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Foreword 
 
Mentors are role models who provide leadership worthy of 
emulation. The noticeable scarcity of mentors in our higher 
education institutions, including universities, could be attributed to 
succession crises and lack of progress in our ivory towers.     

Mentorship should be incentivized and emphatically rewarded. 
There are currently no incentives for mentorship in most African 
universities, the same reason for continued in-breeding and 
working in silos. Mentorship is a precursor for academic team-
building, succession planning, and sustainability. In some climes, it 
is not uncommon to have a professor who has never participated in 
any international research collaboration nor successfully 
supervised any doctoral candidate.  

We recall our experience of incentivizing international 
experience and exposure by setting participation in international 
conferences as one of the criteria for the promotion of academic 
staff at the University of Ibadan, Nigeria. Let us confess that this 
bold decision on international conference participation contributed 
to the improvement in the global ranking of the University of 
Ibadan during the 2015-2020 period. Similar experiences of 
incentivizing mentorship and collaboration as promotion criteria 
are prevalent in other top-rated universities in Africa. 

The university is a microcosm of the universe. Hence, 
institutionalizing a healthy mentor-mentee relationship is the 
foundation for thriving higher education institutions.  

The authors and editors of this book are seasoned mentors with 
demonstrable experience and significant exposure. They have 
impeccable track records of raising mentors across the continent of 
Africa and beyond. Some of the chapters in this book are also co-
authored by mentors and their mentees. 

The book is a timeless resource material for teaching and 
learning on mentorship. We hereby commend and recommend this 
book to every higher education institution in Africa and beyond.  
 
 
Idowu Olayinka                  Ayodele Jegede  
Vice-Chancellor                                 Director                                           
University of Ibadan, Nigeria 2015-2020       Research Management Office 
           University of Ibadan, Nigeria 



 

Preface 
 
The University of Ibadan, Ibadan, Nigeria, in 2014, subscribed to 
the call by the UK‘s Department for International Development 
(DFID) (now UK Foreign, Commonwealth, and Development 
Office (FCDO)) to raise ‗Next Generation Mentors‘ through the 
Climate Impact Research Capacity and Leadership Enhancement 
(CIRCLE) programme in sub-Saharan Africa. This act of the 
institution initiated the process that led to the publication of this 
book. The CIRCLE programme developed the skills and research 
outputs of early-career African researchers in the field of climate 
change and its local impacts on development. The programme also 
worked with institutions to develop a coordinated and strategic 
approach to supporting early-career researchers in the continent, 
and it was managed by the Association of Commonwealth 
Universities (ACU) and the African Academy of Sciences (AAS). 
The University of Ibadan, Nigeria, became one of the few 
institutions that merited the status and designation of both ‗Home‘ 
and ‗Host‘ institution for the CIRCLE programme.  

Alongside the fellowships was the Institutional Strengthening 
Programme (ISP), which aimed at strengthening the capacity of the 
institutions involved in the CIRCLE programme to provide 
professional development, support, and mentorship for early-career 
researchers in Africa. During the fellowship years (2015 - 2017), a 
total of 100 fellowships were awarded to 39 post-master 
researchers and 61 post-doctoral researchers, with exactly 50% of 
awards given to female academics.  

This book is a product of the Institutional Strengthening 
Programme. It succinctly documents the experiences and 
workshops in mentor-mentee relationships across various domains 
while highlighting the important principles, practices, and impacts 
of mentorship.  
 
 

  

https://www.acu.ac.uk/focus-areas/early-careers/circle/visiting-fellowship-programme
https://www.acu.ac.uk/focus-areas/early-careers/circle/institutional-strengthening-programme
https://www.acu.ac.uk/focus-areas/early-careers/circle/institutional-strengthening-programme
https://www.acu.ac.uk/focus-areas/early-careers/circle/institutional-strengthening-programme
https://www.acu.ac.uk/focus-areas/early-careers/circle/institutional-strengthening-programme
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A Mentor and A Supervisor – The Nexus and 
Disparity 

 
Victor O. Adetimirin 

 
 

Introduction 
The pursuit of a higher degree, of which research is a major 
component, and an academic career involve both supervision and 
mentorship. In few disciplines, supervision and mentoring are 
formally integrated, while in many other fields, both are somewhat 
delineated. Each of supervision and mentorship, even where there 
are overlaps in features, has its peculiarities. Students who 
complete their research under supervision and are mentored early 
in their careers grow to become supervisors and mentors. Many 
acquire the knowledge and skills for these roles informally, 
through their personal experiences and those of others. An 
understanding of the unique features and roles of each, as well as 
factors affecting both, is important in the development of 
institutional structures that will strengthen the two and improve 
their outcomes. These should include periodic online courses 
aimed at improving effectiveness. Supervisors and mentors need to 
carry out self-assessment that help to identify their personal 
weaknesses and strengths. Institutional structures should provide 
feedback from students and mentees, with such feedback used to 
improve the overall supervision and mentorship processes. The 
institution ultimately benefits when its staff improve in their 
supervision and mentorship effectiveness. This chapter highlights 
the roles, attributes, and typologies of supervision and mentorship, 
the relationship and nexus between the two, and offers some 
suggestions on the development of institutional frameworks for 
improving both.   
 

Supervision and Its Role 
Supervision has its origin in two Latin words, ‗super‘ meaning 
‗above‘ and ‗video‘ meaning ‗I see‘.  According to Barnett (2008), 
supervision is a kind of teaching that involves advising, helping, 
inspiring, leading, and liberating. Supervision involves guiding and 
supporting students to generate new knowledge (research and its 
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results) used in the preparation of their theses that meet the 
expectations of the examination process and during which students 
experience clarification or repositioning of their scholarly values 
and identity (Amundsen and McAlpine 2009). Doctoral 
supervision is a two-way dynamic social process. It involves a 
cooperative relationship between the supervisor and a student. The 
process culminates in the launch of the doctoral student into the 
broader scholarly community. Supervision, especially at the 
doctoral level, is an inherently intense and central part of the work 
of most academics; other responsibilities include teaching, 
research, administrative duties, and community services, which in 
this case can be the local or broader scholarly community. 

The research work of the candidate carried out under 
supervision is crucial in the development of a candidate‘s 
academic ability. Supervisors, through their activities, produce 
outcomes that are distributed, exchanged, and consumed; in the 
same process, they produce and reproduce themselves as members 
of the community. Doctoral students, someone supervised, often 
undergo a transition to someone supervising. In effect, the 
supervised now becomes the supervisor. There is no doubt that 
their experiences as students shape their practices as supervisors. 
In addition to their unique personal experiences as students, these 
former students acquire experiences in the course of supervising 
doctoral candidates. They also learn from their observation of other 
colleagues-supervisors as well as through consultation with the 
latter. While undertaking supervision of doctoral candidates, both 
young and experienced academics continue to improve their 
supervision experiences. Good supervisors perform their roles 
better than their own supervisors because they have the 
opportunity of learning from the mistakes of the latter. Though 
desirable, it does appear that formal sources in respect of learning 
how supervision should be carried out are not available. There is 
no doubt that there is a need for the systematization of the 
supervision process.   

For the student, doctoral research comes with pressure, stress, 
and nervousness, all of which bring about worries. The friction, 
opposition, and hostility sometimes encountered from diverse 
sources in the course of the programme bring about conflicts. 
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Supervisors are expected to help the students to deal with these 
sources of worries and conflicts. Supervisors are always 
accountable for the performance of their students. The attributes 
that make for effectiveness as a supervisor are:  

 

 Thoroughness, 
 Fairness, 
 Initiative, 
 Tact, 
 Enthusiasm, 
 Emotional Control, 
 General Outlook, 
 Personal Qualification, 
 Teaching Ability, and 
 Integrity. 

 
It is beneficial for supervisors to carry out periodic self-

assessment on their effectiveness as supervisors. Institutions may 
also request students to evaluate their supervisors as is done for 
taught courses, with feedback provided to the latter. The 
assessments would, no doubt, help to bring about changes that may 
improve the effectiveness of supervision. Table 1 below may be 
adopted for both self-assessment and evaluation by students in a 
structured supervisory system. 
 

Table 1: Criteria and Guidelines for the Assessment of Effectiveness of 
Supervision by both Supervisors and Students 

 
 
S/N 

 
Attribute 

 
1 = Poor 

2 = Below 
Average 

 
3 = Average 

 
4 = Good 

 
5 = Excellent 

 
Score 

1 Thoroughness       

2 Fairness       

3 Initiative       

4 Tact       

5 Enthusiasm       

6 Emotional Control       

7 General Outlook       

8 Personal Qualification       

9 Teaching Ability       

10 Integrity       

 Total       

 
Maximum Score = 50; > 44 = Exceptional/Outstanding; 40-44 = Very Good; 
35-39 = Good; 30-34 = Average 
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The appointment process into academic positions is germane to 
understanding how supervisors perceive their roles and their 
effectiveness. Table 2 below contrasts the appointment process in 
Nigeria with that in North America. 
 

Table 2: A Comparison of the Appointment to Academic Positions in 
Nigeria and North America 

 
 Nigeria North America 
1 Confirmation Tenure track position 
2 Entry Point: Assistant Lecturer, 

Lecturer II, Lecturer I 
Entry Point: Assistant Professor 

3 Confirmation after 3 years Tenure track position after 5 to 
6 year period 

4 Less rigorous Rigorous 
5 Appointment much influenced by 

politics 
Appointment less influenced by 
politics 

 
Mentorship: Role, Attributes, Objectives, and Typologies 
An academic career presents a young academic with multi-
dimensional challenges, among which are those that have to do 
with their career, new roles, as well as those that are psychological. 
Mentorship offers a transitional space to support staff in dealing 
with the challenges presented by the external expectations on them 
and the internal challenges resulting from the feelings about those 
expectations (Harding 2013). Mentorship describes a relationship 
in which a more experienced or more knowledgeable person helps 
to guide a less-experienced or less-knowledgeable person. It 
addresses the mores and values of a profession, with mentors 
providing guidance on how to navigate ‗landmines‘ and 
successfully transverse a professional path; it can be initiated by 
either the mentor or the mentee and requires trust to sustain. 
Mentorship has been observed to assist with time management and 
other management issues such as emotional issues (Godskensen 
and Kobayashi 2016).  

