals who are experienced within their 

respective fields enter into a developmental relationship with a young adult, they can 

benefit by way of being provided an opportunity at midlife redirection of their energies 

into creative and productive actions. If they chose to participate in this type of 

relationship with aspiring leaders, it will require them to devote a personal commitment 

to the relationship. Mentors must invest their time, energy into making sure the young 

protégés have the necessary knowledge and skills to follow the same career tracks as they 

did. This would give current and former college presidents and administrators the 

opportunities to do things differently. It would give them the avenue to direct their energy 

and innovative creative ideas through teaching the young protégés.  

Briscoe and Freeman, Jr., (2019) tied networking to a mentor relationship when 

they described the mentor relationship as one of the important aspects that will determine 

a professional’s progression in higher education. Those who have ascended to power in 

higher education have used a mentor relationship to share, empower, and encourage 

protégés. It is extremely important that aspiring college presidents or administrators are 

properly groomed by someone that has done the job and knows what it takes to 

successfully carry out the duties of that office. According to Briscoe and Freeman, Jr., 

(2019), the role of grooming and mentoring is essential to the preparation of presidential 
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leadership and is a process in which a person with power and expertise grooms a protégé 

for organizational success, generally a senior leader within an organization. 

The next leaders of higher education institutions must be prepared to take the 

helm of these powerful and influential post-secondary institutions. According to Hudson 

(2016), the facilitative process of mentoring involves the commitment from both the 

mentor and the protégé since this type of relationship is built on mutual respect, trust, and 

comfort. While the passion and creativity are very important, it is also very important that 

leaders of colleges and universities are properly trained to be competent in their roles. 

This is important because higher institutions in America play an extremely important 

function across the globe. These roles range from an employer, educator, support system 

for the community, and second chance.  

New professionals in higher education, especially those who take on leadership 

roles, would be better equipped to lead when they receive guidance from those who 

currently or formerly held these positions. Carmel and Paul (2015) determined that a 

mentor relationship provides a safety net for the mentee in regard to career-related 

frustrations, allowing mentees the feeling that the organization is investing in their 

futures.  Guidance from a senior level administrator would allow for the new professional 

to make mistakes and to develop the ability to learn from those mistakes through 

correction of a more experienced professional. 

Garcia (2015) concluded that the role of an administrator is extremely important 

in higher education institutions and requires advanced knowledge in the field. To be 

successful while holding an administrative role in higher education institutions, one must 

understand multiple aspects of education, policy, and procedures within the education 
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field. An administrator in a higher education institution must also have an advanced 

knowledge and willingness to adhere to federal, state, and local laws regarding education. 

Senior level administrators, especially college and university presidents, must also have 

advanced knowledge in fundraising, budgeting, enrollment management, crisis 

management, and strategic planning. College and university executive leaders, especially 

presidents, must have knowledge and possess the ability to respond to the controversial 

issues surrounding campus racial climate, Title IV, and college access (Sanchez, 2009).  

While currently those holding the executive administrative roles in higher 

education institutions are categorized within the baby boomer generation, it is also 

understood that they are retiring and phasing out of these roles (Briscoe & Freeman, Jr., 

2019).  Phasing out means that there must be experienced individuals willing and ready 

to take on these executive administrative roles for colleges and universities to continue 

the work of providing opportunities and supporting individuals and families in pursuing 

higher education. The preparation of aspiring executive leaders of higher education, 

especially for future college and university presidents, is extremely important because of 

the complexity of the job and the impact that institutions of higher learning have on the 

economy, community, and society in general.  

Due to the nature of the job and the experience obtained from doing the everyday 

duties of being an administrator, current and former university presidents, and other 

executive administrators in higher education institutions would serve as great resources to 

aspiring administrators. According to Avci, Ring, and Mitchelli (2015), the upper 

administration for higher education institutions, including presidents, are the top 
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stakeholders and must be able to understand the culture of the university as well as lead 

it.    

Briscoe and Freeman, Jr., (2019) argued that development and guidance are best 

facilitated through a formalized mentor-mentee relationship. College and university 

administrators, especially presidents, have an advanced knowledge of the attributes that 

one must possess or develop to successfully lead these institutions. Mentorship 

relationships between senior level administrators and aspiring administrators in higher 

education occurs from one-on-one interactions, which involve the senior leader offering 

their time, support, and encouragement in a professional manner for the purposes of 

advancing the career of the less experienced professional. 

Within the next decade, the number of college and university presidents will 

increase, which means the urgency to prepare the institutions’ next leaders will be 

heightened. Campbell Golden (2014) illustrated that higher education is at a crossroad 

because it has seen a wave of retirements from college presidents and now a search for 

future presidential leadership. There is a challenge to mentor, develop, and guide a new 

and more diverse generation of presidential leadership within higher education. With the 

retirement of college and university executive leaders, there is currently not much 

movement nor urgency towards preparing and developing the next generation of leaders 

to take the reins of these institutions of higher education (Basham et al., 2009).        

Freeman, Jr., and Gasman (2014) determined that a successful college or 

university presidency is based on the knowledge and competency of the president and the 

needs of the institution. Consequently, succession planning must become a priority of 

colleges and universities for the purposes of ensuring that the institutions’ next leaders 
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are competent and prepared to lead. They must possess the ability to speak to the 

changing needs of the students served. Succession planning and preparation of colleges 

and universities’ next leaders involves guiding these individuals through advanced 

knowledge of the purpose and functions of the institutions. One of the ways in which 

current and former college and university administrators, especially presidents, could 

help prepare aspiring administrators to take the reins of these institutions is to help them 

foster interdependence through relationship building.  

According to Hoff (1999), various relationships are built and maintained with 

multiple constituents whom leaders meet while performing the tasks associated with 

leadership roles. An essential ability an effective leader of higher education institutions 

must possess is to foster strong, positive relationships inside and outside of the college 

and university.  

In addition, leaders assume the informational role since the leader is given access 

to more information than any other individual within the organization (Hoff,1999). With 

this ability they should be able to demonstrate a thorough understanding and be able to 

analyze this data and the ways in which it affects every aspect of their respective 

institution. Current and former senior level administrators who have advanced knowledge 

and experience with obtaining large amounts of information and data from various areas 

could provide aspiring administrators with the most effective ways of developing this 

skill. 

College and university administrators must build strong relationships with 

students, faculty, staff, and other stakeholders outside the institution, and the success of 

the institution is dependent on fostering positive relationships with all stakeholders 
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(Briscoe & Freeman, Jr., 2019). The senior level administrator would be able to guide the 

next generation of leaders into advanced knowledge of the most effective ways of 

forming and maintaining these relationships. The relationship with a senior level 

administrator would come with the benefits of having access to references and 

opportunities as well as exposure to professional networks and associations that can help 

the aspiring administrator effectively build relationships.  

Gardner (1990) identified intelligence, judgment in action, willingness to accept 

responsibility, understanding of followers/constituents, need to achieve, capacity to 

motivate people, capacity to manage as characteristics that leaders and managers need. 

Another important ability that an executive leader of colleges and universities should 

possess is that they must be able to demonstrate analytical thinking and listening skills 

because college and university leaders encounter so much information regarding 

budgeting, finances, enrollment management, accreditation, student success etc.  

According to Gigliotti and Ruben (2017), outstanding leaders possess knowledge 

of leadership and demonstrate the ability to translate the knowledge into practice. The 

translation advances their knowledge and effectiveness of their skills. Executive leaders 

of colleges and universities might encounter conflicts involving budget, faculty, staff, 

human resources, politics, and other areas while holding leadership roles. Consequently, 

conflict management is a very important skill that college and university administrators 

should possess and be equipped to handle. Whether the conflict within higher education 

institutions are positive or negative, executive leaders will experience it and must be 

prepared to effectively demonstrate excellent conflict management skills. Senior level 

administrators could aid aspiring administrators with developing effective ways to 
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resolve issues and provide support during the most challenging times throughout their 

professional careers within the workplace. Gigliotti and Ruben (2017) added that even 

though faculty and staff in a higher education institution can operate within their own 

individual silo’s leadership development is an important bridge in connecting these two 

stakeholders.  

Hoff (1999) argued that leaders and managers within higher education institution 

have an obligation to themselves and constituents to lead a strategic planning process. 

The multifaceted roles of the executive leaders of colleges and universities involve the 

advanced knowledge and thorough understanding of the various administrative day-to-

day duties. Aspiring college and university leaders must have knowledge of legal 

precedents, federal regulations, management information systems, student financial aid 

procedures, grants, and contract administration as these issues relate to their specific 

institutions. Senior level administrators who currently or formerly served within higher 

education institutions could serve as a great asset to those who desire to hold the same 

roles.  

According to Zachary (2002), mentoring is viewed as the passing of knowledge of 

subjects and aiding protégés with decision making and transitions. Preparing the next 

executive leaders of higher education institutions involves training individuals with 

complex knowledge and understanding of the governance and organization of in these 

institutions. The thorough understanding of the governance and organization is extremely 

important as decision making processes within higher education institutions involve more 

players than just executive leaders such as presidents, chancellors, vice presidents and 
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deans. The decision-making processes also involve the input and, at times, the approval 

of board members, students, and community partners as well as other key stakeholders.  

Preparing Aspiring African American Males to become Administrators in Higher 

Education 

New young professionals are experiencing difficulties within the ever-changing 

landscape of higher education. New professionals are finding it difficult to access persons 

willing and able to invest in and support their professional growth and development. 

While the number of African American males obtaining college degrees and entering the 

workforce is increasing, the number of African American males holding executive 

administrative roles in higher education is still on the low end. Howard (2014) found that 

as of Fall 2011, Black men only held 3.6% of all senior, executive, and upper 

administrative positions in U.S. higher education institutions. In the field of higher 

education, African American professional experience challenges that question their 

competency. According to Turner and Grauerholz (2017), the lack of Black men who 

hold professional positions can have serious implications for marginalized students of 

color. These implications can be experienced through curriculum and isolation and 

feelings of impostorship and racism.  

A disproportionate number of African Americans serve as faculty and staff in 

higher education. According to Whitford (2020), in the field of higher education, African 

American professionals make up less than 10% at colleges and universities and White 

employees account for more than three-quarters of all higher education professionals this 

data pulled from College and University Professional Association for Human Resources. 
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Daloz (2012) concluded that the mentor identity can be seen as being socially constructed 

through life experiences and communication about those experiences.  

According to Brittian, Sy, and Stokes (2009), protégés can benefit from a 

mentoring relationship as it provides protégés with opportunities to seek support and 

advice about how to handle their issues. It also allows them to receive guidance to help 

them overcome obstacles. However, African American males have endured challenges 

and obstacles, and many have taken those head on and persevered to obtain successful 

careers within their field of study. While there have been many protections put in place to 

curve these challenges, it can still be difficult navigating through the field of higher 

education for African American males. One of the reasons African American males 

whose desire is to pursue leadership roles in higher education may find it difficult is that 

they may have minimal access to those that they can relate to and that look like them that 

they can consider mentors.  

Wolfe and Freeman (2013) underscored the most important ethical issue that 

higher education institutions encounter is the underrepresentation of administrators of 

color. Turner and Grauerholz (2017) asserted that colleges and universities will face 

serious challenges to diversity and social justice with the absence of Black male 

professionals in higher education. According to Khosrovani and Ward (2011), there has 

been extensive research that indicates that African Americans as a racial minority group 

receive fewer opportunities and career benefits in corporate settings. Mentorship is a 

great career development tool for those who have experienced challenges and obstacles in 

the workplace. Mentorship is a great way for mentees to gain a great learning experience. 

Mondisa (2018) concluded there are several skills a protégé may develop while engaging 
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in a mentor relationship, including resiliency and the ability to overcome obstacles. 

Through a mentor relationship, protégés may acquire cultural and social capital.  

According to Turner and Grauerholz (2017), when Black students are connected 

to male professionals through mentor relationships at predominantly White institutions, it 

helps to counter messages that Black students are academically inferior, unqualified to be 

in college, and are only there due to affirmative action. African American mentees would 

be able to use the mentorship relationship to learn the various languages, norms, and 

workplace as well as learning how to navigate their academic environments. The support 

from a senior level higher education administrator would give African American males 

pursuing leadership positions access to social networks and support systems. According 

to Mondisa (2018), there is a need to understand mentoring techniques and how these 

techniques can be influenced by certain aspects such as identity of race, gender, and 

ethnicity.  

Chang et al. (2014) suggested that faculty and staff of color support students of 

color with empathetic perspectives and provide positive role models. The process of 

mentoring African American males who desire to pursue leadership positions within 

higher education should be the same as every other mentee; however, the amount of 

support needed may be greater. African American males may need more of a supportive 

system when pursuing leadership positions within higher education as they lack access to 

many African Americans in the field. African American mentees would benefit from the 

guidance of a senior level administrator in the areas of having an advisor who assists 

them in setting and attaining career goals. The senior level administrator could serve as a 
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strategist for the mentee to learn networking and building relationships within the 

workplace.  

According to Mondisa (2018), Black males and females have different 

experiences especially in negotiating access and engagement in the academic realm; 

however, having a shared identity and interest with mentors is important aspect of mentor 

relationships within the workplace. African American males pursuing leadership 

positions within the field of higher education would benefit from mentors that they can 

identify with. It is very important for African Americans to have someone that they can 

identify with because it not only gives them a senior level person that they can be guided 

by, but also it allows them to believe that regardless of the racial obstacles, success is 

possible. Being able to connect with someone who they can relate to may help African 

Americans in the workplace of higher education.  

African American mentors can provide aspiring African American male 

administrators in higher education with the type of guidance that provides a familial 

support. Through the familial type of mentorship, senior level African American 

administrators would guide the protégé in the same manner as they would advise a family 

member, giving them a strong impression that the mentor cares and believes in their 

ability (Modisa, 2018). The senior level administrator can serve as guidance that a less 

experienced professional can use to help them better navigate throughout higher 

education. The mentor would also be able to assist the protégé in helping them to 

understand the purpose and importance of developing a plan as well as to help direct 

resources to the less experienced professional. Ultimately, African American males 
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pursuing leadership roles in higher education would be able to reap the benefits of being 

advised by a senior level African American administrator through mentorship.  

Some of the benefits of mentoring include providing the protégé with constructive 

guidance and offering feedback that is understandable and can be put into practice. 

Another great benefit in having access to a senior level administrator that one can relate 

to is that the mentor is responsive to issues that would arise in the professional 

environment in regard to identity, race, gender, ethnicity, class, and sexual orientation. 

The senior level administrator would be able to relate to the new African American 

professional as some of the obstacles and challenges they may face, the more experienced 

administrator may have been able to overcome and provide insight. According to 

Johnson-Bailey (2012), discrimination may prevent mentees from engaging in helpful 

mentoring relationships. Gender, race, class, ethnicity, ability, sexual orientation, and 

issues of power may affect how mentees and mentors interact and negotiate their 

relationships (Hansman, 2016). 

African American males in higher education may face challenges and criticisms, 

and some of these criticisms may called their competence into question. According to 

Offermann et al. (2014), African Americans are at an increased risk of experiencing 

challenges such as racism and racial discrimination within the higher education 

workplace. This could happen as the protégé may be viewed as inexperienced in the field 

by not knowing the workplace norms and strong solutions of the best way to navigate 

through this new environment. Mondisa (2018) found that protégés may benefit from 

their mentors through the relationship by grasping a deeper understanding of how to 

navigate their academic environments and acquiring social networks and support 
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systems. The guidance and support from a senior level administrator could help the less 

experienced professional in higher education enhance their self-esteem and confidence.  

African American males who would express their feelings and or disagreements 

were then labeled with the term the Aggressive Black Man. African American women 

who expressed opinions were often labeled as the Angry Black Women. These labels are 

accompanied by a significant amount of fear; therefore, when African Americans 

expressed voice, they were seen by Whites as aggressive and angry. These are labels that 

could ultimately hurt the progression of African Americans within the American society 

and within the workplace. According to Turner and Grauerholz (2017), the participants in 

this study recognize that they must be careful of the ways in which they use voice and 

believed that they were not as free as their White counterparts to speak freely.  

Young new professionals in higher education fields would significantly benefit 

from the guidance and support of other African Americans in the field who are more 

experienced and can provide insight. Mondisa (2018) concluded that African American 

protégés may develop resiliency and the ability to overcome obstacles in addition to 

acquiring cultural capital from engaging in a mentoring relationship. Senior level African 

American professions working at higher education institutions through intentional 

mentorship could help prepare aspiring administrators that they identify with racially. 

Senior level administrators unlike new professionals have been able to journey through 

the field while learning the workplace culture and build up the endurance to handling 

failures. Senior level administrators are more experienced in adapting to their respective 

organization’s workplace environment.  
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African American professionals in the field of higher education experience many 

obstacles while working in higher education (Mondisa, 2018). Aspiring African 

American administrators can be better prepared to take on these challenges through the 

guidance and development from a successful mentorship relationship with a senior level 

administrator who they can identify with racially. Research indicates that mentoring can 

help to combat the negative experiences and obstacles faced by African American 

undergraduates and help facilitate minority students’ success. This support and guidance 

can help African Americans working in the field of higher education through a 

relationship with a senior level administrator as their mentor. African American mentors 

would be best to guide aspiring African American administrators in effective ways of 

handling this type of situation as some of the same challenges the protégé is facing this 

administrator once faced. Mondisa (2018) explained as follows: 

Specifically, African American faculty members may be subjected to stereotypes 

or perceived notions regarding their abilities in academic and or educational 

contexts. As faculty members and professionals, African Americans may 

encounter situations in which students or colleagues may question their 

capabilities or qualifications to teach classes, perform research, or conduct other 

tasks. (p. 1) 

In a mentorship relationship, African American protégés can receive many 

benefits from the guidance and mentorship of a more experienced professional within the 

field. African American protégés can reap the benefits of receiving emotional and 

psychological support, and they are able to learn valuable lessons from their mentors. 

According to Mondisa (2018), African American mentors may be tasked with guiding 
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and counseling their African American mentees in handling racialized situations, 

especially when their abilities are called into question. The valuable lessons learned by 

the protégé from a senior level administrator would better help prepare them to take on 

executive leadership roles within institutions of higher learning. Through these types of 

mentorship relationships, African American protégés would be able to develop and 

maintain resiliency while in the field and develop effective ways of overcoming 

obstacles.  

Aspiring African American administrators can relate to other African American 

professionals through engagements of handling similar racial obstacles within the field 

(Mondisa, 2018). African American protégés may learn how to develop resiliency and be 

able to overcome obstacles as well as able to acquire cultural and social capital from 

engaging in a mentor relationship.  

African American mentors’ approach to mentorship would significantly benefit 

aspiring African American male administrators as the most prominent approach practiced 

is familial mentoring. According to Mondisa (2018), there is a prominent theme and 

approach with African American mentors in which they advise their protégés in the same 

manner as they would advise their own family members.  Being advised in the same 

manner of a mentor’s family member would greatly benefit an aspiring African American 

male administrator because it would guarantee that the best advice is given. This would 

be a benefit for the protégé as being treated in the same manner as a family member 

because the mentor would give a great deal of patience and dedication to ensure that the 

less experienced professional is guided to a pathway of success.  
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Another great benefit to having a mentor to identify with racially is that there are 

similarities in how they were mentored and possibly similar home environments growing 

up. Additionally, they are able to use listening skills in a way that shows empathy to their 

protégés. Mondisa (2018) identified three main themes, one of which was an empathetic 

listening approach.  More experienced professionals that identify with their protégé 

recognize the individualizable of them in a way that celebrates and optimizes on their 

Blackness. Developing a supportive relationship of this magnitude with a senior level 

administrator would better prepare an aspiring administrator to take on more 

responsibilities in the workplace environment. The protégé would feel more confident 

and competent through the guidance of someone whose career path they aspire to follow, 

who they can identify with and has their best interest at heart (Brittian, Sy, & Stokes, 

2009).  

African American mentors in the field of higher education could significantly 

positively impact the growth and development of aspiring African American male 

administrators through a mentor-protégé type relationship (Mondisa, 2018). The senior 

administrator was once new in the profession and can provide insight and draw on their 

own experiences to help develop and train the new African American professional into a 

pathway of career success. African American mentors are likely to have experienced 

obstacles involving race, they would be able to counsel and guide their protégés on the 

most effective ways to address these situations. When aspiring African American male 

administrators can see someone whom they deem as successful, and they look up to this 

person, then they are able to develop a level of trust towards their mentor as they feel that 

the correction and or advice given has their best interest at heart.  
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The obstacles faced by the African American race makes them more likely to deal 

with situations in the workplace in which their abilities and quality of work and 

competencies are questioned. African American mentors would be able to help build the 

confidence of their protégé through sharing their successes, failures and giving advice in 

navigating through their organization. Within the American society and specifically 

higher education, African American professionals may be faced with situations where 

they must take on multiple roles in which they are forced to shift their behavior based on 

the environment that they are operating in (Mondisa, 2018).  

African American mentors would greatly benefit an aspiring African American 

male administrator by shifting their behavior from an administrator and potentially their 

boss to a mentor that can give the protégé one-on-one career guidance. According to 

Mondisa (2018), situated identity theory assumes they people take on various roles within 

different settings and will shift behavior according to their awareness of situational 

contexts. People will shift their behavior based on the role that they are currently playing 

such as a mentor when interacting with their protégé.  

African American mentors’ behavior is rooted through a lens that understands the 

challenges faced by their race within the realm of higher education and would be better 

suited to guide an aspiring African American male administrator in how to walk, talk and 

exist within this new environment (Offermann et al., 2014). African Americans are at an 

increased risk of experiencing racism and racial discrimination in the higher education 

workplace. The racial experiences faced by African Americans working at higher 

education institutions can have a significantly negative affect on their psychological and 

physiological health. A mentor relationship would benefit African American protégés by 
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providing guidance to developing healthy coping strategies for handling these negative 

experiences they face.  

Developing health coping mechanisms would greatly help prepare aspiring 

African American male administrators to take on these leadership roles. While working at 

higher education institutions, African American professionals will be more likely to 

experience having to deal with racial microaggressions. Racial microaggressions are 

defined by Sue, Bucceri, Lin, Nadal, and Torino (2007) as brief and commonplace daily 

verbal, behavioral, and environmental indignities. This is true whether it is done 

intentionally or unintentional and communicates hostile, derogatory, and or negative 

racial slights and insults to the intended target person and or group. These racial 

microaggressions are often perpetuated by White faculty, administrators, staff, and 

students in higher education institutions. They are often unaware of the implications of 

their racist comments and or acts made or taken against African American professionals.  

Aspiring African American male administrators, for fear of being viewed and or 

labeled as an Aggressive Black Man, may not feel comfortable addressing these racial 

microaggressions. African American mentors would be able to guide their protégé into 

the pathway of developing healthy coping mechanisms for handling these racial 

microaggressions (Sue et al., 2007). At the level of an experienced senior level 

administrator, the mentor would be able to provide advice to the protégé on how to 

interact with other professionals in the higher education workplace. African American 

males working in higher education are often forced to tone down or be very careful and 

practice hyperawareness with how they are perceived within certain environments. 
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African American male professionals perceive that they must remain careful at how they 

practice self-expression  (Turner & Grauerholz, 2017).  

Self-expression is an area that can be greatly guided by the senior level African 

American administrator in higher education in which aspiring African American male 

professionals can positively benefit (Turner & Grauerholz, 2017). African American male 

professionals often feel like they are not free to speak and act in the same way as their 

White counterparts, and they realize that they must be careful about the ways in which 

they participate and practice advocacy, agency, and inclusivity on behalf of 

underrepresented populations. African American male professionals working in higher 

education often feel that no matter how hard they explain their positions, they will always 

been viewed as having an aggressive tone.  

Often the White counterparts of African American professionals within higher 

education can freely express their thoughts and opinions, whereas African American 

individuals often avoid expressing their opinions openly to elude being considered as a 

threat. African American mentors would be able to council their protégés to ways to 

control their fluctuations and inflections in their voice in ways that it would be impossible 

to be labeled as having an aggressive tone (Turner & Grauerholz, 2017).  

The importance of developing strategies for navigating through this new 

workplace environment for aspiring African American male administrators in higher 

education is heightened. Experiencing increased negative racial microaggressions could 

significantly affect the professional career of African American males in higher 

education. When African American male professionals working in higher education fear 
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addressing these racial microaggressions, it could lead to them developing maladaptive 

coping strategies (Decuir-Gunby, Johnson, Edwards, McCoy, & White, 2019).  

  The development of maladaptive coping strategies could produce through the 

form of disengagement, social withdraw and self-criticism. According to Decuir-Gunby 

et al. (2019), adaptive coping strategies will include but are not limited to engaging in 

communication and or confronting racism, forming professional networks, seeking 

mentor relationships, turning to religion/spirituality, armoring and or setting boundaries, 

and engaging in self-care. It is imperative that African American males working in higher 

education find creative ways to develop adaptive coping strategies to address the many 

challenges that they will face while navigating throughout this new workplace 

environment. As the institution is independent of coping strategies, the guidance that a 

protégé would receive from their mentor who serves or formally served in senior level 

administrative roles in higher education. 

Developing adaptive coping strategies will help African American males working 

in higher education alleviate some on the race-related work stress. Decuir-Gunby et al. 

(2019) asserted that an effective adaptive coping strategy that African American males 

working in higher education can use to address the racial microaggressions is to 

participate in open communication with their microaggressions. Open communication 

involves having an open dialogue with those who committed the microaggression. In 

instances like this, the victim of this situation would bring awareness to the person of 

their offensive language or act; however, African American males working in higher 

education may be hesitant to participate in an open dialogue in which they would be 

confronting the racial microaggressions within their respective workplace environments.  
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African American mentors would be extremely instrumental in helping their 

protégés prepare for this open communication addressing racial microaggressions. As 

African American males confronting the racial microaggressions are taking a risk at 

being viewed and or labeled as aggressive, their mentors could help them develop ways 

of communication that would combat the aggressive stereotypes placed on them by White 

counterparts. This could also be in the form of counseling their protégés to practice 

controlling the fluctuations and inflections in their voices (Turner & Grauerholz, 2017).  

 While working in higher education, African American male professionals may 

experience situations where they feel that they are being used as the token Black 

employee (Mondisa, 2018). Tokenization among African Americans happens when in a 

work environment there are very few professionals that identify as Black. In this instance 

because there are very few representatives, the Black employee is often called upon to 

speak on all issues that are Black related. African American professionals in higher 

education can sometimes feel that tokenization is happening when their institution 

constantly calls on them to represent their race in their efforts to celebrate and foster 

diversity and inclusion (Turner & Grauerholz, 2017).  

African American mentors would be able to guide their protégé in the most 

effective ways of communication to their institution on how to not be used as the token 

Black employee. African American males, due to the feeling of being the token Black 

employee, can lead to an emotional taxation because they feel that they are expected to 

know, understand, and speak to everything Black related. African American employees 

who formally or currently serve in senior level administrative roles would be best to 
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mentor African American males in the most effective ways of not being forced into 

tokenization (Mondisa, 2018).  