The mentor may be older or younger than the person being 
mentored, but he or she must have a certain area of expertise. 
Several terms are associated with mentorship, and these include 
role model, champion, leader, guide, adviser, counsellor, volunteer, 
coach, sponsor, protector, and preceptor. As with supervisors, a 
relationship exists between the mentor and the mentee. This 
relationship has been perceived by mentees in diverse contexts, 
which include navigator-wayfarer, sage-acolyte, teacher-student, 
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and friend-friend. These relationships and the terms associated 
with mentoring indicate an overlap in the role of supervisors and 
mentors. Attributes considered by mentees for effective mentorship 
by mentors, not in order of importance, include: 

 

 Caring, 
 Supportive, 
 Respectful, 
 Empowering, 
 Motivating, 
 Transparent, 
 Passionate, 
 Approachable, 
 Compassionate, 
 Trusting, 
 Trustworthy, 
 Honest, 
 Inspirational, 
 Understanding, 
 Fair, and 
 Authentic. 

 
The roles of mentoring are essentially to increase career 

success and prevent frustration (from stagnation). Mentors provide 
information about the university culture and way of working. They 
act as sounding boards and provide honest feedback while giving 
their mentees opportunities to reflect and be challenged. Mentors 
are expected to show respect for their mentees and maintain 
confidential relationships. Mentors are distinguished from 
supervisors/teachers in that they are less concerned with goals of a 
particular research/content coverage and evaluation. They are more 
like masters or consultants, reacting to the learner‘s situation, 
relying on experience to model and convey ideas, acting as a 
resource, and implicitly interweaving technical knowledge and 
skills with cultural information and values (Schlager et al. 1996). 
Mentors, in contrast to teachers, are considered as ‗openers of 
doors‘ (Jarvis 1995). The following quote, whose source is 
anonymous, describes what mentoring is all about: 
  

If you know where you are going, your journey is short; 
If you know how to get there, your journey is shorter; 
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If you have someone who has been there to teach you how 
to get there, your journey is shortest; 
If that person decides to take you there, you are already 
there!  

 
It is not unusual for one mentor to have several mentees, just 

like a mentee can have more than one mentor. The relationship 
between a mentor and each of their mentees, where there are 
several, is unique and different from any other in the way it 
progresses (Barnett 2008), and this will be influenced by several 
factors. There are several mentor typologies, among which are: 
one-on-one mentoring, group mentoring, distance or e-mentoring, 
and peer mentoring. There are some formal mentorship 
programmes, among which is that involving student mentors, 
aimed at familiarizing new students with their new university 
environments. The Women in Science Mentorship Programme is 
another formal programme that is aimed at increasing the number 
of women with skills to impact development through research. 
This is implemented through fellowship programmes. Within many 
academic institutions, mentorship is to a large extent informal, 
with one-on-one mentoring most common. However, in the near 
future and in the light of current realities, we should expect an 
increase in e-mentoring in which mentors have never physically 
met their mentees. An example of this is the Africa Graduate 
Mentorship and Coaching Programme (AGMCP) that connects 
graduate students to accomplished academics outside their 
countries. According to Lane (2018), mentoring enables action by 
mentees, helps them to develop confidence, and improves their 
personal effectiveness.  

Several factors are known to affect the mentoring process and 
outcome. These include factors that are associated with the mentor. 
Among these are the teaching, mentoring, and supervision 
experiences, not of the success and failure of their experiences 
alone but of the experiences they gained in respect of the successes 
or failures of other mentors. Of equal importance are the social 
support skills that they acquired in times past. Factors that are 
mentee-related such as their help-seeking competence and support 
systems, especially family, are also critical to the outcome of the 
mentoring process.  

Mentoring does not involve setting goals for mentees or 
managing mentees‘ careers. It does not involve carrying out the 
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mentee‘s work, neither does it involve an assessment or appraisal. 
The relationship between mentors and mentees must be devoid of 
intimate relationships.  
 

Supervision and Mentorship: Relationship and Nexus 
Both supervision and mentorship are required for success. One is 
an academic programme that is structured, time-bound, and ends 
with a degree awarded to the candidate, while the other is an entire 
professional career. To the extent that success in a higher degree 
programme contributes in some measure to career success, 
supervision and mentorship are not mutually exclusive. Some 
mentoring is always involved in supervision. However, individuals 
who play the role of mentors may not have been involved in the 
supervision of the candidates they guide as mentors. All teaching 
and supervision worthy of the name are considered to contain an 
element of mentoring (Yamomoto 1988). However, individuals 
can be mentored without having been in a position for supervision. 
A comparison of the typologies of supervision and mentorship is 
provided in table 3 below. 
 

Table 3: Typologies in Supervision and Mentorship 
 

 
S/N 

 
Dimension 

Typology 

Supervision Mentorship 

1 Structure Formal Formal/Informal 

2 Path Defined In response to mentee‘s 
needs 

3 Goal Acquire knowledge, skills, 
and competencies 

Ensure career success 
(knowledge) 

4 Time Defined (limited time) Limited time/no time 
limit/life long 

5 Scope Within specialized fields Not necessarily in the 
same field 

6 Certification Degree acquisition (Usually) No degree 
involved 

7 Nature One-on-one One-on-one/Group 

8 Age (Usually) older Older (some exceptions) 

9 Experience More experienced More experienced 

10 Compensation Remunerated Remunerated/Non-
remunerated 

11 Complexity More straightforward Complex 
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Conclusion and Recommendations 
There are tensions and challenges in integrating into academia, yet 
there is minimal systematic developmental preparation for life as 
academics, especially supervision and mentoring. Supervision and 
mentoring are not mutually exclusive, but mentoring ensures that 
mentees attain their career goals. It is important that universities 
and other institutions of higher learning put structures in place for 
new academic staff so that they can better fulfill their roles as 
supervisors and mentors. Mentoring practitioners (mentors) can be 
trained to be more effective. Training has been shown to improve 
mentors‘ perception of self-efficacy (MPSE), which is a correlate 
of mentorship success. Issues to be addressed in the formal 
preparation of newly employed academic staff include: (i) an 
understanding of supervision and mentorship; (ii) personal 
experiences versus expectations, (iii) supervisors‘ expectation of 
students; (iv) major difficulties supervisors think students 
experience; (v) useful and desired resources; (vi) description of 
supervisory experiences that supervisors consider particularly 
helpful, and (vii) a list of activities not directly related to thesis 
development but supportive of graduate students‘ progress. 
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Introduction 
Managing human resources effectively has become vital to work 
organizations and academic institutions of the 21st century. 
According to Ogunbameru (2008), the heightened levels of global 
competitiveness have alerted all organizations to the fact that all 
their resources must be developed and utilized better than ever 
before. In particular, it is becoming more acceptable that 
organizations and academic institutions‘ success is hinged on their 
human resources which are seen as the most important assets that 
can be boasted of. This is because of all organizational assets, it is 
only the human resource that is resourceful; all other resources 
would produce nothing without the human element to activate and 
coordinate them, and it is human knowledge transformed to 
activity that gives value or utility to products or services. What is 
becoming crucial, therefore, is the ability of organizations to 
effectively develop their human resources in order to help unlock 
their hidden talents and potentials that will free such talents for the 
crucial task of creating and driving winning strategies (Omolawal 
2014).   

Human Resource Development (HRD) constitutes a very vital 
tool for preparing workers to meet up with the challenges of 
organizations. It refers to an array of organizational activities 
designed to increase the knowledge, skills, attitudes, and 
competence level of workers. The performance of the human 
resource is dependent on the level of knowledge, skill, attitude, and 
general competence of the workers. Hitherto, emphasis has been 
focused on training and development as a way of achieving the 
desired goals of Human Resource Development. However, as a 
result of the emerging limitations associated with traditional 
training and development [(e.g., cost of training, evaluation of 
training programmes, transfer of learning, the attitude of workers 
to training, and so on (Adeleke 2000)], it is becoming more 
acceptable that relying on the normal training and development 
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programmes alone is no longer adequate in meeting the broad goal 
of HRD. Therefore HRD programmes outside the usual classroom 
arrangement are receiving more attention. One of such 
programmes is mentorship.  Mentorship or Mentoring is defined as 
a programme in which an individual, usually older, always more 
experienced, helps and guides another individual‘s development. 
This guidance is not done for personal gain, and it offers lots of 
benefits for the stakeholders viz the mentors, the mentees, and the 
organization as a whole. The objective of this chapter, therefore, is 
to shed more light on various aspects of mentorship and how it can 
be utilized to promote competence development in the University 
of Ibadan. 
 

Meaning of Mentoring 
Mentoring is an organizational tool adopted in addition to formal 
learning events to achieve competence development of the human 
resources. According to Aladejana, Aladejana, and Ehindero 
(2006), mentoring is a process where an individual (mentor) offers 
assistance, guidance, advice and support to facilitate the career 
development of another individual (mentee or protege). Eburajolo 
(2008) defines it as a relationship between a junior, often younger 
person (referred to as the mentee or protégé) and a senior person 
(the mentor) by virtue of which the mentor serves as a guide, 
counsellor, confidant, adviser, and role model to the protégé. 
Redmond (2009) defines mentoring as a process of serving as a 
guide, counsellor, and teacher for another person, usually in an 
academic or occupational capacity. From the plethora of these 
definitions, it could be seen that mentoring is the provision of 
knowledge, experience, and inspiration for another person, usually 
younger, less knowledgeable, and less experienced. It could also be 
conceived of in terms of the expected results: mentees observe, 
question, and explore while mentors demonstrate, explain, and 
model (Scandura 2006). The focus of mentoring is on building 
relationships which serve as the basis for fostering a learning 
culture in the organization (Aloko 2000). 

The term mentor is used both as a noun and as a verb: As a 
noun, it refers to an individual, usually older and more experienced 
in the workplace, who offers guidance and advice to another 
person, usually younger and less experienced. As a verb, it refers 
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to the process where an individual offers guidance and advice to 
another person with the aim of developing the career and 
competence of the younger person. The younger and less 
experienced person is referred to as mentee or protégé and both 
concepts are used interchangeably in this Chapter. 
 