“According to the Bureau of Labor Statistics (2015), just 13% of education 

administrators are Black or African American (men and women combined) and 34% are 

men” (Turner & Grauerholz, 2017). The number of African American administrators in 

higher education is disproportionate to the growing number of African Americans 

working in and pursuing higher education degrees. The mentorship and development of 

African American professionals working in higher education especially aspiring Black 

administrators in extremely important because it further prepares them to take on 

executive leadership roles in their respective institutions.  

African American males who desire pursuing executive leadership roles in higher 

education would be provided a professional support network that involves the guidance 

of someone who they can identify with racially and who serves in a senior level 

administrative role. African American mentors who formally or currently serve in senior 

level administrative roles would be ideal to help guide and mentor aspiring African 

American male administrators as they would be able to mentor with an empathetic 

approach (Decuir-Gunby et al., 2019).   

The empathetic approach to mentorship involves the mentor being flexible, open, 

and receptive to their protégé. They are more likely to have experienced some of the 

same challenges and obstacles that their protégé is experiencing. The African American 

mentor who can relate to these experiences can provide their protégé with the guidance 

that would help them to overcome these challenges that they were able to overcome. The 
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protégé would be guided by someone who looks like them, so they would be more likely 

to trust the intentions of the senior level administrator (Mondisa, 2018).  

The Black male experiences on campuses where there is a low number of African 

American males holding senior level administrative positions have serious implications 

on the success and progression of current and aspiring administrators who identify as 

African American. African American males working in higher education often 

experience feelings of isolation and alienation within the workplace environment. These 

feelings of alienation and isolation can also be experienced by higher education students, 

faculty and administrators who identify as African American (Stanley, 2006). African 

American mentors who serve in senior level administrative roles in higher education 

institutions could serve as a professional support system for African American males 

aspiring to one day hold executive leadership roles.  

Mentorship relationships can provide a new professional with the tools necessary 

to help develop them personally and professionally (Mondisa, 2018). Higher education 

institutions must shift with the growing diverse student populations to properly support 

these students. One of the ways in which higher education institutions can ensure they are 

meeting the needs of their students is by attracting transformational leaders that will help 

propel these institutions to success.  Entering a new workplace environment can present 

some challenges; however, with the proper development and guidance, employees can 

have successful careers in higher education institutions.  

While working in the field of higher education, especially on predominately 

White campuses, African American professionals may also experience feelings of being 
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unwelcome. They may also feel that there is a lack of recognition, acknowledgment, and 

celebration of Black culture, the Black experience and achievement (Jackson, 2001). 

 African American mentors who serve in senior level administrative roles could 

serve as a support of African American males who are new in the field and could serve as 

a listening ear for this new professional. African American mentors serving in 

administrative roles are more likely to have experienced the same and or similar feelings 

and could provide advice on how to navigate throughout the workplace environment 

while actively conquering these hurdles. Negative experiences of feelings of isolation and 

feelings of being unwelcome as faculty, staff, and students makes them less likely to 

pursue administrative roles in higher education institutions (Scott, 2016). 

The challenges that African Americans have faced within the American society 

can make it difficult for some to navigate through the workplace environment, especially 

in the field of higher education. Mentorship is often used to help develop leaders in 

higher education institutions. Due to very few African Americans holding executive 

administrative positions in higher education, this makes it difficult for aspiring African 

American male administrators to find mentors to help guide them. The development and 

mentorship of African American males who desire to take on executive leadership roles 

in higher education institutions is extremely important. The guidance and mentorship of 

African American males working in higher education would be best fostered through 

senior level administrators who they can identify with racially and who have been 

successful through climbing the career ladder in their field. 
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CHAPTER III 

Methodology 

The goal of this study was to test the research questions related to mentorship and 

developing aspiring African American males to take on executive administrative 

leadership roles in higher education institutions as stated in Chapter I. Separate 

instruments to measure these variables were utilized to this end. The methodology 

employed to test the research questions will be presented in this Chapter. The chapter is 

organized into four sections: (a) selection of participants, (b) instrumentation, (c) data 

collection processes, and (d) data analysis.   

The purpose of this study was to examine executive administrators’ perspectives 

working in higher education institutions regarding mentorship among aspiring African 

American male administrators in higher education.  This study also examined whether 

having one or more mentor relationships with senior level executive administrators in 

higher education influences the career success of African American males who aspire to 

become executive administrators within higher education institutions.  

This research examined the phases and functions of a mentorship relationship and 

whether it prepared African American males to take on executive leadership roles as a 

higher education administrator. Mentorship was also examined through the lens of using 

it as a career development tool and if a mentorship relationship will help recruit and 

retain African American males in higher education institutions. This research examined 

the relationship between aspiring executive administrators in higher education and a 

mentor relationship with current and former executive administrators, as well as what it 

takes to prepare those protégés’ to take on the roles of college presidents and other 
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administrators within higher education institutions. Finally, this study examined the 

mentorship approaches of African Americans mentors and the benefits it has on 

developing and preparing African American males to hold executive administrative roles 

in higher education institutions.  

Research Questions 

The following research questions were used to help guide this study:  

1. What evidence is there that mentoring works to retain and promote employees, 

especially African American male employees to obtain executive leadership roles 

within higher education institutions?  

2. What is the extent to which the professional career development of higher 

education administrators has been influenced by a mentor or mentors?  

3. What are the perceptions of current administrators in higher education regarding 

how mentoring helped to prepare them for leadership? 

Selection of Participants 

The context and setting of this study included one large suburban school district 

in Southeast, Texas. Currently, this college system has seven campuses, more than 7,000 

employees, and nearly 100,000 students. For the study only, employees who are 

categorized as executive administrators within the multi-campus college system in 

southeast Texas were utilized in the study. The researcher chose to focus its participant 

pool on executive administrators at the multi-campus college system because this study 

seeks to understand the effects, if any, that a mentorship relationship has on the 

professional career of an aspiring administrator in higher education institutions. The 

researcher wants to further understand whether a mentorship relationship can be utilized 
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to help prepare African American males who aspire to become executive administrators 

in higher education to take on these roles and ultimately equip them to take helm of the 

presidency. The perspective of administrators in higher education on mentorship and 

whether it can be an effective tool in advancing the professional career of a higher 

education employee would be very valuable to this study.  

The multi-campus college system serves and partners with 11 different ISD’s 

within the Southeast Texas region. The multi-campus college system serves nearly 

99,000 students and is led by a system chancellor and each campus is designated its own 

campus president. Each campus president has their own designated executive leadership 

team. The multi-campus college system offers a wide variety of academic/workforce 

programs ranging from certifications to bachelor’s degrees.  

The multi-campus college system located in southeast Texas is composed of 

approximately 61.81% of female students, 38.19% of male students, and 0.01% of 

unknown gender classification. The race/ethnicity demographic breakdown is as follows: 

42.55% Hispanic students, 30.03% White Students, 13.06% Black students, 8.28% Asian 

students, 3.65% multiple races identified, 2.24% race unknown, and 0.19% American 

Indian. 

The sample was comprised of nine executive administrators in higher education, 

including Chancellors, Associate Vice Chancellor, Presidents, Vice Presidents, Associate 

VP, Dean, Assistant Dean, and Associate Deans. This qualitative study utilized the 

purposive sampling method as a method of soliciting participants for the study. 

According to Lunenburg and Irby (2008), purposive sampling involves selecting a 

sample based on the researcher’s experience or knowledge of the group to be sampled. 
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Based on this, the researcher selected purposive sampling to render the perspectives of 

the executive administrators within the multi-campus college system. The researcher 

conducted a focus group to gain the data needed to successfully carry out this study. 

Participants chosen for this study were solicited via email. Each participant was selected 

based on their professional role within the multi-campus college system in southeast 

Texas.  

The higher education institution studied here was selected from a southwestern 

region of the United States of America. The institution that the researcher selected is a 

two-year multi-campus college system in southeast Texas. The multi-campus college 

system located in southeast Texas was founded with one campus in 1972 and opened its 

doors to students in 1973. Since then, the system has expanded to seven campuses, two 

university centers, and 10 additional centers.  

The researcher conducted a focus group consisting of executive administrators 

within the multi-campus college system. The participants’ pool was diverse and was 

representative of a diverse pool based on race, sex, ethnic, age and leadership position 

classification within the multi-campus college system in southeast Texas. The researcher 

selected African American executive administrators within the multi-campus college 

system because it allowed the study to further understand the specific mentorship 

techniques that African American mentors use towards their African American mentees. 

It helped understand whether there are specific approaches used for African American 

male mentees differently than mentees of other races. 

The researcher selected specific participants from the multi-campus college 

system because it allowed the researcher to further understand the specific mentorship 
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techniques that Non-African American mentors use towards their African American 

mentees. It will help understand whether Non-African American mentors see a need or 

urgency to practice specific mentorship approaches to their mentees. It will also allow the 

researcher to understand their perspective on whether they feel it necessary to practice 

specific mentorship approaches geared towards supporting African American mentees 

who aspire to hold executive administrative leadership positions leading up to the 

presidency.  

The purposive sample for this study included nine participants.  Seven 

participants are African American administrators working within the multi-campus 

college system. One participant was African American working within a four-year 

private university and one participant was African American working in a four-year 

public university.   

The researcher conducted a qualitative study to examine the effectiveness of 

mentoring and developing African American males who aspire to become executive 

administrators in higher education institutions. According to Lunenburg and Irby (2008), 

qualitative research uses sampling techniques that produce samples that are 

predominantly small and nonrandom. This is in keeping with qualitative research’s 

emphasis on in-depth description of participants perspectives and context. The 

researchers look for universal themes of the participants individual experiences. Having 

this in mind, the researcher explored the perceptions of current executive administrators 

within the multi-campus college system in southeast Texas on the effectiveness of 

mentorship and development within their respective administrative careers as well as 

their perceptions of the effectiveness of mentorship and development of aspiring African 
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American males in preparation of taking on executive administrative leadership roles 

within higher education institutions.  

Instrumentation 

The researcher created in an instrument to be used during the focus group 

interviews. The instrument created consisted of seven questions that were adapted from 

the three research questions that helped to guide this research study. In this instrument, 

each participant was asked to answer candidly to seven questions surrounded around their 

personal experiences with mentoring relationships. Each question sought to gain the 

perspective of each participant as it relates to mentoring relationships and its effect on 

their professional careers in higher education administration. See Appendix A for focus 

group interview protocol. See Appendix B for focus group survey question instrument.  

Trustworthiness 

The researcher established trustworthiness within the study by using the set aside 

guided interview protocol questions, observations, and transcriptions. After conducting 

the interviews, the researcher notified the participants and forwarded a copy of the 

interview transcripts to the participants for the purposes of validating their interview 

feedback. Creswell and Poth (2016) explained that a validation process is used to access 

the truthfulness of the findings as best described by the researcher and the participants. 

The researcher conducted online interviews unitizing Zoom for the two focus 

groups in this study. The researcher also conducted two individual interviews in this 

study. The researcher used Otter.com to transcribe the interviews. The researcher then 

analyzed and took notes of each of the two focus group transcripts. The data was 

organized based on deriving themes from the participants answers to the guided protocol 
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questions. The researcher used the data from the interviews, transcripts, and field notes to 

triangulate all three of the sources of information. The field notes and transcription 

information gathered from the focus group interviews will be stored in the researcher’s 

personal laptop and will be stored in an external drive for five years.  

Data Collection Processes 

This study was conducted using two focus groups. This study employed a qualitative 

methodology of data collection that helped the researcher to analyze the effects that a 

mentor relationship has on the professional career development of higher education 

employees as well as preparing African American males to take on executive leadership 

positions in higher education institutions. Before data collection began, written consent 

was obtained from each participant.  

The data collection employed a focus group composed of a total of seven current 

executive administrators in the multi-campus college system. The researcher also 

conducted two individual interviews. One participant was an African American 

administrator in a four-year private university. One participant was an African American 

administrator from a four-year public university. The participants selected within the 

group were representative of a diverse pool based on race, ethnicity, age and leadership 

position classification. Administrators participating in the focus group responded to 

questions that were based on the three research questions that guided this study. A 

scheduled and designated area was set up for the researcher to conduct the focus group 

via Zoom session. The focus group interview lasted approximately one hour and 30 

minutes. This group’s responses were recorded and transcribed with the permission of the 

participants.  
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The focus group was conducted to gain the perspectives of current executive 

administrators employed within the multi-campus college system, four-year public 

university, four-year private university on whether a mentorship relationship influences 

the professional career development of higher education employees especially African 

American males. It also sought to understand whether a mentorship relationship influence 

preparing African American males to take on executive leadership roles in higher 

education leading up to the presidency. During the data collection, confidentiality of the 

administrator’s identities was ensured. Names and employee identification numbers will 

not be included in any summary information. 

Data Analysis 

The qualitative analysis of data was comprised of analysis for similarities and 

differences, coding and categorizing, and constant comparison (Lunenburg & Irby, 2008). 

The invitation to participate in this study was sent out to all current executive 

administrators employed with the multi-campus college system in southeast Texas. The 

two focus groups were recorded and transcribed for accuracy. 