Brief History of Mentoring 
According to Greek mythology, Mentor was the name of the 
person to whom Odysseus (a.k.a. Ulysses) entrusted the care of his 
son, Telemachus, when he set out on those famous wanderings of 
his that we now call an ―odyssey‖ and which took him, among 
other places, to the Trojan Wars. Mentor was Odysseus‘ wise and 
trusted counsellor as well as tutor to Telemachus. Odysseus was 
concerned about the need for his son to be properly brought up so 
that the son could be a wise and good leader. To carry out this 
assignment, Mentor had to become a father figure, teacher, role 
model, trusted advisor, challenger, encourager, and counsellor to 
Telemachus (Cole 1997; Kreitner and Kinicki 2001). Mentor‘s 
name—with a lower-case ―m‖—has passed into the English 
language as a shorthand term for wise and trusted counsellor and 
teacher. In other words, it has become an eponym for a wise, 
trustworthy counsellor or teacher. In sum, what has been 
historically an informal, unofficial, voluntary, mutually-agreed, 
and self-selected interaction between two people has become a 
programme adopted for competence development of the human 
resources in organizations. However, in modern times, especially 
in work organizations and human resource management literature, 
mentor, which is a noun, has become a verb as well and—with or 
without ―ing‖ as an appendage—now refers to the patterned 
behaviours or process whereby one person acts as a mentor to 
another. 

Mentoring serves both career and psychosocial functions in an 
organization. The career functions include sponsorship, exposure, 
coaching, and challenging assignments, while the psychosocial 
functions include role modelling, acceptance, and confirmation, 
protection, counseling, and friendship (Roberts 1998; Kreitner and 
Kinicki 2001). 
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The mentor-mentee relationship lies at the core of any 
mentoring programme and is critical to the success of the 
mentoring programme. Mentoring relationships can be single or 
multiple. Single mentoring could involve a male or female mentor 
and a mentee. Multiple mentoring may involve one mentor to more 
than one mentee or one mentee to more than one mentor. 
Mentorship can also be same gender or cross-gender. However 
male mentor and female mentee relationship is challenged by 
many problems: female mentees tend to be emotionally attached to 
their male mentors, and this may affect the success of the 
programme. Also, female mentees may fail to identify with male 
mentors due to a lack of gender similarity. Studies have also shown 
that cross gender mentoring relationships require more effort to 
sustain than same-gender relationships. Studies in the USA and 
Canada have established that mentoring behaviours and practices 
occur more often in mentoring relationships than in non-mentoring 
relationships. The ways and manners in which the mentor carries 
out his role (i.e., his mentoring style) is also a vital factor in 
determining the success of a mentoring relationship (Ghosh 2003). 

The following assumptions form the foundation for a solid 
mentoring programme.  

 
 Deliberate Learning is the Cornerstone: The mentor‘s job 

is to promote intentional learning, which includes capacity 
building through methods such as instructing, coaching, 
providing experiences, modeling, and advising.  

 Both Failure and Success are Powerful Teachers: 
Mentors, as leaders of a learning experience, certainly need 
to share their ―how to do it, so it comes out right‖ stories. 
They also need to share their experiences of failure, i.e., 
―how I did it wrong‖. Both types of stories are powerful 
lessons that provide valuable opportunities for analysing 
individual and organizational realities.  

 Mentors Need to Tell their Stories: Personal scenarios, 
anecdotes, and case examples, because they offer valuable, 
often unforgettable insight, must be shared. Mentors who 
can talk about themselves and their experiences establish a 
rapport that makes them ―learning leaders.‖  
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 Development Matures Over Time: Mentoring—when it 
works—taps into continuous learning that is not an event or 
even a string of discrete events. Rather, it is the synthesis of 
ongoing events, experiences, observations, studies, and 
thoughtful analyses.  

 Mentoring is a Joint Venture: Successful mentoring 
means sharing responsibility for learning, regardless of the 
facilities, the subject matter, the timing, and other variables. 
Successful mentoring begins with setting a contract for 
learning around which the mentor, the protégé, and their 
respective line managers or unit heads are aligned.  
 

Mentoring Styles 
Mentoring involves a relationship between two individuals. As 
with other types of relationships, every mentor/mentee relationship 
is unique. No two mentor/mentee pairs are likely to have exactly 
the same relationship among themselves. The nature of the 
relationship depends on the mentee‘s needs and the means the 
mentor adopts in trying to address those needs. The latter is 
referred to as the mentor‘s style. According to Gray (1989) of the 
Mentoring Institute, there are two broad types of mentoring styles, 
namely: equipping and empowering styles and both further have 
sub-divisions. 

An equipping mentor is one whose approach is predominantly 
that of a teacher, telling the mentee what to do and giving him 
detailed directives on how to do it. Such a mentor tends to be 
domineering, giving the mentee little room to exercise initiatives. 
In this type of relationship, the mentee is dependent on the mentor, 
hardly takes risks, and experiences relatively slow growth. 

Under the equipping style, there are two other sub-divisions. 
These are: 

(a) Informational Mentoring: This is an equipping style 
involving the mentor playing an active role in teaching, 
explaining, and describing things to the mentee, arranging 
things for him/her. Sometimes he/she also prescribes and 
advises. The mentee is usually dependent on the mentor 
and shows little initiative. 
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(b) Guiding Mentoring: This is also an equipping style but less 
so than the informational style. Here the mentor suggests, 
rather than prescribes, options to the mentee. The mentor 
persuades and confronts the mentee sometimes and coaches 
and models at some other times. He/she questions, probes, 
and pushes to motivate the mentee, who tends to be 
responsive to the mentor‘s actions, applying the 
suggestions or considering and selecting the best of several 
options suggested by the mentor. The mentee thereby 
begins to show some initiative. 

 
On the other hand, an empowering mentor is non-directive in 

his/her approach. He/she tends to give the mentee a broad outline 
of what needs to be done, leaving it to the mentee to use his 
initiative to find solutions. The mentor is laissez-faire in his 
approach and does not insist on strict adherence to structures in his 
relationship with the mentee. The mentee in this relationship tends 
to be more independent and self-reliant. He accepts advice from 
the mentor but is able to make his own judgement as to whether to 
act on it. Here, there are also two sub-divisions, namely: 

 
(a) Collaborative Mentoring: This is an empowering style. The 

mentor and mentee engage in two-way dialogues, take joint 
decisions, and joint responsibility for solving problems. 
The mentee is becoming more independent and shows a lot 
more initiative. He values the mentoring he receives but 
adapts the information and advice he/she gets from the 
mentor towards achieving his/her own clearly defined 
goals. 

(b) Confirming Mentoring: This is also an empowering style. 
The mentor serves as a sounding board for the mentee‘s 
ideas. He/she listens empathetically, helps the mentee 
clarify his/her ideas, and encourages him/her. The mentee 
is very confident and is able to develop and present ideas of 
his/her own while incorporating insights gained from the 
mentor. 

 
None of these mentoring styles is ideal for all situations and 
mentoring relationships. The appropriate mentoring style in any 
given situation must depend on the mentee‘s competence and 
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career development, the issue at stake, and the urgency of the 
solution required. 

Thus, an equipping style is more appropriate for a young 
recruit who is a fresh graduate with little or no experience, and 
who needs a lot of guidance in the early stage of his career. It 
should, however, be mixed with a little bit of empowering.  For a 
mentee who has had a few years of experience and is seeking to 
enhance his career development, a balance needs to be struck 
between the need for equipping and empowering. For a mentee 
who is undergoing leadership/management mentoring, mainly 
empowering plus a minimal amount of equipping would be 
appropriate. 

Generally, a mixture of equipping and empowering is required 
in all mentoring relationships. However, as the mentee grows in 
confidence and competence, the relative amount of equipping 
should reduce in favour of more empowerment. The most 
proficient mentors are those who can switch between various 
mentoring styles in response to the mentee‘s changing needs. 
Therefore, in mentoring the same mentee, a mentor may need to 
use equipping skills and practical know-how while using 
empowering styles to challenge him/her to use his/her creativity 
and initiative to pursue his/her own (i.e., mentee‘s) goals. 
 

Types of Mentoring  
Two broad types of mentoring have been identified by scholars.  
These are informal and formal mentoring (Blake-Beard 2005; 
Aladejana et al. 2006). 
 
Informal Mentoring  
In the workplace, a young employee sometimes finds an older, 
more experienced person for whom he/she has a natural affinity 
and a relationship develops whereby the younger one is able to 
discuss matters that concern him/her with the older one and seeks 
his/her advice on various matters. This kind of relationship is 
referred to as informal mentoring. Informal mentoring has its 
potential benefits as well as its drawbacks. 

The younger staff (mentee) could benefit immensely from the 
experience of the older one (mentor), who could provide him/her 
with wise counsel and guidance in his/her career development that 
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would enable the mentee to accelerate his/her pace of 
development. On the other hand, there is the risk that the 
relationship, if not properly managed, could form a platform for 
godfatherism, nepotism, and/ or favouritism. Even if it does not do 
so, the impression could still be created in the mind of other staff. 
Other drawbacks of informal mentoring include the fact that there 
are usually no defined objectives (targets). It is therefore not 
possible to measure the performance or effectiveness of the 
mentor. It is also not possible to guarantee that the mentors 
actually have the skills required to play the mentoring role 
effectively. In the light of the problems associated with informal 
mentoring, an employer seeking to use mentoring as a tool for 
competence development needs to introduce a formal, structured 
mentoring programme (Aloko 2000). 
 
Formal Mentoring  
Formal mentoring is associated with organizations‘ HRD 
programmes designed to promote and develop human resources in 
terms of their competence, skill, knowledge and attitude. It is a 
formal process that is aligned with other HR developmental 
processes aimed at making the employees better in contributing to 
organizational results. However, Raggins, Cotton, and Miller 
(2000) observe that formal mentoring is arranged by organizations; 
hence mentors may be less intrinsically motivated to be in the 
relationship and be less personally interested in their mentees. It is 
often confused with the word ‗coaching‘. Although the two have 
various similarities, they are different because coaching has a 
narrower focus than mentoring and is often associated with 
remunerations. 

What is prevalent in the University of Ibadan (UI) today is 
informal mentoring. Formal mentoring is yet to be instituted as a 
tool for competence development. Although some departments 
have formal mentorship programmes for their undergraduate 
students, formal mentoring for the staff is not yet in UI. Informal 
mentoring will invariably continue to thrive without guaranteeing 
any benefits to the University. There is, therefore, a strong case for 
the introduction of a formal mentorship programme at the 
University of Ibadan. 
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Prerequisites for Mentoring Programme in the University 
of Ibadan 
Some organizations have sought to structure their mentoring 
relationships into a process that ensures that this valuable 
developmental tool is used for the good of the organization rather 
than for a small number of favourites. There are, therefore, a 
number of prerequisites necessary for the successful establishment 
of a mentoring programme in the University. 
 