Research Bias 

The researcher is an aspiring executive administrator African American male 

working within the same multi-campus college system where the focus groups will be 

conducted, having served in the capacity of Specialist III Student Outreach and 

Recruitment and Advisor, Career Services. In addition, the researcher had a 

professional working relationship with a select number of possible participants in the 

study through various components within the multi-campus college system. Therefore, 

to eliminate any researcher bias or influence on the findings, cautionary measures such 
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as selecting participants from other system campuses and utilizing guided protocol 

questions for the purposes of ensuring the validity of this study were taken when 

conducting the focus group interviews and analyzing the findings.  

Summary 

This chapter restated the purpose of this research and presented the research 

questions. The participants were chosen through a purposive random sample of executive 

administrative leaders in a multi-campus college system in southeast Texas in the United 

States. The selection of the 10-participant sample from targeted population was 

discussed. In addition, the validity and reliability of the instrument was presented, 

including the test of reliability of the constructed instrument. The data collection 

procedures and response rates were also discussed in this chapter. Finally, the methods of 

data analysis for each of the research questions was presented, followed by a discussion 

of statistical analysis. Results of the data analysis are presented in the following chapter. 
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CHAPTER IV 

Findings 

This chapter provides findings, outcomes, and analysis of data related to the 

mentorship experiences of executive administrators in higher education and their 

perspective of the effects of mentorship on their career success. The presentation of 

findings beyond demographics and general qualitative testing (i.e., reliability, 

correlations, regressions, etc.) will be organized by the three research questions that 

guided the study. The chapter concludes with a discussion of the findings, related 

exclusively to the three research questions. 

The current study explored the perspectives of executive administrators in higher 

education regarding their personal mentorship experiences and the effects on their 

elevation and career successes as an executive administrator in higher education 

institutions. The researcher surveyed and interviewed each participant to gain the data. 

The study surveyed executive administrators from two-year colleges, four-year 

universities, and public and private higher education institutions across southeast Texas. 

The researcher created an instrument that consisted of a total of seven questions that were 

asked during the focus group interview. The researcher received nine  participants for the 

focus group.   

The focus of this study was the perspectives of executive administrators in higher 

education of mentor relationships and to understand their perspectives on their own 

personal mentor relationship and whether it played a role in their career successes. The 

research questions used to understand this were: 

1. What are the perceptions of current higher education leaders on mentoring?  
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2. What is the extent to which the professional career development of higher 

education administrators has been influenced by a mentor or mentors?  

3. What are the perceptions of current administrators in higher education 

regarding how mentoring helped to prepare them for leadership? 

The purpose of this chapter is to report the results of the data analysis gathered 

from the semi-structured interview questions and survey. The following chapter is 

organized as follows: introduction, demographics and participant background, analysis of 

the data, survey, focus group, interview questions, themes that arose from the interviews, 

and a summary. In this chapter the researcher reported the data collected through 

interviews and surveys and discussed how they address the research questions. The 

participants in this study were all male who currently serve in executive administrative 

roles in southeast Texas. Of the nine participants in the study, 100% were males. The 

study is representative of all African Americans as it relates to ethnicity. 

Research Question One 

What are the perceptions of current higher education leaders on mentoring? There 

seems to be a massive influence that mentor relationships have on the perceptions of 

executive administers in higher education institutions. During the focus group, seven 

questions were asked. Question one was, “What motivated you to become an 

administrator in higher education?” Participant C stated that seeing the impact his mentor 

had on the lives of students encouraged him to pursue a career in higher education. 

Question 2 asked each participant to describe any mentoring relationships they had and 

their perceptions of its value to success as an administrator in higher education. 

Participant A discussed the importance of understanding who you are mentoring. 
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Participant A also alluded to the importance of feedback and the biggest feedback that 

you can give to someone you are mentoring or coaching is the importance of being 

mindful of voice.  

Participant B said that his mentor was able to help fast track his career as well as 

help him to understand the nuances and the political pitfalls especially being an African 

American male serving in an institution of higher learning. He also stated the having 

someone like a mentor on the outside looking in was important. It is important to 

understand the true value of the relationship.  Participant C said that the relationships 

with colleagues are very valuable and are a form of mentorship. Having a safe space such 

as this with likeminded individuals to bounce ideas off of colleagues, as well as to discuss 

challenges, to discuss successes, to discuss strategies that are working is important.  

Participant D discussed the importance of distant mentors where watching what 

they do and how they do it from afar. He also discussed having a mentor means that you 

have someone to pick their brain and how mentorship has helped in his advancement and 

development. Participant E’s perception of mentorship is relationship building. 

Participant E said that building this type of relationship gives you an opportunity where 

someone’s pouring into you and that you can support them as well as a mutual exchange.  

Participant F said that mentorship is important especially being an administrator 

and an African American male because it can be a lonely space and having people who 

you can talk to and glean and learn from is essential. Participant G said that he has a team 

of five individuals whom he calls his core team who contribute to his growth and 

development. They all contribute something different to him. He said that he would not 
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be able to do what he does without their support, guidance, and their expertise, which is 

critical.  

Research Question Two 

What is the extent to which the professional career development of higher 

education administrators has been influenced by a mentor or mentors? Participant H said 

that his mentor taught him everything he knows about the very fundamental basis of what 

higher education is and how universities work and how to advance them as well as how 

to support students. Participant D said that his mentor had a great impact on his career as 

he followed up with him over the years. This individual also received a career and 

teaching opportunity through his mentor. Participant I said that his mentor has been very 

important, especially during the time in which he was being considered for President at 

his respective institution as the First Black President throughout the institution’s history. 

Participant G said that mentoring is critical for him. Participant H said that coaching and 

shadowing has had an impact on his career. Participant I said that mentorship is most 

important as it relates to his career development. He stated that the mentorship piece was 

critical in his growth in his progression and learning from others who have done the job.  

 

 

Research Question Three 

What are the perceptions of current administrators in higher education regarding 

how mentoring helped to prepare them for leadership? During the focus group, each 

participant answered the question, which was Question 6: Do you feel you would be 

where you are professionally without those mentorship relationships? Participant A 
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answered, “No” to the question and stressed the fact that “throughout your career, your 

mentors change depending on where you are in your career.” Participant B answered the 

question and stated, “Absolutely not; that he would not be where he is professionally 

without mentorship relationships.” He also placed an emphasis on how “when you have 

the courage to ask for help, it shows the mentor the level of commitment you have for 

your development.” 

Participant B also discussed the appreciation for the guidance and direction from 

his mentor and the benefits he renders directly or indirectly from that relationship. His 

mentorship team has been consistent for over 15 years. Participant C stated that those 

mentor relationships provided him with the support and the chance to have that support 

every step of the way and have his questions answered has been crucial for his career. 

Participant D stated, “No,” as his mentor wrote a recommendation for him to get into 

graduate school and then later served on his dissertation committee. He stated that his 

mentor stressed the importance that he finds someone whom he could mentor as well.  

Participant F stated that he would not be where he is professionally without his 

mentor relationships or that if he would, it would have taken him longer to get there 

without mentors. Participant G stated that his mentor “played a role in me being hired at 

my current institution.” He stated that he would not be where he is professionally without 

mentor relationships. Participant H answered the question, “No,” and stated that he 

“stands on the shoulders of everybody who has come before him.”  

Participant I stated and answered the question that he would definitely not be 

where he is professionally without his mentor relationships. He stated that he has mentors 

who span across his career journey from during his time as a Ph.D. student to being a 
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young faculty member to now ascension of the presidency. He stated that he has different 

mentors from different stages in his career and for different purposes. Ultimately, 

Participant I stated that his mentors have been “absolutely instrumental at every step.”  

Focus Group 

The following responses are from the nine selected participants chosen and who 

agreed to be a part of the researcher’s focus group. The researcher asked the seven 

questions to the group in one session where they could expound upon their thoughts from 

the open-ended questions from the instrument that was created for the focus group. 

 Question one. What motivated you to become an administrator in higher 

education? Participant A responded as follows:  

Being authentic and honest, it wasn’t my dream; it wasn’t my goal. I received an 

administrative internship with the President of my undergraduate institution, 

which I thought was amazing and got to work in four different areas of college 

from outreach and recruitment to development and raising money. I became an 

advisor for the academic program, and at the end of my internship, I enjoyed it so 

much that I didn’t return back to my corporate America career. Long term success 

and commitment in this business is based on where your heart gets connected. My 

heart going into school was trying to make a lot of money and upon graduating, I 

realized my heart was there with other people.  

Participant B responded as follows: 

I never saw myself being an administrator as I worked in the automotive industry 

for 15 years prior to working in education. I realized that this industry was not my 

passion. I wanted to do something that was going to be fruitful and allow me to 
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see and experience the fruits of my labor. I wanted to be able to meet people, 

communicate and help in other ways. I reached out to my mentor and explained 

that it wasn’t about the money but the quality of life and experiences. You have to 

have a heart for students in order to do this work. It’s a labor of love.  

Participant C stated the following:  

The main motivation started when I was an undergrad student at UH and working 

with my mentor and I, seeing what he did as a Dean of Students, and I worked 

with the Vice President of Student Affairs. Seeing the work that he did, I was able 

to see the kind of impact that he had on me as well as other students as what sort 

of directed me to wanted to do something similar.  

Participant D responded as follows:  

I got tuned out by the Vice President of Administration during my junior year of 

college. The VP of Administration gives me an opportunity to attend a leadership 

conference and accompany students to this conference with a few friends of mine. 

He instructed me three weeks prior to sign up for this conference, and I failed to 

do so. He really got on me about it. I attended the conference, and I had a great 

time. It really changed my experience. I wasn’t involved on campus at that point. 

When I came back from the conference, I got involved and got connected. I got a 

job on campus. I became homecoming king. I continued to follow this mentor and 

wanted to pursue a master’s in business and ended up changing it to education 

because I wanted to go into higher education because I loved working in a college 

space.  

Participant E stated as follows: 
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I just wanted an opportunity to pay it forward. Different people along the way, 

programs, opportunities that help shape. I’m not here because of myself and 

wanted an opportunity to do that. I just felt like I needed to be in a role and 

opportunity where I can give back to people. I felt like when I was working in 

corporate America, I wouldn’t do it much for people. For anyone in the business 

bottom line but have an opportunity to be here in higher ed and supporting and 

helping people along the way is fulfilling for me.  

Participant F also responded to Question One: 

I didn’t start in higher education and was in corporate America. I’m not from 

Texas. When I was back home, Hurricane Katrina happened, and I had to repivot 

and restart my life over, which encompassed me moving to Texas. I did not plan 

to come here, and then I started working at our college and didn’t plan to stay 

here; it was just a pit stop. It was just a job that became a calling, and so my boss, 

which was my mentor at the time - I watched him on campus, and he taught me a 

lot and taught me a lot about higher education, and I kind of fell in love with it 

one student at a time. So, I started out in outreach, and I was a recruiter. It was a 

part-time job that I was trying to pass through and found my true passion, my 

calling and was guided and taught along the way. I used all of those lessons to 

help apply to all my career to give back to students and give back to all my staff 

and everyone who reports to me.  

Participant G responded as follows: 

For me I think very much like a big picture idea, strategic thinker kind of guy and 

I remember my first job working at a young age and residential life and housing 
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and very frustrated with the fact that I didn’t know everything. Like I didn’t 

understand how everything worked. I wanted to know more. I wanted to have 

more access. I wanted to be able to be at the table where we could make systemic 

change for an organization and the route to really do that was through 

administration. So, I set my eyes on any opportunity I could sit at the table to 

represent those who couldn’t sit at the table to get there. And then when I got 

there, to be able to look back and help others. Folks understand the pathway to get 

to administration; we don’t work in higher education because we get the big 

bucks. We got colleagues who come from other industries that were probably 

making double or triple our pay, but we do it because we have the opportunity to 

be represented. We do it because we have an opportunity to make change. We do 

it because we have a responsibility for students and other administrators, other 

faculty staff to see us representing and doing the work and pushing the 

organization forward.  

Participant H stated as follows: 

I always tell people I became an administrator in higher education by 

circumstance and divine intervention. My pathway was towards business and 

consulting and being a leadership consultant. Somehow in college I began 

working for the university, and I never left so I fell in love with higher education 

and been in it ever since. What motivates me is literally seeing the change and 

impact that I have on the lives of students. Students start off one way and then, a 

number of years later, graduated a completely different person and how education 

completely changes their lives. That’s what drives me to do what I do.  
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Finally, Participant I responded to Question One as follows: 

The ability to really have change and make change and to impart change on an 

organization at a very different level. As an administrator, as a leader, you really 

can set the tone set the culture of an organization, and really impact lives in a very 

different way than you do as a faculty member where you're really doing it one by 

one. In the role as a provost or president or dean, you're working at a large, at a 

high level, and you can really have an impact on the future of organizations and 

people's lives through that role. 

 Question two. Describe any mentoring relationship(s) you have had and your 

perceptions of its value to success as an administrator in higher education. Participant A 

responded as follows: 

Probably, I think one of the common pieces, if I'm mentoring or coaching a 

person of color, who during the George Floyd era, shall we say in the diversity, 

equity inclusion era, more and more people of color are being quote unquote, 

moved to positions that unfortunately, they didn't get any coaching or training. 

And they're sitting at now at a boardroom table with all the folks who have been 

in it for a while, and when they're called upon to ask her to answer a question or 

comment on a report. If they're super excited about it, they get loud We get loud, 

you go to my church and the preacher starts off real slow. But he realizes we're 

not hearing, we're not awake yet. So, they have to what they call do a different 

vernacular to reach us. Well, in an institution where you're not the majority, 

you're one of the minorities, you have to respect that in the boardroom. And it's 

not asking you to change you; it's asking you to tone your voice in such a way, 



85 

  

  

where they can't tell if you're, if, if sometimes you're excited, sometimes your 

excitement sounds like you're yelling at them. So little things like that are among 

the biggest, I think attributes. Feedback, you can give someone who you're 

mentoring, or coaching or being coached. Because a lot of times, it's not the big 

stuff. It's that little everyday stuff that after a while, is perceived the wrong way. 