Clear Objectives: The university‘s objectives and philosophy of 
the programme must be clearly defined, articulated, and 
understood by all participants. 
 
Top Management Commitment: It is important that top 
management visibly demonstrates commitment to the programme 
and also provides formal backing for the programme. In other 
words, the relevant highest decision-making body of the University 
must give formal approval for the introduction of the programme. 
 
Corporate Harmony: The programme must be in sync with any 
existing human resource development framework in the institution 
as well as with the corporate culture of the University. 
 
Selection of Participants: Mentors and mentees must be carefully 
selected because incompatibility can lead to problems that could 
frustrate the achievement of the desired goals. This should be done 
by considering variables such as sex, age, career interest, 
experience, personality, and so on. 
 
Programme Structure: Appropriate institutional structure must be 
put in place to ensure the success of the programme. Such a 
structure must cover the design, implementation, and regular 
review of the programme. 
 
Separation of Responsibilities: There is a need for the separation 
of the responsibilities of supervisors and mentors. Either as work 
or project supervisor, the responsibilities differ from the 
responsibilities of mentors, and this needs to be clearly emphasized 
to the stakeholders. 
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Sensitization: There is a need for sensitization of all stakeholders 
to know their responsibilities, limits, scopes, and expectations.  
 

Objectives of Mentoring  
Formal mentoring programmes in the University of Ibadan stand to 
achieve some specific objectives, which include:  
 
Increasing Mentee’s Level of Competence: This will lead to 
higher performance by, 
 

- Giving challenging assignments with a clear developmental 
focus; 

- Providing or facilitating access to useful information and 
materials; 

- Teaching, advising, and coaching on a wide range of issues 
including taboo subjects such as institutional politics, 
relationships with the senior faculty members, etc. 

- Providing exemplary leadership; and 
- Acting as a role model. 

 
Increasing Mentee’s Level of Self-confidence: This is by, 
 

- Encouraging and praising the mentee; 
- Demonstrating trust and liking; and 
- Challenging and motivating the mentee to find his/her own 

answers to issues that he/she faces. 
 
Promoting the Mentee’s Career: This is by, 
 

- Praising the mentees to others; and 
- Working with supervisor to ensure that the mentee‘s 

developmental needs are met. 
 

Benefits of Mentoring 
Mentorship will be beneficial not just to the mentee but also to the 
mentor and the institution as a whole (Scandura 1999; Aloko 2000; 
Kochan and Trimble 2000; Kreitner and Kinicki 2001): A formal 
mentorship programme in the University will provide benefits as 
follows: 
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Benefits for the Mentee 
 Orientation mentoring, designed to help new hires quickly 

get assimilated into the University system, will help speed 
up the settling-in process. As the new employee settles 
down and begins to focus on his/her career, the mentor can 
also enhance the process of competence development and 
career growth.  

 For more experienced mentees seeking career development, 
mentoring will provide a rich source of guidance and 
encouragement that speeds up the development process and 
this will enable UI to keep tabs on their progress. 

 Mentoring will also foster a better sense of belonging and 
reduce the sense of alienation that the un-mentored 
employees often feel, especially in the early part of their 
careers. 

 Mentoring will provide greater satisfaction, career 
commitment, and career mobility for the upcoming faculty 
members. 

 The programme will provide early recognition for the 
upcoming generations who have been well mentored, and 
this is good for their career, and will lead to rapid growth in 
the teaching profession. 

 
Benefits for the Mentor 

 The mentor will enjoy a rare opportunity to develop his/her 
communication and counselling skills. In order to mentor 
his/her mentee effectively, he/she develops an awareness of 
career and competence development issues that he/she may 
not otherwise possess. Thus his/her own career also 
benefits as a result of the information he acquires as a 
mentor.  

 There is also the enhanced self-esteem that comes with the 
recognition that one is contributing to the growth and 
development of a colleague. Mentors will also derive this 
psychological benefit from the programme. 

 There is also the possibility of economic transactions in the 
future as successful mentees may want to show some 
appreciation. 

 Mentors may also enjoy increased productivity as a result 
of the mentee‘s efforts. 
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Benefits for the University of Ibadan 

 Mentoring has the potential to enhance the corporate 
performance of our great institution. By speeding up the 
settling-in process and enhancing the mentee‘s career and 
competence development, mentoring will ensure that the 
University is able to derive maximum benefits from its 
investment in staff. 

 Formal mentorship in the institution will showcase the 
availability and abundance of highly experienced faculty 
members and senior officers. 

 Mentoring will also provide a structured framework within 
which the experienced and senior faculty members could 
pass on the benefits of their knowledge and skill to the 
mentees. 

 A well-managed mentoring programme will provide an 
early warning signal in the event of difficulties with a 
mentee‘s career or competence development and allows 
proper corrections to be effected for the institutional 
benefits. 

 Mentoring programme in UI will contribute to creating a 
better integrated and motivated workforce by avoiding 
most of the pitfalls associated with informal mentoring, 
which will always go on, irrespective of whether our 
institution recognizes it or not. 

 Mentoring has the potential to assist in human resource 
issues such as succession planning, career planning, 
promotions, and appointments in UI. 

 Mentorship will enhance the capacity building of upcoming 
employees of the University at little or no financial cost. 
This will particularly be a welcoming development in view 
of the dwindling incomes of the University. 

 

Potential Pitfalls of Mentoring  
Scholars such as Kram (1985) and Ragin (1997) have identified 
potential pitfalls which may affect the success of mentoring 
programmes. Some of these include: 
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Mentor/Supervisor Conflict: There is the tendency for some 
supervisors (either work or project) to feel threatened by the 
mentor, especially if the mentee enjoys a better relationship with 
the mentor than he/she does with the supervisor.  

 

Neglect of Main Responsibilities: It is also possible that the 
mentor could go beyond the normal dictates of his/her role and 
devote too much time and attention to the mentoring programme 
that the main job of the mentee or the mentor suffers. 

 

Mentor/Mentee Conflict: This may happen when there is no 
compatibility between both or when the protégé feels the mentor is 
not contributing much to his/her development. 

 

Power Alignment: An organization beset with a high degree of 
internal politics must be careful in setting up a mentoring 
programme, because the programme could be used to further 
polarize and fractionalize the organization. The mentor may end up 
becoming a god-father. 

 

Efforts and Time: Mentoring places a high demand on the 
mentor‘s time and energy. Both parties must be willing to devote 
both time and effort otherwise, the success of the relationship may 
be threatened. 

 

Displacement: There is also the possibility of mentors being 
displaced by successful mentees. 

 

Accusation: Mentors may be accused of nepotism which may hurt 
the mentor‘s reputation and effectiveness. 
 

Over-ambition: Opportunistic and ambitious mentees may 
backstab mentors. 
 

Mentors’ Enemies: The possibility exists that the mentee may 
inherit the mentor‘s enemies within the organization. 
 

Over-protection: Mentees may be over-protected in the work 
place. 
 

Credit: The mentor may inappropriately take credit for the 
mentee‘s work. 
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These potential pitfalls are capable of affecting the success of the 
mentorship programme, and it is, therefore, necessary that 
appropriate structures be put in place to prevent them from 
happening. 
 

Conclusion 
It is worthy of note that mentoring programmes go beyond the 
level of organizations concerned with profit-making. Today, non-
profit making organizations operate mentoring programmes; 
tertiary institutions also run mentoring programmes designed to 
guide the career, conduct, and academic performance of younger 
faculty members and students. The processes are the same, but the 
major area of difference is that while profit-making organizations 
organize mentoring programmes to increase the competence level 
of their employees with the aim of increased organizational 
productivity and profitability, tertiary institutions are concerned 
more with career development, scholarship, conduct and academic 
excellence of the students and upcoming faculty members. The 
philosophy behind formal mentorship in a tertiary institution like 
the University of Ibadan is to prepare the students in terms of 
character and learning and the younger faculty members in terms 
of scholarship, academic excellence, and competence. While this is 
seen as a right step in the right direction, efforts should be taken to 
ensure that the programme is within the framework of the 
philosophy behind its introduction. Care also needs to be exercised 
especially in the area of receiving feedback from mentors so that, 
where necessary, reviews could be done to further strengthen the 
programme. 
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Effective Mentor-Mentee Communication 
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Mentoring is one of those ancient methods of education that 
survived modernism and modernity, and are being inculcated in 
contemporary educational and training contexts. In the pre-colonial 
Africa, mentoring was the means by which a son learns the trade of 
the father and becomes a master; it is also the way a daughter 
attained womanhood in character and skills through inculcation 
from the mother or, in some African cultures (such as the Rukiga 
in Uganda), the aunts. Traditional African mentorship was, 
therefore, a largely informal and unstructured process. This does 
not rule out the existence of formal structures as well. For instance, 
the Calabar maid preparation school, also called Fattening Rooms, 
is one of those semi-formal and semi-institutionalised traditional 
mentoring practices that happen outside the family. 

Whether mentorship is formal, semi-formal or informal and 
unstructured, communication remains indispensably central to it. If 
improperly handled, communication can create confusion in the 
mentoring process and lead to a premature termination of a 
potentially fruitful mentor-mentee relationship. That is what is 
crucial about this chapter. We briefly describe mentoring and the 
functions of a mentor; we then turn to mentoring as 
communication. We sum up the nature of human communication 
and then discuss the role of mentor-mentee communication in the 
mentoring process. We discuss the communication tools that can 
assist the process of mentoring as well as the obstacles that might 
be encountered on the way and how to address them. 

 

Defining Mentoring 
It is generally accepted that mentoring is a process by which an 
experienced person helps a less-experienced person develop the 
adequate capacity to surmount an obstacle (Cruz, Goff, and Marsh 
2020). Malen and Brown (2020:41) see mentoring as ―an inclusive, 
reciprocal, and an ongoing process in which individuals 
demonstrate their genuine commitment to the professional and 
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personal growth and well-being of others.‖ They further explain 
that mentoring is born out of a mentor‘s desire to help a mentee 
rather than to advance his own self; it is an intentional and a 
developmental relationship between a mentor and a mentee and 
involves different forms of official and unofficial interactions. 
From the foregoing, mentoring can be defined as a process by 
which an experienced person helps, nurtures, and assists someone 
who is less experienced to become more experienced, steady, and 
capable of overcoming certain challenges, and ultimately, to also 
become a mentor.  

Mentoring is different from supervision. As posited by 
Gallacher (1997), supervision involves directing or guiding people 
towards realizing organizational objectives. Its goals are quality 
control, personnel development, and promotion of commitment to 
the realization of specific objectives. Largely, supervision is formal 
and clear-cut, with a clear beginning and end. Mentoring, on the 
other hand, goes beyond formal relationships. It covers more areas 
of life and decision-making and can be lifelong.  

The functions of a mentor are many. Gallacher (1997) 
presented a list of them, including the actions that constitute 
carrying out each function. The functions are as follows:  

 
(1) Coaching: Teaching technical skills, helping to clarify 

performance goals and learning objectives, suggesting 
strategies for achieving goals and objectives or meeting job 
performance requirements, and reinforcing effective on-
the-job performance. 

(2) Increasing Exposure and Visibility: Providing 
opportunities for the protégé to demonstrate competencies 
and special talents, and representing the protégé‘s 
competencies and concerns to higher-level administrators. 

(3) Protecting: Minimizing the protégé‘s involvement in 
controversial situations, helping the protégé avoid costly 
career mistakes, and offering warnings about various 
pitfalls in the organization. 

(4) Sponsoring: Nominating the protégé for promotion, 
specific positions, or special assignments; expanding the 
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protégé‘s network of professional contacts; and linking the 
protégé with educational opportunities. 

(5) Role Modelling: Stimulating growth and development of 
the protégé, and demonstrating successful professional 
behaviours. 

(6) Encouraging: Providing acceptance, validation, 
confirmation, and friendship, and bringing together several 
protégés who may help one another. 

(7) Advising: Helping the protégé to clarify and achieve career 
goals, helping the protégé to evaluate career options, and 
recommending strategies for career development. 

(8) Explaining: Providing the protégé with information on 
policies and procedures in the organization, clarifying 
organizational goals and objectives, and identifying 
resources. 

 
Gallacher (1997)‘s list is a useful one. However, the point has to be 
made that these functions are overlapping. For instance, coaching 
involves explaining just as one can hardly protect without advising. 
The functions are also not to be understood as a linear sequential 
process; they are dynamic, interwoven and non-linear. 
 

Mentoring as Communication 
From the foregoing, it is obvious that mentoring involves a large 
dose of communication between a mentor and his or her mentee(s). 
To effectively coach, encourage, advise, instruct, guide, etc., a 
mentor and a mentee must communicate. Communication is 
pervasive. It is intertwined with all aspects of human life and can 
sometimes be complex (Adler and Rodman 2006). Since to 
succeed in mentoring is to succeed in the series of communication 
engagements between a mentor and his or her mentee(s), it is 
imperative for mentors and mentees to have a good grasp of the 
meaning and nature of communication in the context of mentoring, 
the factors that influence communication effectiveness, the roles 
that both parties are supposed to play in communication, the 
various communication tools that can be employed in mentoring, 
and some obstacles to communication in mentoring and how to 
handle them.  
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Communication is a dynamic and complex, multifaceted 
process. It could be verbal and/or nonverbal (Lemon 1990). 
Communication does not have a universally acceptable definition. 
However, a large number of scholars agree that it is a process of 
exchanging information, thoughts, feelings, and attitudes among 
participants. The exchange in communication is usually a two-way 
process. In communicating, we wish to influence the other person, 
and we also end up getting influenced. Mentoring is that 
communication process by which we share and exchange 
information, knowledge, skills, and experience with someone so 
that they may grow in life and career.  

Mentors and mentees alike must be conscious of the fact that 
communication between them could be in three forms: verbal 
(using words), nonverbal (not using words), or a combination of 
verbal and nonverbal. That mentors and mentees should be careful 
in their use of words while communicating needs no emphasis. 
However, a great deal of harm is often done to the mentor-mentee 
communication process because many people underestimate the 
significance of nonverbal communication. Nonverbal 
communication goes beyond unintentional body language. 
Oftentimes, people intentionally communicate solely with 
nonverbal gestures, including silence, with the aim of speaking 
loudly and clearly. Nonverbal gestures are sometimes also used to 
reinforce verbal communication for greater impact. To succeed in 
mentor-mentee communication, both parties must be able to 
appropriately decipher what their nonverbal actions and inactions 
mean and choose to appropriately adjust to them as occasion 
demands (Lemon 1990). The questions to ask at this juncture are 
these: ―Am I really sensitive to the various nonverbal cues of my 
mentor/mentee? Do I intentionally and adequately adjust to their 
nonverbal cues while communicating with them?‖ The figure 
below illustrates the importance of nonverbal cues in mentor-
mentee communication. 
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Fig. 1: ―Of course I communicate. You know very well that a grunt means ‗yes‘ 
and a snarl means ‗no‘.‖ 

 

Nature of Human Communication 
What we carve out as the nature of human communication is 
largely affected by the way we conceptualize communication. 
Conceptualizing communication as a process of exchanging 
information, thoughts, feelings, and attitudes among participants 
agrees with the view of scholars who believe that communication 
is transactional. This school of thought believes that humans 
usually send and receive messages simultaneously and designates 
them as communicators rather than senders and receivers of 
information. It believes that as humans, we are capable of 
receiving, decoding, and responding to another person‘s behaviour, 
while at the same time, that other person is receiving and 
responding to ours (Adler and Rodman 2006). This view captures 
the process of mentor-mentee communication. It is 
diagrammatically represented below. 
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Fig. 2: A general representation of transactional model. 

 
Source: Adler and Rodman. 2006. Understanding human communication. 9th edition. 

New York: Oxford University Press. 

 
Now we will discuss a few points about the nature of human 

communication in the context of a mentor-mentee relationship, 
viewing it from the transactional perspective. One, human 
communication is by nature an exchange of meaning 
between/among the participants. Meaning, in the context of 
communication, is the way an individual understands or makes 
sense of a code/message or a piece of information that he/she has 
or receives. For communication to be effective, the parties 
involved must have common grounds of generating meanings from 
verbal or nonverbal codes/messages. Also, communication as an 
exchange implies that the participants are in it to give and take 
from one another. Every participant sends and receives pieces of 
information and sometimes does so simultaneously. The 
implication of this in mentor-mentee communication is that the 
parties involved must be willing to initiate communication with 
and also respond to communication from each other. When there is 
ineffectiveness of either party in initiating or responding, there can 
be various forms of challenges.  

Two, human communication occurs between/among humans. 
This point looks simple, but it is of great importance. Human 
beings are human beings. They are not deities, gods, angels, or 
God. They are not machines, even though they use communication 
machines (gadgets) as channels of communication. The 
implications of this point are two: one, participants in mentor-
mentee communication should regard each other as human beings 
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and make room for flaws, excesses, limitations, etc., which are 
inevitable realities of being a human being; two, while using 
communication gadgets to communicate, mentors and mentees 
alike should realize that the communication is not between two 
machines (such as two android phones), but it is between two 
humans who have every physiological, psychological, socio-
economical, etc., characteristics of humans (which machines do 
not have). 

Three, human communication is an intentional engagement to 
influence the person(s) we communicate with. There are usually 
preconceived goals that we want to achieve by communicating 
with people, though unintended goals are also sometimes achieved. 
Thus, it is imperative for participants in a communication context 
to communicate purposefully in order to exert intended influence. 
Also, communicators must be empathetic with each other. They 
must seek not just to be understood but also to understand each 
other‘s goals for communicating at a given instance, for example, a 
mentee who keeps calling a mentor on the phone and a mentor who 
keeps ignoring the calls of his/her mentee both need to be 
empathetic to each other. The empathetic mentee will excuse the 
mentor by reasoning that he/she is not able to attend to calls at the 
moment. He/she will therefore stop calling and explore other 
means of communication, such as a text message. The empathetic 
mentor will also reason that the mentee needs to speak with 
him/her urgently and thus send a message, promising to call as 
soon as he/she can or asking the mentee to call at a certain time. 
That way, the mentee will not feel ignored, and the mentor will not 
feel disturbed. 

Furthermore, human communication is hampered by noise. 
Noises are extraneous things in a message that distort it and 
prevent it from being received as intended. Examples of noise 
include channel noise (arising from the gadgets used to 
communicate, e.g. bad communication as a result of bad network 
from the telecommunication service providers), semantic noise 
(arising from probable irritation from the wrong pronunciation of 
certain sounds our words), and psychological noise (arising from 
fatigue or bad emotions that set communicators in a bad mood). 
Noise causes misunderstanding, confusion, and mis-
communication. The moment a party cannot appropriately decipher 
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the message, such will not be able to respond appropriately. In 
mentor-mentee communication, using vocabulary beyond the 
linguistic level of each other, lack of proper contextualization of 
meanings, and biased ideas or messages can all constitute noise 
and hamper communication. The implication of this is that the 
mentor and mentee must envisage the interference of noise in their 
communication and make provisions to contain it.  

Human communication is also sensitive to context. Context, in 
communication, implies the situation that surrounds the 
communication engagement. Better still, it can be defined as the 
place or setting where communication is taking place. The way 
humans behave is affected by where they think they are, and so is 
their communication behaviour. The way a professor will expect to 
be communicated with by his/her students in the class will 
certainly be different from the way they will communicate in a 
football viewing centre if they are fans of the same football club. 
Insensitivity to the context of communication can breed 
miscommunication and hamper the effectiveness of mentor-mentee 
communication in a number of ways.  
 

Factors that Influence Communication in Mentoring 
Factors that influence communication in mentoring are many. 
Everything that affects both the mentor and the mentee can 
influence the way they communicate. Below is a list of some of the 
factors, adapted mostly from DECS mentoring (2008): 
 

(1) The self-concept and self-esteem of both the mentor and 
mentee; 

(2) The personality of both the mentor and mentee; 
(3) The attitudes, beliefs, values, and biases of both the 

mentor and mentee; 
(4) The perception that the mentor and mentee have of each 

other; 
(5) The assumptions that the mentor and mentee make about 

each other; 
(6) The expectations that the mentor and mentee have from 

the communication; 
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(7) The background and experience of the mentor and 
mentee (including cultural differences, religious 
differences, and socio-economic differences); 

(8) The power and status of the mentor and mentee; 
(9) The personal presentations of the mentor and mentee 

(how they look and how they choose to present 
themselves); 

(10) The preoccupations (biological and mental state) of the 
mentor and mentee; 

(11) The number of mentees being communicated with: for 
instance, communication during individual mentoring 
encounters, will differ from communication during group 
mentoring encounters; 

(12) The degree of familiarity between the mentor and the 
mentee; 

(13) The physical distance or space existing between the 
location of the mentor and that of the mentee; 

(14) The difference between the importance that the mentor 
and mentee attach to a particular piece of information or 
subject being communicated;  

(15) The self-awareness of the mentor and mentee and how 
open each is willing to be with the other; 

(16) The gender of the mentor and mentee; 
(17) The prior life experiences of the mentor and mentee; 
(18) The official/organizational regulations guiding mentor-

mentee communication, if such exist in their context; and 
(19) The difference between the ages of the mentor and the 

mentee. 
 