Participant B stated as follows: 

I would say I've had very few mentors. First of all, mentorship is in the true 

essence of the word is, it's very, very important. And you have to be very, very 

careful who you call a mentor. And what I took the opportunity to do was to 

interview someone who I thought could potentially be a great mentor to me, and it 

happened to be a very, very good experience for me. So, with the mentor that I 

chose, I learned a lot about higher education, don't know everything, but I learned 

enough about higher education to be on a somewhat of a fast track. And I learned 

that this person had been in the business for almost 30 years. This is not easy, by 

any stretch of the imagination in the big scheme of things, but as long as you have 

that heart, as we talked about, you will be fine. But being able to work with this 

mentor, and for that mentor to say to me, Hey, if you give me two years, I'll give 

you one hell of a career. That's what my mentor told me. So I gave him two years, 

he fast track me, he taught me about what Dr. Lambert is talking about. It's 

nuances. There's nuances that you have to you have to understand, there's political 

pitfalls that you must understand, there's a - you have to understand what political 

capital is when it comes to an African American serving in an institution of higher 

learning. Political capital, is, first of all, the best political capital has to have is 
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knowing your craft, not what butt sits in the seat that you're following behind. It's 

about who; it's about you are knowing your craft and being good at what you do. 

And that's what my mentor has taught me over the years. And that's something 

that has certainly worked for me and in terms of you know, perceptions. It has 

definitely served me well. And even though you know, oh, there are people on the 

outside looking in at you and your mentor; people are not always going to like 

you or like your mentor. So, you have to understand what the true value is of that 

relationship. Because it does come at a cost sometimes. And but I can honestly 

say from where I sit right now, God in my mentorship, has served me well.  

Participant C responded as follows: 

As stated, prior in this group, I think the relationships with colleagues is very 

valuable and is a form of mentorship. I’ve learned a lot from working with 

individuals within this group over the years. I’ve worked at previous institutions 

with some of these individuals. Having a safe space such as this with likeminded 

individuals to bounce ideas off of colleagues as well to discuss challenges, to 

discuss successes, to discuss strategies that are working for you and how they 

work, perhaps in their jobs as well. Individuals that I work with and really having 

that peer mentorship in the professional setting for me.  

Participant D responded as follows:  

I also have mentors I call from a distance. People who don’t know they’re my 

mentors, but I kind of watch them. I see what they do on the side, and I may catch 

up with them from time to time or maybe have small talk and they may not be a 

direct mentor, but I call them a distant mentor, and I see how they lead as well as I 
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look at their pros and cons because no one is perfect. I bring it into my 

advancement and development even some of their flaws and say “ok that’s 

something that I would do different than I’ve seen this individual do.” Even 

though I may admire them or still may take that but still try to be my own person. 

Mentorship has really helped me progress forward. Even within this research 

group, we are colleagues and peers, but I would still consider that some type of 

mentorship.  

 Even as I continue to move ahead in my career, I still have mentors. 

Individuals who I can pick their brains and, you know, stay connected what 

they’re doing. There’s actually several men and women who I’ve met over the 

years as mentors that I stay in contact with. I stay in contact with my 

administrator back from college; he is still there. He has been there 20-something 

years. We are good friends, so I stay in contact with him. I have another 

administrator at another university that I stay in contact with. I have an associate 

provost; he was on my dissertation committee, and he passed away a few years 

ago. So just continuing building on that legacy.  

Participant E also responded to Question Two:  

I’ve never had, I guess, the textbook mentorship relationship that you hear about 

where you send the email or maybe have a conversation with someone and ask 

them will they serve as your mentor, unique relationships that have been built. I 

guess my perception of it is that you are building have an opportunity to build a 

relationship where someone’s pulling into you, but even as them being your 

mentor, you are being a mentee, you’re able to help support them as well so its 
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mutual exchange what’s going on there. I have leaders along the way that are 

important to me, and I’ve been blessed to be able to maintain those relationships.  

 The comment made prior about indirect mentorship, that’s powerful. 

Many people even within this research group I’ve benefited from just being able 

to watch from a distance and see it’s things that are aspirational that encourage 

you. I’ve seen things from a distance; you see a person lead a meeting or work 

through a situation, it really helps you out along the way. But I do think that 

mentorship is important, especially as Black males was having people to pour in, 

that probably are dealing with some of the same challenges that we deal with that 

could be unique for some of our colleagues. And so, I’ve had a number of 

brothers that have invested into me along the way that I maintain those 

relationships with.  

Participant F stated the following:  

I think mentorship is important. We typically think of the traditional relationships 

like a relationship with my professor or coach. I like to learn more on the informal 

relationships. People that we can talk to and glean and learn from. Being an 

administrator, an African American male a person of color, you talk about a 

lonely space. The higher you go up to totem pole, the less people you have to talk 

to, and so it’s essential that we have these types of relationships. One thing I’ll 

say about it is that I found that as an example, people in my life care about me, 

and they have people in their lives that they call their mentors or people that they 

extremely value and trust. Well, those individuals also become part of my 

network too.  
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Participant G responded as follows:  

My mentor who is since retired and left the field. He was the Vice President of 

Student Success. He was the Director of Student Activities when I was a student 

and was the person that said, “Hey, look, working in higher education is a real 

thing.” He helped me to apply to graduate school and then followed up with me 

every year after I graduated. He then called me up and said, “Look there’s a job 

here at my college you should apply for.” He knew some folks on the search 

committee and that’s how my journey there started. So, I’ve very much benefited 

from being mentored, and that’s what really led me to want to contribute to be a 

successful mentor as well, I think.  

 I’ve got like four or five folks. I have five people who I kind of call like 

my core team who contribute to my growth and development in a different way. I 

have a mentor that is the Assistant Dean where she is the person who is going to 

always question decisions that I make to ensure I’m making practical decisions. I 

have a mentor that is a college President that is relatable. So, they all contribute 

something differently to me. And I just appreciate that because it allows me to 

look at all the choices and decisions that I make from a different perspective. Just 

those relationships for someone that has been able to successfully navigate 

administration, they’ve been critical. I don’t think that I could do the work that I 

do or process the work the way that I process, or move the way that I move 

without their support, guidance, and their expertise is critical.  

Participant H responded as follows: 
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So, I would say I've had a number of mentorship relationships across my career 

that really stick out; well, actually three. I'm very early on in my career; my 

supervisor at the time was really instrumental in driving me to stay in higher ed 

and pursue this as a career. She really taught me everything I know about the very 

foundational basics of what higher education is and how universities work and 

how to how to advance in them and how to really support students. The way in 

my career each step, each position, I've had someone who kind of similarly fills 

that role, and kind of has been my guide to what's next. But she was just interim 

instrumental in getting me started in the career. Aside from her, the next really 

major mentor I could say that I had was my once I got to the position I'm in now 

it's just to name. My previous supervisor, one of my previous supervisors, who's 

now a Vice President, has kind of guided me as to how to sit in this seat, right? 

How to make the transition from being a mid-level manager to being in executive 

leadership, and the differences in those two roles and how to navigate some of the 

pitfalls. So, I really feel like that relationship is extremely different than, you 

know, even our past relationship where it was like, okay, you're guiding me 

through the steps of how to be an effective manager at this level. Um, but when 

you get into executive leadership, it’s just completely different. 

Participant I responded to Question Two as follows: 

I’ve had several mentors. One of them was my Ph.D. thesis advisor who, who 

now is president of Emory University; he served as a mentor. The person that I 

worked with at Georgia Tech, who was dean of engineering when I was a 

department chair, he has been a great mentor. Now he's chancellor of UC Davis. 
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And then president of Prairie View A&M, who everybody knows, Ruth Simmons. 

She's been a great mentor since I met her back in 2018. And I talked to her with 

quite a bit throughout the process of being considered for president. And when I 

was provost, and whenever I'd had a tough issue, I would pick up the phone and 

call her and get her suggestions. And she was just fabulous. And, and just being 

just being a great resource for me. 

 Question three. Describe the values and attributes you feel are important to those 

that are aspiring to become administrators in higher education? Participant A responded 

as follows: 

I think all always a lot of things that, well you say aspiring, so that's good. While 

you're still in school, you're always being quote, unquote, kept up to date on 

research and current events, etc. One of the number one attributes I think you 

must continue to have is a positive attitude. And what that means is I use this 

example; some people say the glass is half full, some say the glass is half empty. 

And what would you say the answer to that is done, what would you say your 

answer to that? Would say it just depends on which direction you're looking at. 

Thank you very much. You're exactly right. So that you have a choice, both right, 

it's half empty and half full. But the positive side is what I call assuming the best, 

when you're assuming the best in your productivity and the best in the people 

you're working with.  

Participant B stated the following: 

And you, first of all as I mentioned earlier, is you have to have a heart for 

students. You have to have a heart for this business. You've got to be open 
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minded. You certainly have to be receptive. And you have to understand the 

business in what you're signing up for. Because as you heard that there's so many 

things that are being tossed at you. There are limited resources. But yet you're still 

expected to get the work done. Even though it is not reasonable in most times, or 

it just might seem very much overwhelming. I think if you're going to if you're 

aspire to be an administrator in higher education, you have to be fundamentally 

sound with yourself. You got to be comfortable with who you are. And it is 

important to have that mentorship, that mentor, if it's because I can't 

overemphasize enough, the nuances that come along with working in education 

and working with other people at a very high level. So whatever level you decide 

to come in, whether it be, well, most of the time, you're not just going to come in. 

At a high level, unless you've got an uncle in the furniture business, you know, 

you're going to come in, in some, some, you know, administrator or position that's 

that that, you know, entry level, or however it goes. But you, you certainly want 

to learn some very important nuances and early on. And I think that's where 

certainly mentorship helps you as you aspire to be in an administrative role. 

Participant C responded: 

Well one attribute is, you do have to learn, you can't be afraid to tell people “No.” 

And I think that as easy as that sounds. Also always make sure, you know, you're 

following the strategic plan. The mission and vision of the institution and let that 

guide your decisions and then explain that in your processes when you're - when 

you're working with people is why decisions are being made. And even a key 

piece about that is, it's not always so much about, you know, you have to explain 



93 

  

  

everything you're doing to people and why you're doing it, but it does become a 

learning tool for them. To understand what goes into the decision-making process 

for people that inspire, um, you know, to be an administrative position. And so, 

um, and then, I guess as far as another attribute is just stay authentic, uh, just stay 

true to yourself. Um, you know, stay true to people, you know, just, it'd be 

yourself. People that you work with and don't let, you know, ego, anything crazy 

like that get in the way. 

Participant D added the following: 

I think it’s important to continuously remain humble. No matter how high you go. 

I'll always be willing to listen. No matter if that person is someone who reports to 

you or someone who report to cause. A lot of great ideas I've had is because one 

of my staff members had an idea, and we took it, and we ran with it. And then 

humility I still getting credit to that person. So, I think that humility piece is 

important, listening, know your job. It's important for you to know what you do 

and a little bit about what everybody else does. It's important for me to know what 

other people do because their work also influences what I do as an administrator. 

What are their goals and initiatives so being a related, being able to meet with 

those individuals and see what their goals and their needs are; I think that's 

important, living by integrity no matter no matter the situation and sometimes 

living by integrity may need everybody else who's cheating. The system might 

hate you. I've been in that situation before, but, you know, I think a brother does, 

they said it quite well, you know, making the decision that you can go home and 

live with because at the end of the day, your family, your friends, those close to 
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you of all the ones that you're most responsible to. I'm not going to put myself in 

an uncompromising situation. Regardless of if they agree or disagree and 

continuing to advance being a lifelong learner, as people say. So, yeah, I think just 

continuously living by there and doing that as an administrator will help you 

grow. 

Participant E replied with the following: 

I'd say the 1st thing is self-awareness. Just an understanding of who you are, your 

strengths, your weaknesses, your shortcomings, you know your voice, your 

tendencies, all these things are important, and just kind of understand it a little bit 

of, of who you are is really important. And from there, I think reflection is 

important when you think of each week. I think I usually have a list of things that, 

you know, I know that I need to get better on and things. We did good on as a 

team as an individual, but I think that those things are really important, the ability 

for you to be able to step back and give honest reflection. Next piece. I think 

somebody made a comment about being organic, and you can be organic 

individually and also the work that you guys produced together, has opportunity 

to be organic, and that requires patience so be patient with yourself and people 

that you work with. Um, um, we are in the people business, so being able to build 

those relationships with people, um, is important; find that connection with them 

um, uh, last, but not least, um, just integrity. Sometimes you, you can be put in 

certain situations, and you need to make sure that at the end of the day, when you 

go home with your family, the decisions that you make are things that, that you 

can, you can live with. And those are the decisions that fall within your personal 
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coach. So those are things to me that are important. For administrators and leaders 

to follow. 

Participant F stated as follows:  

For those that I lead or mentor that are aspiring to be an administrator in higher 

ed, and I even have a conversation like this with my students, you know, that they 

see, and viewers from the outside, right? You know, everything always good and 

they don't really understand what it until how many hours we actually work and 

put in, how many difficult decisions we have to make that the impact the college. 

The community work So, you're doing it for the right for the right reasons and 

know that as a price that come with any. 