Roles of Mentor-Mentee Communication 
In a mentor-mentee communication context, the two participants 
are not on the same level of experience. The mentor is more 
experienced, while the mentee is less experienced. The essence of 
mentoring is to pull the mentee up the ladder of experience and 
help him/her develop the capacity to overcome challenges. In 
mentor-mentee communication, the mentor does the following. 

One, the mentor informs the mentee(s) of opportunities and 
deadlines. He/she serves as a journalist. He/she uses his/her 
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experiences, exposures, and networks to locate opportunities for 
his/her mentees, informs them of the opportunities and deadlines 
so that they can take advantage of the opportunities for their 
growth and development.  

Two, the mentor inspires and commends his/her mentee(s). 
He/she serves as a motivator to them. Climbing the ladder of 
experience in any endeavour in life can be a daunting task. Without 
the constant motivation and encouragement of persons who have 
trod the path, a beginner may be utterly discouraged and be 
tempted to abandon it. Thus, mentees need the constant 
motivational communication of mentors to be able to successfully 
navigate their ways up the ladder of experience in their chosen 
fields.  

Three, the mentor rebukes/warns the mentee in order to steer 
him/her off dangerous paths. This way, the mentor serves as a 
prophet to the mentee. The mentor, being an experienced person, 
knows the path that the mentee is travelling so well. The prior 
good and bad experiences of the mentor while climbing the ladder 
of experience in the field would have taught her many lessons with 
which she guides her mentee. And, when the mentee refuses to 
yield to instructions, the mentor will have to rebuke/warn him or 
her.  

Four, the mentor also counsels the mentee, thus serving as a 
shepherd. To counsel is to advise, to offer someone suggestions for 
solving problems/challenges. The mentor will have to do this at 
some point in time when the mentees are confronted with 
challenges that they cannot surmount. 

Five, the mentor guides/educates the mentee. This way, he/she 
serves as a teacher. The ultimate goal of mentor-mentee 
communication cannot be achieved without the transfer of 
knowledge, skills, virtues, etc., from the more-experienced mentor 
to the less-experienced mentee. Mentors are teachers, and when 
they are effective ones—making the teaching learner-centric—the 
results are usually great. 

 

Mentor-Mentee Communication Tools and Contexts 
There are different communication tools that can be engaged to 
facilitate mentor-mentee communication. While the mentor and the 
mentee may prefer different channels for communicating with each 
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other, it will be wise for the mentee to adjust his or her taste to 
what works for the mentor. Mentor-mentee communication should 
be directed/led/coordinated by the mentor but centred around 
meeting the needs of the mentee. Below are some of the tools that 
can be adopted for mentor-mentee communication. 
 

 New communication media e.g., WhatsApp, Telegram, 
etc.; 

 Face-to-face, one-on-one communication; 

 Telephone conversations (including Skype, Zoom, etc.); 

 Small group communication (such as mentees‘ group); and 

 Joint tasks – e.g. co-authorship. 
 

As mentioned earlier, human communication by nature is 
context-dependent. In other words, the place we are, the situation 
we find ourselves in, the environment, the location, etc., influence 
the way we communicate. This implies that the way we construct 
the message that we send to the recipient, the channel/tool we use, 
the noise we envisage and deal with, the type of response we get 
from the recipient of our message, the verbal and nonverbal cues 
we engage in communication, etc., are influenced by the 
location/situation in which the communication is taking place. In 
mentor-mentee communication, sensitivity to context is of prime 
importance. Neither the mentor nor the mentee (especially) should 
overlook the influences on/around each other while building 
expectations about how their communication engagement will go 
at a particular time. Insensitivity to the context of communication 
breeds miscommunication and disappointment, which negatively 
affect the mentoring process. The rule of thumb is that mentees 
must be very mindful of and always be adjusting to the contexts 
surrounding the mentor while communicating if they want to 
succeed under the mentor. Also, the mentee must be quick to 
forgive the insensitivity of the mentor to their contexts because 
offense builds barriers to effective mentor-mentee communication. 
 

Obstacles to Mentor-Mentee Communication 
There are many obstacles to mentor-mentee communication. Any 
of the aforementioned factors that influence mentor-mentee 
communication can constitute a barrier to effective communication 
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when not properly handled. However, a few more of the obstacles 
are explained below. 
  
Information Asymmetry between the Mentor and the Mentee 
Bergh et al. (2018) define information asymmetry as ―a condition 
wherein one party in a relationship has more or better information 
than another.‖ Obviously, the mentor qualifies to be a mentor 
because he/she is more experienced than the mentee. He/she has 
acquired much information over the years about the field that the 
mentee is just joining. That wide gap in the volumes of information 
that the mentor and the mentee have about their field creates an 
information imbalance (information asymmetry) that can hinder 
effective mentor-mentee communication. Information asymmetry 
can make a mentor (sometimes unintentionally) show (though not 
telling) the mentee that the latter is a fool. Information asymmetry 
can also make the tolerance of the mentor to the immaturity or 
excesses of the mentee lower than tolerable for the mentee. Also, 
information asymmetry can make the mentor feel as though the 
mentee is more of a parasite to him/her as the mentee only takes 
from the mentor and does not add to his/her volume of knowledge 
on the field. Information asymmetry can also make the mentor 
have undue expectations of the mentee and thus place undue 
pressure on the mentee, which can be discouraging. It takes a 
mentor with a mentor‘s heart to successfully deal with the obstacle 
of information asymmetry. 
 
Power Asymmetry 
Mentor-mentee communication cannot be effective when there is a 
power imbalance. In other words, when the mentor feels like the 
independent/the powerful/the boss/the slave master while the 
mentee feels like the dependent/the powerless/the subject/the slave, 
communicating with each other cannot achieve the best results. 
This is because mentoring achieves the best of results when 
communication is transactional and not linear. A slave-master-
minded mentor cannot get proper feedback from a slave-minded 
mentee. There could be many justifiable reasons for this feeling of 
power asymmetry, but it is not congruent with the original concept 
of mentoring from the Greek mythology earlier shared. Mentor, 
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who was the first mentor, was a friend and a guide to Odysseus 
while preparing him for the Trojan War. 
 
Cultural and Sub-cultural Differences 
Differences in the cultural backgrounds of the mentor and the 
mentee can also negatively influence their communication. Every 
culture has its sets of ―acceptable‖ practices, and sometimes these 
can be in contrast with that of another culture. A good example of 
such is the way a younger person greets an older person in Igbo 
and Yoruba cultures—it is different between both settings. There 
are also religious norms and beliefs that are different and 
sometimes contradictory. For instance, it may be proscribed in a 
religion for a man to shake the hand of a woman, while in some 
other religion, it may be an act of warmth and love. Also, there can 
be differences in organizational/school/departmental cultures.  

Besides cultural differences, there can also be sub-cultural 
differences between a mentor and a mentee. A subculture is a 
cultural group within a larger culture, often having beliefs or 
interests at variance with those of the larger culture. For instance, 
there are some Christians and Muslims who do not conform to 
other adherents of their respective religions in some fundamental 
beliefs. When there are sub-cultural differences between a mentor 
and a mentee, even though they belong to the same culture, they 
should discuss them and adjust to them in order to ensure effective 
communication. 
 
Lack of Clarity on Roles and Expectations 
As earlier stated, human beings by nature communicate to 
influence others to meet certain preconceived demands. Moreover, 
the roles we think others should play in a given situation and our 
expectations of how they should play them greatly influence the 
way we communicate to influence others. In mentor-mentee 
communication, when the roles and expectations that both parties 
have of each other are not explicitly shared and agreed upon, there 
is bound to be miscommunication and disappointment. Thus, it is 
expedient for the mentor and the mentee to figure out their roles in 
the relationship, compare notes, and ensure clarity before they set 
sail together. 
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“Linguistic” Differences as Obstacles  
Words are very powerful, and the ways we construct meanings are 
different. Our interpretations of words are often influenced by who 
we are, that is, our backgrounds. The expression ―You are not 
serious‖, from a mentor to a mentee, can have different meanings. 
Thus, it is expedient that both the mentor and mentee grow in their 
sensitivity to how each other constructs meaning out of words in 
order to ensure effective and rewarding communication.  

Importantly one should remember that words change their 
meanings with time. The word ―cure‖ once meant ―clever‘, just as 
―prestigious‖ once meant ―involving the use of tricks‖. ―Nervous‖ 
once meant ―strong‖ and an ―assassin‖ once meant a ―drug addict‖. 
With time, meanings change. The age gap between a mentor and a 
mentee might mean that they hold different meanings for similar 
words and expressions. Not only this, new words and new 
meanings seem to be coined more rapidly by younger people than 
by old. Therefore, there is a need to try to close that gap by 
listening actively and asking for clarifications.  
 

Communication: What is Expected of a Mentee? 
The success of a mentor-mentee communication lies much in the 
hand of the mentee. He/she is expected to be focused and 
committed to achieving good results from the mentoring 
experience. Whatever legitimate thing it takes to be successfully 
mentored and become an experienced person is worth giving to 
mentor-mentee communication. Below are some of the things that 
are expected of a mentee in mentor-mentee communication. 
 

(1) Ask questions. Ask questions in ways that your mentor 
appreciates, and when he/she appreciates such. 

(2) Give updates. Give feedback. Don‘t assume your mentor 
knows the outcome; rather, share it. Effective 
communication is transactional. 

(3) Articulate your needs very well before presenting them 
to your mentor. And, in presentation, be clear/precise. 
Use appropriate words (that your mentor understands).  

(4) Disagree respectfully and with tact. Don‘t deflate the ego 
of your mentor. Be sensitive to the emotions of your 
mentor when ―arguing.‖ Win-win is the best situation in 
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any respectful argument, but if it is not possible at any 
given time, let your mentor win. If anyone will have to 
feel bad after the ―disagreement,‖ let it be you. 

(5) Communicate (exude) confidence, but don‘t be proud. Be 
sensitive to your mentor‘s definition of a good/confident 
mentee, and stay within the limit.  

(6) Apply discretion. Avoid gossip, tale-telling, and rude 
criticism. Don‘t do anything that rubbishes the image of 
your mentor or runs him/her down. Mentors sacrifice a 
lot to pull mentees up the ladder of experience. Often 
they cannot explain the pains they are passing through, 
and even if they can, mentees may not understand. Thus, 
it is expedient that mentees remain loyal to their mentors, 
even if that is risky. The golden rule is ―Whatever you 
wish your mentees do to you, do to your mentors also.‖ 

(7) Seek clarifications. It is not a sin to seek clarification. 
Mentors guide, instruct, warn, rebuke, motivate, etc., in 
ways they think best. Sometimes, due to differences in 
age, exposure, experience, etc., mentees may not 
understand what the mentor means. In that case, it will be 
good to seek clarifications. However, clarifications must 
be sought in ways that are acceptable to the mentor and 
at the right time.  

(8) Ensure that the subjects of discussion are not only and 
always work-related. (He/she‘s a mentor, not (just) a 
supervisor). Often, especially in academic settings, a 
mentor can also double as a supervisor of a particular 
project or task at hand. In that case, mentees must resist 
the temptation of limiting communication to only 
subjects that concern the project, thus making the 
mentor-mentee relationship strictly official. Also, 
sometimes, a supervisor may not open the door of 
mentorship to his/her supervisees. In that case, a 
supervisee should also not go beyond his official 
boundary to avoid miscommunication. Overall, mentors 
should be related with as social beings who have more to 
their lives than work. Mentors‘ lives are affected by all 
that happens to them, and mentees should understand 
this. Mentees should therefore share life matters with the 
mentors too, howbeit in a proportion that the latter can 
delightfully accommodate. 
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(9) Affirm the mentor. Mentors are human beings too. Every 
human being loves affirmation. We are social beings: we 
are happier, better, livelier, and more productive among 
people who love us than those who are indifferent to us. 
Show that you appreciate your mentor in ways that 
he/she understands appreciation. Celebrate what he/she 
celebrates, love what he/she loves, be proud of your 
mentor, and let him/her know that you are proud of 
him/her.  

(10) Listen to your mentor. Listen to what he/she is saying, 
listen to what he/she is not saying, listen creatively, 
empathetically, listen to understand what he/she is saying 
and do not just hear him/her speak. Be an active listener 
(in ways that are acceptable to your mentor). Use 
nodders, hogs, bees, muffs, gap fillers, and dart throwers 
to show that you are following the conversation. 
Listening is one of the most difficult language arts, if not 
the most difficult. However, you don‘t have to be a 
professional listener, but at least your mentor must be 
able to say that you are a good listener.  

(11) Know the difference between a mentor and a 
―tormentor,‖ and be prepared to achieve your goal 
despite all odds. Sometimes, a mentee gets a ―tormentor‖ 
instead of a mentor: he/she gets someone who talks down 
to him/her instead of discussing with him/her, he/she gets 
someone who sets him up for failure instead of clarifying 
goals and expectations with him/her, and he gets 
someone who is task-obsessed instead of being 
relationship-focused. Getting what we do not bargain for 
sometimes is one of the realities of life, but it is not 
enough of an excuse not to achieve our goals. While it is 
disgusting for a supposed mentor to be operating as a 
tormentor, a mentee should not take laws into his/her 
hands or behave in unruly ways. Instead, wisdom for the 
tormentor-mentee communication should be sought from 
seniors and trusted mentors. 

 
Mentor-Mentee Communication in Reverse Mentoring 
Reverse mentoring is a situation in which a mentee needs to ―help‖ 
his/her mentor learn certain skills. For instance, a mentee of a 
professor can be an information and communication technology 
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(ICT) guru and may need to put his/her mentor through some ICT 
lessons to enhance the mentor‘s proficiency. In that instance, the 
mentor has temporarily become a mentee of her/his mentee, and 
the mentee has temporarily become a mentor of her/his mentor. 
When such a situation occurs, the mentee must keep the 
communication focused on informing and skilling the mentor and 
not on ―sermonizing‖ him/her. Remember, the mentor is a human 
being with an ego that must not be deflated. Also, the mentee must 
not use ―sharp‖ commands in instructing the mentor. 
Rebuke/warning is out of it. Instead, very polite requests, seasoned 
with respect for the person of the mentor, should be deployed.  
 

Conclusion 
The laudable goals of mentoring cannot be achieved without 
effective mentor-mentee communication, which has been 
discussed in this chapter. To succeed in mentor-mentee 
communication, the mentee must know that the bulk of the job is 
on him/her, though the mentor has much work to do too. 
Mentoring is an intense journey. It is very demanding on both the 
mentor and the mentee. Choosing one‘s partner carefully is 
therefore very important so that both parties can run and end well. 
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Mentor-Mentee Relationship: Scope and 
Boundaries 

 
Oyeronke A. Odunola 

 
 

The Concept of Mentoring 
Mentoring could simply be defined as a relationship between a 
mentor and the mentee aimed at learning and development as well 
as advancement in careers for both of them (Chin et al. 1998).  
Generally, mentoring involves the provision of guidance by a 
senior colleague who is more conversant with the know-how 
needed in a specified institution. The mentor, therefore, serves as a 
role model and confidant, offering advice and knowledge, skills 
acquisition, and intuition useful to the mentee (Ramanan et al. 
2002). According to John C. Crosby, ―Mentoring is a brain to pick, 
an ear to listen, and a push in the right direction‖. 

Mentoring is essential for educational development at all 
levels—undergraduate, graduate, post-doctoral, etc. It is also 
needed in other areas like: career development, especially in the 
academia (early-career and mid-career). ―Researchers and research 
administration, administrative and management positions, pastime 
hobbies—indoor games (backgammon, chess, ludo, monopoly, 
scrabble, etc.), and outdoor sports (badminton, football, golf, hide 
and seek, lawn tennis, etc.) are all areas where mentoring is 
needed‖.  Sometimes, an individual might need multiple mentors 
to be fulfilled. 

A successful relationship transforms both parties (individuals 
or groups), organizations (institutions), and communities (Ragins 
and Kram 2007). For an established institution like the academia, 
mentoring has a great input on the research output—grants, 
publications, conference attendance, policy formulation, and 
uptake by the community. Consequently, therefore, mentoring is 
expected to be a critical part of training for Early Career 
Researchers (ECRs) and Research Administrators geared towards 
building the Next Generation of Researchers and Research 
Administrators and leveraging on the institution‘s strategic vision 
and missions.   

Mentor (son of Alcumus) in Greek mythology was a trusted 
and more experienced friend of Odysseus. When the latter was 
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about to set out for the Trojan war, he entrusted Mentor with the 
care of his house and the education of his beloved son, 
Telemachus. On several occasions in the Odyssey, during the 
Trojan war, the goddess Athena assumes Mentor‘s form to give 
advice to Telemachus or Odysseus. Thus, Mentor refers to a 
faithful friend, companion, and wise adviser. The concept and act 
of mentoring are, therefore, not new. 

 

 
 

Fig. 1: Calypso receiving Telemachus and Mentor in the Grotto (William 
Hamilton Ra 1751 – 1801). 

 
Differentiating Mentoring from other Terminologies 
Mentoring, at times, is confused with coaching, consulting, 
counselling, and training. While the terminologies appear similar, 
they are distinctive. The differences between the terminologies, 
their acts, and practices are as explained in figure 2 (Bakker and 
Jansen 2013). In addition, a mentor is often interchanged with an 
adviser. While a mentor performs the role of an adviser, an adviser 
may not necessarily be a mentor. Mentoring is generally a personal 
as well as a professional relationship which is more than advising.  
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Fig. 2: Differentiating terminologies (Bakker and Jansen 2013). 

 

Developing Mentor-Mentee Relationship (MMR): Scope 
and Boundaries 
(a)   Mentor-Mentee Relationship 
Mentor-mentee relationships are mostly driven by the mentor who:  
 

 Manages the relationship and brings out the most potential 
in the mentee;  

 Encourages the mentee and provides his/her shoulder for 
support and strength;  

 Nurtures the relationship with perseverance, patience, and 
experience to give time enough for development;  

 Teaches with a lot of tolerance in order to see the potential 
develop;  

 Offers leadership with one ability to give direction(s) to the 
mentee, and  

 Responds to the mentee‘s needs with great flexibility.  
 
Mentor-mentee relationships are customarily a one-to-one 

relationship, with a more senior person mentoring a junior one. 
Other mentoring relationships that exist include—peers mentoring 
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(i.e., when peers identify issues and assist each other based on their 
different experiences) and group mentoring (i.e., when a group of 
individuals come together to mentor and help each other. This is 
common with early career researchers). Some mentors also use the 
group mentoring approach when they need to give guidance or 
resolve a common issue among their mentees. However, their 
mentoring relationship with each mentee remains exclusive.  
 

(b)  Characteristics of a Good Mentor-Mentee Relationship 
A good mentor and mentee relationship is mutually established 
with clear goals, confidentiality, and trust. Both the mentor and 
mentee must be good listeners, open-minded and having clear two-
way communication skills, offer time and space, support, 
encourage, and facilitate learning for each other. In addition, they 
should be able to share experiences, offer inspiring ideas, create 
time for each other, and build and expand their network.  

 

(c)  Types of Mentor-Mentee Relationships 
Mentor-mentee relationships exist in two different categories, 
however, each relationship is unique, and no two are exactly the 
same. The two major groups are cross-gender [male mentor and 
female mentee (very common), and female mentor and male 
mentee] and same-gender [male mentor and male mentee (most 
common) and female mentor and female mentee (not very 
common)] relationships. Mentor-mentee relationships could also 
be cross-cultural and mentoring by supervisor. For both cases, 
the mentor-mentee pair could be cross-gender or same-gender   
(fig. 3). 
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                   (A)                                            (B) 

 

     
 

      (C)                                               (D) 
 

Fig. 3: Types of mentor-mentee relationship: From clockwise direction:            
(A) Female-mentor/Female-mentee; (B) Female-mentor/Male-mentee;    
(C) Mentoring by supervision—Female-mentor/Male-mentee, and (D) 
Cross-cultural—Female-mentor/Male-mentee (Hausa/Yoruba).      