Participant G responded as follows:  

I think authenticity is so important, you know, particularly as a Black man in 

higher education. Right, because I think people may come in with a specific set of 

ideas about how you show up and to be to come into a space and remain true and 

authentic to yourself is really, really important. I think you've got to be able to 

make really, really hard decisions. I'm going to tell people all the time, you know, 

in leadership you've got to be prepared to make decisions that in other people's 

eyes are going to negatively impact, the small number of people, but the choice is 

going to help so many more. Right? And you're going to, you are going to have 

that experience at some point in your career, and you’ve got to be prepared to 

handle that. Right, and to make sure that at the end of the day, you know, you're, 

you are aligned in that choice. Right, that you've thought through all options, you 

feel like you've made the best decision to impact more people and then, you 
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know, I think this is so important just this idea of, like, remembering what other 

people forget. I think it's easy to take for granted. How many people want to 

connect with you want to learn more about you. So, remembering names, I think, 

is important; and then also just the volume of stuff that comes your way to, to not 

forget those things, whether it's how the work aligns with the strategic plan. 

Whether it is an idea that 1 of your colleagues had six months ago that now, based 

on current conversation you're having can come back to life. Right? So, in the role 

that I'm in, that is so critical, right? I try to make sure I don't forget anything. And 

I think an administration that serves you. Well, because it shows that you are 

observant that you pay attention, that you are trusted. Worthy that you've got 

credibility.  

Participant H stated:  

One of the biggest values is transparency, I think, honesty, and selflessness. 

People will not want to follow you and will not want to work for you if you're not 

transparent, honest, and upfront about what the vision is, and where you're going. 

Selflessness is important. If you're going to be effective as an administrator in 

higher education, it cannot be about you. If you get into these roles to fill your ego 

or to satisfy some sort of need that you have for self-validation, you will 

eventually not be successful. And you may be successful in all the traditional 

senses. But in effectively leading a team of people, you will not be successful 

because most people can see right through those things. And you will not leave 

oftentimes, and what's in the best interest of your students, you'll lead in what's in 
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the best interest of self-preservation. And that becomes really, really ineffective 

and stifles the momentum of teams. 

Participant I responded to Question Three as follows: 

I think the values are being a good communicator. And that means, also being a 

good listener. I think people who are good listeners are, tend to be good leaders. I 

think being somebody who's strategic is important, being strategic and having 

vision, having courage. These jobs require you to make a lot of very, very 

difficult decisions every day. And that requires you being extremely courageous. 

And knowing that every day you're going to upset some people. And then the last 

thing I'd say is being transparent, it's important that everything that we do is clear 

to the organization and why we're doing it. As far as decisions, how decisions are 

being made. 

 Question four. What positive leadership techniques and methods have worked in 

defining your administrative role? (i.e., coaching, mentorship, shadowing, furthering 

education)? Participant A responded as follows: 

I would say is being genuine being authentic. I didn't want to be an administrator. 

The decisions that affect policy rules and regulations don't happen with the people 

doing that. They happen in the administrative capacity behind closed doors with 

others in a boardroom tight. You have something grounded to make your decision 

in a calm way. I want to keep emphasizing that I get excited too, but I know in a 

calm way. 

Participant B stated: 
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For me, shadowing has been something that has worked for me not being afraid to 

put myself in the position, or in the shoes of someone who aspires to be at the 

level maybe where I am. To whom much is given, much is required. So, I 

understand my role. It's much bigger than the position that I hold was much 

bigger than me; I know that I'm being used as a conduit. I'm being used as a 

vessel of some sort to be able to inspire someone else to either serve it in my 

capacity or any other capacity, doesn't even have to be in higher education. It 

could be in any facet of life. Understand that as I'm being watched; it is up to me 

to execute to provide guidance, be it shadowing, be it mentorship, coaching and 

make sure that I'm doing that on a consistent basis. And I want to be able to know 

that I have done what I needed to do to make sure somebody else is prepared to 

serve in my capacity or, or otherwise. 

Participant C replied as follows: 

Probably furthering education. Um, it's been a big, I think a little bit of every 

answer that's been given so far. It's been part of that, but I've taken further 

education for me. You know, there's always something that you're going to need 

to learn. So, you always have an opportunity to figure out that next position and 

put yourself in position for that next position, so that furthering education piece 

has been, um, a sticking point for me. 

Participant D responded as follows:  

I would say that continuing my education is what works for me. Personally, just 

being lifelong learner at each level, I wanted to learn more. How can I equip 

myself? So, that way, whenever the time comes, I can speak to that and not just 
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talk about diversity as a Black male, but also how it impacts the Hispanic 

community, how it impacts women, how it impacts the elderly nontraditional 

students, veteran students. 

 I had a good mentor who was a, a superintendent of school district and he 

and I would, you know, I would just go by and pick his brain. It's all about 

changing lives. It's all about putting yourself and your families and community, 

best, possible situation - grow and the more, you know, you know, the more you 

learn, the more you grow, the better you're going to be more. You're going to be 

more equipped to support those you're trying to serve. 

Participant E stated as follows:  

I really like to shadow one piece and I spend a lot of spent a lot of time reading 

and thinking outside of industry, outside of higher education. So, the shadowing, I 

got friends and, and, you know, work in different capacities across the city and 

going and spending time with them in their business and understand, how are they 

communicating to their customers? And a lot of times that helps me with how we 

communicate. So, our students, oftentimes the higher ed, we’re kind of laggers 

when it comes to technology and new processes and might be, because the budget 

might be. Because of, you know, we get theoretical over things; they have to 

bring in everybody's opinion. Someone touched on this a little bit, this idea about 

building community with other people that are different from you. And so, I'm 

really spent some time doing that. Um. And being intentional about it, and I think 

it's helped to put me in the right mind frame. The mindset not letting other people 

get in your head, but you focused on what's important to you and what you want 
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to learn in that moment. Self-awareness piece and realizing what you need at that 

moment in your career, and you focusing on that; it's going to look different at 

different points. But those are - that's my input.  

Participant F stated, “And that that mental health is important. I mean, if that, if you don't 

have equilibrium there, then everything else is off.” Additionally, Participant G 

responded: 

All the above, uh, mentoring as I shared earlier has been absolutely critical for 

me. Now I want to, is my learning on institute based learning where it is talking 

about a specific job? And now I'm really looking at, like, certifications, right? 

Like different sets of skills and it's just been the evolution of how I've approached 

learning. But I think all of that has been really, really important. So, coaching 

therapy mentorship and then, as you're thinking about your learning just and 

whatever structure process works for you but making sure that it's really 

intentional and helping you and grow in the ways that you want to grow. 

Participant H responded as follows: 

So, I would say a mixture of them all. Definitely shadowing, definitely coaching, 

shadowing, and coaching were really, really big things. And then just trial by fire 

on the job training. Like, I think that has been the biggest thing for me just being 

thrown in the water and being told, “Hey, you got to swim.” Do I think that is the 

most effective thing? I don't all the time. But I think when you have that sort of an 

experience, and have a solid coach behind you that you can go to and say, “Okay, 

this is what I'm up against, what do I do?” I think that that becomes really 

effective because it's really hard to just learn how to be effective in these roles 
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from classroom or just hearing about these things. But it's a completely different 

experience when you're the one who is walking through all of these scenarios, 

trying to help students. I just think it's completely different. 

Participant I responded to Question Four by stating the following: 

I would say of those most important is mentorship, probably I really, I value 

people who have come before me, who have great wisdom and great knowledge. 

You know what? A great mentor has not only helped you think through things, 

but they also provide connections to people on the outside that can further help 

you that can help you in your role. So, for me, it's been really, the mentorship 

piece has been critical in my in my growth in my progression and learning from 

others who've done it who've been there has been great. 

 Question five. What advice or cautionary measures would you give to those 

aspiring to become administrators in higher education? Participant A responded as 

follows: 

That one, I'll say, I'll say three things. I say this to students. When I speak to 

students in schools, or I say this when I speak to folks in the corporate world, I 

think the three things, I'll say three things: one is show up consistently, with a 

positive attitude. Okay. Since we're all of the same ethnicity and race, we can't 

show up consistently late and leaving early. We can't; I'm just being straight up. 

So that's one; here's number two for us. Show up on time. And on time, don't 

mean if we start at eight, and you show up at 8:05, or 7:59. In theory, when you're 

starting out, you need to show up as a general rule, maybe 10 or 15 minutes early, 

because the first 10-15 minutes of work is just preparation. Get yourself situated. 
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Starting out in particular is very important to go by those attributes. And then 

lastly, showing up prepared even though you graduate and have a degree, you're 

always going to have homework.  

Participant B responded by stating:  

My advice would be to first understand the business which you are applying for, 

understand that you, you must be flexible. Because what you sign up for is not 

always what you will be doing. That's advice. You need to understand, not the 

political pitfalls, you need to understand the nuances when communicating with 

other people. Participant A indicated showing up consistently, with positive 

attitude; it is critical. I echo that sentiment. Showing up on time is also a part of 

that managing perceptions. Being African American males, we’re already coming 

in the door at a deficit. In being prepared, you know, they're things that you know, 

you're not always going to, to know. And things move so rapidly, in the course of 

a day, a week, a month. The best thing you can do is just try to keep your, try to 

keep your wits about yourself. Try to always maintain that positive attitude. Don't 

ever lose sight, don’t ever disengage because there's always - there’s it's always 

evolving. 

Participant C stated the following: 

I guess what was inspiring to become an administrator. 1 piece of advice, I guess I 

would give is don't get discouraged. You're going to run to this. People the types 

that aren't necessarily as pure a heart, or don't have good motives, or good 

motivations and why they're doing what they're doing; and so just be sure you 

don't let those people discourage. You will continue to seek out people that do 



103 

  

  

have the right motivations, have the right heart, have that right frame of mind, and 

attach yourself to those kinds of people because those kinds of people that that are 

doing good things. It could be good models to pattern your career after. 

Participant D responded as follows:  

Sometimes you have to put the time in, you know, having different positions, 

whether it's in student services. All the academic sides are important because they 

help shape your experience, so you got to put the time. Continue to further your 

education, whatever that means for whatever position you continue to advance. 

There are people who don't have your best interest at heart. I've had those people. 

Bumped into some, some walls, but stay true to you again going back to be 

authentic. If you know who you are, you know what your goals are, you know the 

community that you're trying to support, stay true today. But continue to be 

humble, all the way through. Don't get so arrogant and so upset with process and 

listen to anybody. I mean, for me, they Black and White, Hispanic, and oh, the 

good advice is good advice. It doesn't matter who; if you’re going to give me 

good advice, I'm going to take it.  

Participant E replied as follows:  

I have a plan in place and sometimes that plan didn’t go - most of the time, it 

didn't go the way you anticipate that it's going to go, but it's important to have 

something in place. With that said, so don't take yourself too seriously. It's okay to 

be vulnerable. Sometimes you're going to make mistakes; you are, and so don't 

take yourself too seriously. I think is important to check your ego. The last thing 

I'll say is, you just never know exactly that you can't explain, you never know, 
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keep your head in the game, keep working hard. You just never know; things 

change all the time. They don't. And I think that goes to the person that might get 

discouraged in a process or discourage. It's important to be optimistic about it. 

Participant F stated:  

You know, there's a saying that iron sharp design, um, and I think I mentioned, I 

mentioned earlier that, and this doesn't matter the color your skin as an 

administrator. But again, as you as you advance your career, you climb up the 

ladder, the space become. Here, because there are certain things that, you know, 

for confidentiality that you noticed, not shared across the college. You know, it is 

at a high executive leadership level where you're making decisions and it's, you 

know, everything about what's going on the good, the bad and ugly. And it's not 

things that you can always. my answer is, you know, our design, you need to 

surround yourself with likeminded folk that they care about the same things you 

care about. They have a like, interest that they want to make a difference just like 

you, and, you know, into together and spaces like. I think that's what America is 

going to have. 

Participant G responded as follows: 

You’ve got to be able to communicate and share a vision. I think just because you 

step into a space with a certain set of credentials, you still have to be able to 

communicate the vision, share the vision, inspire people to motivate them to do 

the work. And that takes practice. Let people know what your goals are. 

 I think you got to pay attention to the industry so higher ed, is it this really 

unique place now where you're starting to see jobs pop up. You're doing yourself 
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a disservice, because you’re now seeing what schools are looking for, right? And 

the skills you need to develop to be able to compete for those jobs. Being aware 

that people are watching you at all times, you know, So, just to always be aware 

that folks are watching you, whether it's how you communicate with other people, 

how you carry yourself, and that goes a long way. 

Participant H stated as follows:  

I think I would go back to saying make sure it's not about you. Um, if you're in it 

for the money, if you're in it for some self-serving purpose, get out of the field; 

we are in a state in higher education where everything is on the line for so many 

of the students that we deal with. Um, the economics of today are not the 

economics of yesterday. Everything is more expensive, including education. So, if 

you're moving in this field in some sort of self-serving manner, you affect the 

lives of every student that even attempts to come into that institution. And so 

before you do that and negatively impact these students in a way that could have 

lasting long term effects. Higher education and higher education administration is 

inherently political. There is a lot of political dynamics, power dynamics, and 

influence dynamics that are at play when you sit in these seats. And if you're 

timid or you're, you're scared to speak truth to power, this may not be the career 

for you, because sometimes that is required. And sometimes you have to be 

honest, and courageous enough to be honest, in spaces where honesty is not self-

serving, but it meets the needs of the students. Definitely. Do you feel that you 

would be where you are professionally without those mentorship relationships? 

Now? Um, I think that, um, I stand on the shoulders of everybody who has come 
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before me, I think that I am exactly where I am because of the people who saw 

more in me than sometimes I saw in myself. And I think without those positive 

relationships, I wouldn't even be in higher ed, I'd be in some other career field 

doing something else. 

Participant I responded to Question Five as follows: 

Some of the advice and caution certainly is one is to keep learning. It's important 

that you continue to develop your skills as much as you can. We're always 

learning; I'm always learning new things. Related to that is getting outside your 

comfort zone, and so I really try to work on those things that I don't like to do, 

and I don't do well, to make sure I'm constantly pushing myself to get better. I 

think that's absolutely critical in these roles. 

 Question six. Do you feel that you would be where you are professionally 

without those mentorship relationships? Participant A stated:  

The answer is no. I probably would not be. But you also have to realize at some 

point your mentors will change. You need new mentors. Because you're, you may 

be moving in a direction, they got you there. And they may think where you are, 

you're in the place. I don't think you're ever in the place unless you say you're in 

the place. So yes, mentors are important, but please know at some point, your 

mentors change. Unless it's a relative, there's always going to be a relative you 

just don't need to make the ferry union if you want, don't want to hear from them. 

But the bottom line is, I think we all have some form of mentor mentors and need 

that. 

Participant B stated as follows:  
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Absolutely not. I absolutely do not feel that I would be where I am today without 

that mentorship? Absolutely not. I think that the fact that I had the courage to ask 

for help was critical for me. And the fact that I was, I showed a level of 

commitment to the person that I asked for help, that I was serious about questions, 

and I was serious about the actions that were associated with. And I was willing to 

give as much or even more than the person that was mentoring me to show that I 

am appreciative of that guidance, and that know how, and that been there done. 

They're done that attitude. And I agree that mentors do change. But also, will say 

that there are mentorships that stay the same; there are relationships that stay the 

same. And typically, they may change depending on your, your level of 

ascension, or your, you know, or your level of dissension. It just depends. My 

mentorship has been pretty consistent for the last 15 years. And I can pick and 

choose who I may want, you know, advice from based on relationships. So 

regardless of the field, so do I feel I would be here, where I am today, without 

mentorship? Absolutely not. And I'm very grateful for this opportunity. And I 

know that it is a direct connection and a direct correlation to the mentorships that 

I've had over the years. Thank you. 

Participant C replied as follows:  

No. I would even say, just at the beginning, really every step of the way as you 

advance. There's always, you know, somebody that's done what you've already 

done. Somebody's that position that you may be just striving for, and so yeah, just 

those relationships, every step of the way being able to get questions answered, 

every step of the way have been had, had been crucial. So, I can honestly say that. 
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I don't think I'd be where I am today without the relationships I've made along the 

way. 

Participant D responded as follows: 

No. I knew the associate provost who wrote, that had a recommendation for me. 

That's how I got into grad school. The associated provost who would five years 

later would be on my dissertation committee. It's the same thing that we're doing 

is really trying to make sure that we become mentors ourselves to help someone 

move through. So, I would say, no, I would not be where I am without those 

people. 

Participant E stated,  “Oh, my quick answer, no.” Participant F added: 

No, and if so, it would take an extremely long time, or if I would ever even get to 

the point I am now. Those relationships really fast. I mean, not the release the, 

you know, the, the knowledge, the advice, the direction, the guidance, the 

coaching, filling every attitude that you get from all of these relationships. Not a 

measure, right; is it's just so social valuable. So, for me, as a result, you know, 

again, if I by chance, could it could accomplish or get the places without it would 

take a very long time, but I thought I would even be the reality. 

Participant G responded:  

No, I shared earlier just the role that my mentor played and me getting my job at 

my current institution, even getting into grad school. It's like the strength on the 

strength on the strength of the relationship. So, like, the credibility that comes 

with a mentor, they also bring in their mentors’ credibility. And just how the, the 

layers of credibility you seem how somehow are able to benefit from. My mentor 
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got me to teach a Ph.D. class in like two weeks, right off the strength of a 

relationship that you had with somebody else. No interview. No phone call here, 

go to syllabus. Let's get the pay setup. So, no, man, it is that relationship. Those 

relationships have been critical.  

Participant H stated the following: 

No. I think that I stand on the shoulders of everybody who has come before me, I 

think that I am exactly where I am because of the people who saw more in me 

than sometimes I saw in myself. And I think without those positive relationships, 

I wouldn't even be in higher ed. I'd be in some other career field doing something 

else. 

Participant I also replied:  

Definitely, definitely not. The mentors have been having key along my, you 

know, I've had a long journey in terms of just even starting from the time I was a 

Ph.D. student and getting mentors there for people who have come before me, 

role models who were there before me, and then all the way throughout my 

career, my journey from a young faculty member all the way to where I am now, 

I've had, you know, many, many different mentors at different stages in my 

career, and for different purposes. And they've been absolutely instrumental at 

every step, including most recently as I've ascended from, from a dean to a 

provost to a president now. I know for a fact I wouldn't be here for not for them. 

 Question seven. What are some challenges you have experienced as an 

administrator in higher education? Participant A replied, “I'll be honest with you, yes, 

there are challenges. I could talk all day about things that appear to be challenges, but I'm 
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optimistic there are opportunities you got to go through something's not in the book.” 

Participant B responded as follows:  

One of the challenges that I've had in higher education is the color of my skin. I've 

experienced not getting a position because of the color of my skin. I've 

experienced not being recognized as a, a serious competitor or a viable competitor 

in this business within my 15 years, almost 15 years plus experience in higher 

education.  

Participant C stated the following:  

Letting pride get in the way. I'll be very honest. There were times I almost let my 

pride get in the way, and I would not just simply ask if I didn't know the answer, 

and I would try so hard to find the answer. Necessarily pressures you might put on 

yourself drag you down because you and everything that we do, we talk about all 

these outside influences. You can mess around and be your own worst enemy if 

you're not careful. 

Participant D responded as follows: 

I would say my youth, uh, at times because I moved through my graduate 

experience fairly quickly; um, and a lot of the individuals who were in my area 

and not gone that far academically, and I was learning in college, and I was going 

to conferences, and I participated in, you know, mentoring institutes and fellows, 

and I was doing all the things that my mentors had told me to do to prepare 

myself professionally. Also being an African American male, trying to challenge 

the status quo.  

Participant E replied: 
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It's just a lot of times being the youngest guy in the room; sometimes you feel the 

need to affirm you deserve to be in the room, whether you do or not. And that that 

can be exhaustive as well too because you're spending. This is probably one of the 

bigger challenges I’ve had coming up through the ranks.  

Participant F responded by stating: 

There is not a space that we can call utopia. If you're an administrator, you're 

going to have budgetary issues that you're going to have to deal with again, 

depending on - on what day and what year what semester you might have it, you 

might have it in a good space. But then it’s going to come a time in the future 

where you’re going to have to really try to figure some things out at any given 

time. You’re going to have budgetary issues. You won’t have staffing issues; you 

might have personnel issues, you're going to have it, just different issues that 

that's ongoing where, uh, that that those high stakes. And it's your ownership to 

make decisions that's going to either make things better, you know, or worse or 

stablize things. Those are the challenges that individuals have to be open to, to 

embrace and know that. That comes with the territory. There are a lot of people in 

this space as administrators that are scared. When you get to the administrative 

level you on your own, they place you on a contract. We can be gone today or 

tomorrow, and the college is going to open without us.  

Participant G responded as follows:  

So, I've been really fortunate to have, like, a quick progression specifically here at 

this institution. So, you know, I joined the college. As a faculty member, and then 

four years later I was on the executive cabinet. I’ve always got to justify 
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something right so now I know before I even kick something off. Here's the 

context. Here's the research I've done. Here's the background. Here's the reason 

why we're doing it. Here's the data because that shuts it down before a couple 

years. Just the quick progression, and just having to deal with things as largest, 

complete organization changes in restructure. 

Participant H stated the following:  

And the politics is definitely a challenge. And then also because I'm fairly young 

to be an executive administrator. I mean, I'm 31 now. I'm sometimes the good-

old-boy system, and I'm the fight against just me being a young person in the field 

that I'm in is something that I have experienced and battle with and people who 

just think, you know, “What do you know you're just a kid?” I'm so that age 

dynamic between the older, more seasoned professionals who've been in the 

career 30-40 years versus being a young new professional who's emerging. And 

like I said, the politics and then just the times that we're living in, like being able 

to meet the needs of students who are different than probably any that we've ever 

served. So being young and Black is, it's a thing in and of itself. But then when 

you think about being young Black in a field that is around 60% White, even 

institutions that are minority serving majority, the micro aggressions, the subtle 

racism that occurs is always there and always present. So, learning how to 

navigate as a professional, and, you know, how I can say this? So learning how to 

navigate as a professional, but still deal with all of those same microaggressions 

that Black people experience, like, you know, I can come in a room, and I can be 

very direct about something. And it's going to be said that he's hard to work with, 
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he's difficult, he has an attitude, all of those things are things that I'm going to 

hear. But if my White counterpart came in the same room and was yelling, 

screaming, using profanity, they would say, "Oh, he's passionate about what he's 

doing.” So, you, you have all of those things.  

 I've still dealt with those things, those micro aggressions and all the things, 

but I think because in most of the spaces that I find myself, in my opinion, is 

valued. It has shielded me from a lot of that. And honestly, I feel like my 

experiences and those institutions were almost easier to navigate than some of my 

experiences with institutions with that are led by primarily African American 

people. I think those have been some of the more difficult times in my career. It’s 

interesting how those dynamics shifts, and you’re dealing with reverse ageism.  

Participant I replied to Question Seven as follows: 

I think the biggest challenge is, is changing culture, right? You can change 

systems and processes, but change changing people and the way people do things, 

especially in organizations where they were, they've been there forever, you 

know, faculty stay for 20, 30, 40, sometimes 60 years. And the biggest challenge I 

think any administrative leader had been to come in and inspire people and 

challenge them to change the way they're doing things. Because there's really, the 

there's not, there's not necessarily an obvious financial reason to change. So, you 

have to really inspire people to change. And that's the biggest challenge, I think in 

particularly in higher ed is how you, and it's also the same in industry is how you 

come into an organization and be in to be a change maker to get people to change 

the way they do things, to change a culture is very, very difficult. I think, I think 
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you always have to prove yourself because the obvious, you know, even when I 

was announced President of my institution. I'm the first Black president, and the 

institution is trying to address their racial legacy and racial history and, you know, 

your accomplishments are discounted. I feel like I'm constantly proving myself in 

every new role I get. I have to prove that I belong. I have to prove that I'm here 

and not because I'm Black, but because I have the skillset and the experience, and 

I've shown in all my previous roles that I can come into an organization and 

inspire people and change it. And so sometimes when you look like we do, you 

have to go through that process and prove you belong as opposed to people 

assuming you belong if you look differently; and that's it, that's something hasn't 

changed. 

Summary 

Chapter IV provided an overview of the study’s findings based on the perceptions 

of executive administrators in higher education institutions. These perspectives came 

from executive administrators working within two-year, four-year, public and private 

colleges, and universities within southeast Texas. The participants gave their perspectives 

of having mentor relationships and their perceptions on whether having those 

relationships have had an impact of them personally and professionally. The participants 

also spoke to whether those relationships have had an impact on their career successes 

and ascension to higher education leadership.  

The first research question addressed the perceptions of executive administrators 

on mentorship relationships. The second research question addressed the executive 

administrators’ perspectives on to what extent did their mentors have an effect on their 
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career development. The third research question addressed the executive administrators’ 

perceptions on how mentoring helped to prepare them for leadership. In Chapter V, the 

researcher provided an overall summary, discussion, implications, recommendations, and 

conclusions for the study’s findings.  
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CHAPTER V 

Discussion, Implications, Recommendations, and Conclusions 

The purpose of this qualitative study was to examine the perspectives of executive 

administrators in higher education institutions as it relates to mentoring relationships and 

whether those mentoring relationships have had an impact on their career development. 

The theoretical framework which leads this study was based on transformational 

leadership. The findings of this study align with transformational leadership. This study 

sought to understand their perceptions on their personal mentor relationships and the 

effects of those relationship on their individual careers and elevation to executive 

administration in higher education institutions. Three research questions guided this 

study: 

1. What are the perceptions of current higher education leaders on mentoring?  

2. What is the extent to which the professional career development of higher 

education administrators has been influenced by a mentor or mentors?  

3. What are the perceptions of current administrators in higher education 

regarding how mentoring helped to prepare them for leadership? 

This qualitative research included an analysis of data gathered from semi-

structured focus group interviews. The examination of the study the study was organized 

into three main categories. The first research question was to determine the perceptions of 

current executive higher education leaders on mentoring. The second question was to 

determine to what extent was the professional career development of higher education 

executive administrators influenced by mentor relationships. The third and final research 

question was to determine the perceptions of current executive administrators in higher 
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education institutions on whether mentoring relationships have helped to prepare them to 

take on leadership roles. 

Executive administrators from southeast Texas were involved in the study. 

Executive administrators from two-year public community colleges, four-year private 

universities and four-year public universities were involved in the study. The personal 

experiences and beliefs from the focus group interviews confirmed their perceptions of 

the impact and importance of mentoring relationships in the development of aspiring 

African American male administrators in higher education institutions. The participants 

all reported that they can point to one or more mentor relationships that they have had 

throughout their professional career in higher education. After examining the findings 

from the focus group interviews, the findings revealed that administrators felt that they 

would not be where they are professionally had it not been for the mentor relationships 

that they have had and still have throughout their respective careers. The researcher 

gained knowledge of the participant’s feelings and perceptions from their personal and 

professional experiences of mentoring relationships. 

Research Question One 

 What are the perceptions of current higher education leaders on mentoring? 

Participant C said that being able to see the impact that his mentor, who also served in an 

executive administrative role, encouraged him to pursue a career in higher education. 

Participant A stressed the importance of understanding who you are mentoring. He also 

stated that one of the biggest types of feedback that he would give to an African 

American male that he is mentoring or coaching is the importance of voice and the 

perception on that voice in higher education. Often times, African American males are 
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fearful to speak up and voice their opinions in spaces such as higher education 

institutions for fear of being labeled as aggressive. The guidance of an executive 

administrator who identifies as an African American would be beneficial to an aspiring 

African American male administrator because the administrator has already potentially 

gone through the same and or similar challenges.  

Participant A also discussed the very different environments that some African 

Americans grew up in, especially dealing with voice. He gave an example of the African 

American church where the preacher may do call and response and doesn’t feel like his 

respective congregation is responding, so he might respond, “Oh, yall don’t hear me?” He 

then would restate the previous statement louder and expecting a louder response from 

his congregation. African American males are more likely to be categorized as aggressive 

or difficult if they decide to voice a dissenting opinion; however, their White counterparts 

might be labeled as passionate.  

Participant B said that having a mentor helped to fast-track his career in higher 

education. He also stated that having a mentor has helped him to understand the nuances 

and political pitfalls, especially being an African American male serving in an institution 

of higher learning. Based on past research, one of the common functions of mentor 

relationships in the workplace is the career development tool. One of the possible benefits 

to having a mentor within your respective workplace is guidance to fast-track careers. As 

stated by participant B, it is very difficult handling and being able to understand the 

nuances and political pitfalls in higher education, especially for African American male 

administrators. According to Mondisa (2018), there is a need to understand mentoring 

techniques and how these techniques can be influenced by certain aspects such as identity 
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of race, gender, and ethnicity. African American males who serve at executive leadership 

capacities would be able to give guidance to aspiring African American male 

administrators on how to effectively handle situations in which they would feel 

comfortable voicing their opinions without fear of being labeled as aggressive and or 

angry.  

Participant C brought an interesting perspective on the importance of mentor 

relationships with colleagues and stressed to point of those types of relationships with 

colleagues as a form of mentorship. He stated that having a safe space with likeminded 

individuals to be able to bounce ideas off of colleagues, discuss challenges, successes, 

and strategies are very important. One of the benefits of having a mentor relationship is 

having the guidance from an individual in whom you have a safe space to discuss 

challenges, successes, and strategies.  

Participant D stressed the importance of mentors that would be considered distant. 

Mentors that are distant from you or even maybe they don’t know that you have 

considered them as a mentor and maybe you just watch them from a distance. He stressed 

the importance of someone pouring into you personally and professionally. Lastly, he 

mentioned the ways in which this type of relationship can be of mutual exchange for the 

mentee and mentor. Participant F stressed the importance of mentorship, especially being 

an African American in higher education administration. He identified that being African 

American and in higher education administrator can be a lonely space with very few 

people you can talk to, glean, and learn from and a mentor relationship is essential. He 

stated that he would not be able to do what he does without those mentor relationships in 

his life.  
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Research Question Two 

 What is the extent to which the professional career development of higher 

education administrators has been influenced by a mentor or mentors? Participant H said 

that his mentor taught him everything he knows about the very fundamental basis of 

higher education and how universities work and how to advance them. He also stated that 

he learned from his mentor how to support students. This response suggests that the 

guidance from a mentor within the field can teach new professionals the ends and outs of 

the business of higher education. Participant D stated that his mentor had a great impact 

on his career in higher education as the mentor stayed connected to the mentee and 

offered him a career at his current institution.  

Participant I stated that his mentoring relationships have been very important 

during his career especially during the time of which he was being considered for the role 

of President of his respective institution. This participant will serve as the institution’s 

first Black President. He stated that the mentorship piece was critical in his growth, 

progression, and learning. This research suggests that the guidance of mentoring 

relationships can help to prepare leaders for executive leadership roles in higher 

education, even to the Presidency.  

Research Question Three 

 What are the perceptions of current administrators in higher education regarding 

how mentoring helped to prepare them for leadership? Participant A said that he would 

not be where he is professionally without the mentoring relationships that he has had. He 

stressed the importance and fact that sometimes mentors will change, depending on 

where you are in your career. We learned from Kram (1983) that mentoring relationships 
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go through several phases, one of which is separation. Separation occurs when the mentor 

and mentee agree that the relationship has reached its peak and, therefore, the mentee is 

challenged to spread their wings and fly. Participant B discussed how having the courage 

to ask for help shows the mentor the level of commitment that you have for your 

development.  

Participant C stated that mentoring relationships provided him the support and 

guidance every step of the way in his career. Participant F stated that he would not be 

where he is professionally without those mentoring relationships and stated that his 

mentor stressed the importance of him finding someone that he could take under his 

wings and mentor and help develop. Participant H stated that he would not be where he is 

professionally without those mentoring relationships has also stated that he stands on the 

shoulders of everybody that came before him.  

Participant I stated that he would not be where he is professionally without those 

mentoring relationships throughout his career in higher education. He stated that he has 

mentors from different stages in his career and for different purposes. He also replied that 

mentoring relationships has been extremely instrumental every step of the way, especially 

being elevated to his presidency. 

Implications 

The data provided convincing evidence that mentoring relationships can be used 

to help develop and prepare aspiring African American males to take on executive 

leadership roles in higher education institutions. Each participant admitted that they 

would not be where they are professionally had it not been for the mentoring 

relationships that they had had throughout their respective careers. As Participant B 
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stated, having a mentor has helped him to understand the nuances and political pitfalls of 

being an African American male who serves in an executive administrative level. Each 

participant acknowledged that their mentor has helped to obtain careers, get accepted into 

graduate school, or served on their doctoral dissertation committee. Participants gained 

many benefits such as having someone that they could talk to and having someone that 

was pouring into them personally and professionally has been instrumental to their 

development and growth.  

Aspiring African American administrators would be given someone that they can 

trust and that has their best interest at hand. Seeking out a mentoring relationship with 

someone they can identify with and that serves in an executive administrative role gives 

the mentee the guidance and development of a senior level person that can act as an 

advocate for the mentee. The senior level administrator can act as a voice and sponsor for 

their respective mentee.  

Recommendations for Practice 

This research shows a strong connection between mentoring relationships and its 

impact on the development and preparation of Aspiring African American male 

administrators in higher education institutions. Based on the findings of this study, there 

is one recommendation for practice of institutions of higher learning as it relates to the 

development and preparing of aspiring African American male administrators in higher 

education. The first recommendation for practice is that there should be a focus on the 

ways in which African American males are developed to take on leadership roles in 

higher education. A specific recommendation is for institutions take an inventory of the 
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ways in which they are dedicating time, effort and resources to assisting in the 

development of African American males working in institutions of higher learning.  

 The second recommendation for practice is for higher education institutions to 

focus on mentoring strategies that will help strengthen African American males in higher 

education for leadership roles. One way of practicing this is for institutions to create and 

develop a structured mentoring program, which would identify African American males 

that can be developed to take on executive leadership roles in higher education 

institutions.  

This program would pair them with African American mentors who serve in 

executive leadership roles in higher education. The mentees would be provided the 

guidance and support of executive leaders they can identify with. The mentors would 

help to develop the mentees as future executive leaders by first teaching the mentee the 

best ways to handle workplace politics. Most importantly, the African American mentors 

that serve in executive leadership roles would have a direct linkage of guiding the African 

American males in teaching them the nuances and knowledge needed to succeed, 

especially related to being African American in the field of higher education and the 

challenges that they may be presented with.  

This program would help to develop leaders by increasing their knowledge of 

higher education, how to support students, and how to navigate through the field. This 

program would further assist institutions by creating a pipeline of leaders that is 

developed within the organization.  

This mentoring program would link the mentees with a core team of African 

American mentors who all focus and contribute different things to their respective 
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mentees. For example, one mentor may focus on strengthening the mentee’s written and 

oral communication, one may focus on career elevation and development. Another 

mentor may focus on developing the mentee’s networking skills. Each African American 

executive leader mentor would help to develop the future African American executive 

leaders in different ways. 

The third recommendation for practice is for higher education institutions to 

create and develop a future leaders’ academy that would target male and female 

participants who have an interest in careers in higher education. While my study focused 

on the mentorship and development of African American males, the future leaders’ 

academy would focus on developing all individuals interested in higher education 

careers. The findings of my study are transferable to all demographic groups as 

mentoring relationships are impactful to careers and can help to develop leaders 

regardless of race, ethnicity, or sex. This program would help to develop leaders by 

increasing their knowledge of higher education, how to support students, and how to 

navigate through the field. This program would further assist institutions by creating a 

pipeline of leaders who are developed within the organization.  

The future leader’s academy would link the mentees with a core team of mentors 

who all focus and contribute different things to their respective mentees. For example, 

one mentor may focus on strengthening the mentee’s written and oral communication; 

one may focus on career elevation and development. Another mentor may focus on 

developing the mentee’s networking skills. Each mentor would help to develop the future 

executive leaders, regardless of race, ethnicity, or sex, in different ways.  
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This type of program can be utilized throughout the education field especially 

higher education institutions; however, it isn’t limited to education institutions but can be 

utilized within businesses and community organizations. Based on research and the 

findings of this study, mentoring relationships help to guide and develop leaders within 

all settings and organizations.  

Recommendations for Future Research 

This research shows a deep connection with mentoring relationships being used to 

help develop and prepare aspiring African American males to take on executive 

leadership roles in higher education. The research shows there has been a strong 

connection between the career successes of these executive administrators and them 

having one or more mentoring relationships. Based on the findings of this study, there are 

a few recommendations for future researchers to investigate.  

The first recommendation for future researchers is to examine to impact of aspiring 

African American male administrators having African American mentors as opposed to 

mentors of a different race. Students learn better from those they can identify with. For 

example, Mondisa (2018) concluded that there is a need to understand mentoring 

techniques and how these techniques can be influenced by certain aspects such as identity 

of race, gender, and ethnicity. Having further research conducted in other types of 

institutions can show a wide range of administrators’ perceptions on mentoring 

relationships and whether it has implications on career successes in higher education. 

 The second recommendation for future research is to examine the process of 

choosing a mentor. This process is not always love at first sight, and there are instances 

where sometimes mentor pairings don’t work. The mentee must be able to select the 
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appropriate mentors that they can identify with and mesh well with professionally. There 

should be future studies that focus on the specific ways in which mentors and mentees are 

paired.  

Conclusions 

The organization of the study was composed of five chapters. Chapter I included 

the background of the study, statement of the problem, statement of the purpose and 

significance, research questions, the definition of terms, theoretical framework, 

limitations, delimitations, assumptions, and organization of the study. In Chapter II, the 

researcher explored the literature and provided evidence to support mentoring 

relationships impact on the development and preparation of aspiring African American 

males for executive leadership roles in higher education institutions.  

In Chapter III, the researcher presented a specific methodology for the study. The 

participants were purposefully selected and currently working in an executive 

administrative role in a higher education institution. The data collection and analysis 

procedure were discussed for one mean of data collection which included (a) responses 

obtained in focus group interviews using seven open ended questions. In Chapter IV, the 

participants shared their perceptions of mentoring relationships and how those 

relationships have helped to prepare them to take on executive leadership roles in higher 

education.  

The instrument of the focus group revealed that the perceptions of executive 

administrators are those mentoring relationships have helped to prepare them to take on 

executive leadership roles in higher education. The instrument also revealed that the 

participants felt like they would not be where they are professionally without those 
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mentor relationships throughout their respective careers. Overall, the researcher will use 

the findings of the research to advocate for the importance of mentoring and developing 

aspiring African American males for executive leadership roles in higher education 

institutions.  
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APPENDICIES 

Appendix A 

Participant Interview Protocol 

 

Project: _______________________________ Time: ______________ Date: 

_____________ 

 

ID Code: ________________                                 Place: 

_______________________________ 

 

Interviewer: 

_________________________________________________________________ 

 

Participants Title: 

_____________________________________________________________ 

 

Introduction: (During this time I will introduce myself as well as describe the 

research)  

 

Questions:  

 

1. What motivated you to become an administrator in higher education? 

2. Describe any mentoring relationship(s) you have had and your perceptions of its 

value to success as an administrator in higher education. 
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3. Describe the values and attributes you feel are important to those that are aspiring 

to become administrators in higher education.  

4. What positive leadership techniques and methods have worked in defining your 

administrative role? (i.e., coaching, mentorship, shadowing, furthering education) 

5. What advice or cautionary measures would you give to those aspiring to become 

administrators in higher education?  

6. Do you feel that you would be where you are professionally without those 

mentorship relationships?  

7. What are some challenges you have experienced as an administrator in higher 

education?  
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Appendix B 

Focus Group Research Instrument 

Questions:  

1. What motivated you to become an administrator in higher education? 

2. Describe any mentoring relationship(s) you have had and your perceptions of its 

value to success as an administrator in higher education. 

3. Describe the values and attributes you feel are important to those that are aspiring 

to become administrators in higher education.  

4. What positive leadership techniques and methods have worked in defining your 

administrative role? (i.e., coaching, mentorship, shadowing, furthering education) 

5. What advice or cautionary measures would you give to those aspiring to become 

administrators in higher education?  

6. Do you feel that you would be where you are professionally without those 

mentorship relationships?  

7. What are some challenges you have experienced as an administrator in higher 

education? 

 