 
(d)  Role of Mentors in Mentor-Mentee Relationships  
The mentor is the driver of the mentoring relationship and is, 
therefore, expected to offer vision, make solid time commitments, 
schedule regular high-quality meetings, set agenda, monitor the 
progress and timeline, and set the pace to be a good mentor 
through role modelling—‗Do as I do‘ and ‗Watch me and do 
better‘ models.  
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(e)  Role of Mentees in Mentor-Mentee Relationships 
A mentee should embrace the relationship with openness from the 
onset. He/she must be positive, proactive, willing to learn, have 
clear expectations, creative, and innovative. Mentees should be 
receptive to the mentor‘s comments, keep in touch, and arrange 
follow-up meetings with adequate preparations. They should not 
be afraid of taking risks and stepping out of their comfort zones. 
Finally, according to the words of Bruce Lee, “Always be yourself, 
express yourself, have faith in yourself, do not go out and look for 
a successful personality and duplicate it.” Mentoring is not 
cloning. 

 
(f)  Stages of Mentor-Mentee Relationship  
Mentor-mentee relationships, whether structured or informal, go 
through four main stages, namely: Initiation, Cultivation, 
Separation, and Redefinition (Kram 1983). 
 

 
Fig. 4: Phases of the mentor relationship. 

(Walsh et al. 2017) 

 
(i)  Initiation – This is the onset of the relationship, and may take 
between six months to a year after the first interaction between the 
mentor and mentee. The first meeting is usually short, more of an 
introduction and exchange of contact details, but very important 
for the relationship as the ‗first impression lasts forever‘. Series of 
meetings are held afterwards as agreed by the two of them. There 
is a need to agree on a mutual relationship before commencement. 
Some of the questions to be asked during the initial meetings 
include the under listed; but bear in mind that it is good to start 
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with open-ended questions initiated by the mentor. Examples 
include: 
  

(a) Tell me about yourself, What are your academic needs? 
How is your relationship with your Head of Department/ 
supervisor/senior colleagues/ peers? etc. The mentor also 
talks about him/herself at this point.  

(b) How formal should the relationship be?   
(c) Should everything be discussed, or should there be 

restrictions—other institutional matters, home, community, 
etc.? 
 

After the initial set of questions, the pair could thereafter consider 
the following questions: 
 

(a) Can a productive and non-threatening relationship be 
developed? 

(b) Are they comfortable to the level of giving/asking for 
advice and accepting criticism? 

(c) Can they meet frequently enough for the needs of the 
mentor-mentee relationship? 

 
They then determine what their expectations are, set SMART 
(Specific, Measurable, Attainable, Relevant, and Time-bound) 
goals, and the duration of the relationship. An agreement (not 
necessarily written) is reached between them, and the relationship 
is initiated. 
 

(ii)  Cultivation – This is the stage where the mentee is developed, 
and it takes between two to five years. Communication is very 
crucial at this stage, with both mentor and mentee being responsive 
and flexible. The types of contact between them, at this stage, 
include face to face meetings (this should be encouraged as much 
as possible), phone calls (to pass urgent messages across or for 
random checks on the mentee), electronically via emails (for 
exchange of documents, etc.), and quick-witted contacts 
(unexpected invitations for joint attendance at diverse occasions). 
Communication through a third-party must be avoided. 

During this stage, the mentor-mentee build and expand their 
networks at the local, national, and international levels, attend 
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events such as conferences, seminars, athletic events, etc., and 
have meals together. They work on the SMART goals, identify 
solutions to pressing issues, and maintain a balance between family 
life, career, and personal goals. This stage determines the success 
of the mentor-mentee relationship (fig. 5). 

 

    
 

                                  (A)                                               (B) 

 

 
 

(C) 
 
Fig. 5: Cultivation Phase of Mentor-Mentee Relationship: (A) 2

nd 
Unibadan 

Conference of Biomedical Research (2010); (B) 53
rd 

Annual Meeting and 
ToxExpo

TM 
of the Society of Toxicology, Phoenix, Arizona, USA (2015);   

(C) CIRCLE manuscript writing workshop for ECRs, University of Ibadan 
(2019). 
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(iii)  Separation – A major goal of the mentor-mentee relationship 
is to guide a mentee to acquire the requisite skills, become 
independent and successful, and be able to mentor other persons. 
The relationship, therefore, does not last forever and must end at 
some point. This is the separation stage and it takes between six 
months and two years. Separation takes two major forms—
successful and sudden. 

Successful separation is the ultimate goal leading to the raising 
of ‗Next Generation Mentors‘. Most successful separations are 
well celebrated by the mentor-mentee pair. Formal relationships 
usually end after the celebration, while the informal ones may 
continue.   

Sudden separation takes place abruptly and is usually 
unplanned. This may be due to genuine reasons such as a change in 
location, that makes the needed face-to-face interaction difficult, 
and/or lack of continued expertise. Mentor-mentee relationships 
also end suddenly due to incessant and unresolved disagreements 
like: inability to adapt to change by both the mentor and mentee, 
inability to communicate effectively, third-party interference 
(especially from other senior colleagues of the mentee), 
overlooking cogent feedback, pressure from gender issues (such as 
in male mentor—female mentee relationships), demands for equal 
rights by the mentee (in situations relating to rewards), lack of 
integrity by the mentee despite guidance, no evidence of ability to 
source for funding, no evidence of promotion as and when due, no 
evidence of being recommended by the mentor, and lack of mutual 
respect by both mentor and mentee. 

Painful separation should be avoided in all mentor-mentee 
relationships. This could be achieved by effective communication 
and management of the crisis by discussing and agreeing on 
whether the relationship should end and when; future plans for the 
particular mentor-mentee relationship; intellectual ownership of 
research ideas, ongoing research projects and others; and whether 
the mentee can continue to work on the research ideas and projects. 
For both successful and sudden separations, the mentor-mentee 
must strive to maintain collaborations.  
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(iv) Redefinition – This phase is indefinite and can take many 
forms, from complete termination to continuing mutual 
relationship. Mentoring can be a very pleasing experience, 
especially when it is built on mutual respect and trust. It is, 
however, important to note the mentoring is not a cloning process, 
and not all stages are beneficial to the mentor or mentee.  
 

   
 
                               (A)                                                    (B) 

 

 
 

(C) 
 
Fig. 6: Successful mentor-mentee relationship – AWARD mentoring 

programme: (A) Dr Oyeronke Odunola and Mrs Pamela Akin-Idowu - 
Initiation phase in Mombasa, Kenya (2009); (B) and (C) Separation and 
redefinition at NIHORT, Ibadan, Nigeria witnessed by other mentees, 
family members of the mentee, friends & staff of NIHORT (2011). 



Mentor-Mentee Relationship: Scope and Boundaries 55 

(g)  Evaluation of Mentor-Mentee Relationship  
Mentors are expected to equip their mentees by guiding and 
facilitating them, while the mentees, in return, are to equip them-
selves while using the mentor as a resource and guide. Respect for 
each other‘s time, viewpoint, regular evaluation and review of the 
relationship, is very important. This will help them know if the 
relationship is still of value or determine if it should be terminated. 
Mentors should encourage their mentees to have ‗Individual 
Development Plan (IDP)—Goal description, actionable steps, 
measurable definition of success, resources needed, and target 
date‘—and perform a regular self-assessment. Completing and 
working with IDP also help to ascertain that the mentor and 
mentee are on the same page with respect to the progress of the 
relationship. For a comprehensive evaluation, the following 
questions should be reviewed by the pair as and when due:  

 
(a) From the relationship so far, are we a suitable match for a 

mentor-mentee relationship? 
(b) Have we been invigorated enough after our meetings or 

have we met enough?  
(c) Is the amount of time we are investing a good match for 

what we have achieved so far in our mentoring action plan 
and agreement?  

(d) Are we doing well, or is there a need to shift mentoring 
goals?  

(e) What have we appreciated about each other so far?  
(f) Is there a need to discontinue the relationship and separate? 

If yes, when? And what would we want to remember as the 
strengths in the relationship? Also, what do we wish to 
express in the way of gratitude? If no, are there areas we 
need to improve on, or is our performance good for now? 

 
Advantages of Mentor-Mentee Relationships 

(i) Advantages for the Mentee: These include, career 
advancement with institutional and global visibility and the 
remunerations attached to it, better motivation on what 
he/she needs for professional development, learning of 
specific skills and knowledge from the mentor‘s expertise 
and experience, has a shoulder to rest on, a welcoming ear 
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to share frustrations and successes, as well as peace of 
mind and satisfaction. 

(ii) Advantages for the Mentor: These include, career 
enhancement with increased institutional and global 
visibility and the remunerations attached to it, increased 
self-reflection, developing a new generation of mentors 
with accompanied prestige, learning new technologies, 
developments, and current contents from mentee. 
According to the popular Yoruba (a tribe in southwestern 
Nigeria) adage, “When a giant rat becomes old, it is 
breastfed by the offspring”. In addition, it has been 
documented in literature that those who mentor gain from 
―contributing to something beyond themselves‖ (Nakamura 
et al. 2009). 

(iii) Advantages for Mentor-Mentee Relationships: These 
include, enhancement of professional development and 
growth from exposures to other institutional approaches, 
promotes the breakdown of the ―silo‖ mentality, and 
increases knowledge transfer. 

(iv) Advantages for the Institution: These include, prevention of 
brain-drain, encouragement of staff retention and reduction 
in turnover costs, and increased national and global 
webometric ranking. 

 

Difficult Situations in Mentor-Mentee Relationships:  
The Way Forward  
Mentor-mentee relationships, just like any relationship, have 
diverse problems ranging from: 
 

(a) Mentor‘s incessant complaints—mentee not using mentor‘s 
time effectively, lack of focus and commitment, poor work 
habits and poor writing and communication skills, etc. 

(b) Mentee‘s incessant complaints—mentor too busy, does not 
give credit or encouragement, does not answer emails, 
delays in providing feedback and guidance, does not 
understand academic expectations, disputes about 
authorship for publications, etc. 
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(c) Mentor‘s inadequate mentoring process—not knowing 
what to discuss, talking too much, irregular and constant 
postponement of meetings, misperception of roles, and 
breach of trust—by being indiscreet, intruding into 
mentee‘s privacy, and abusive mentoring. 

(d) Career-related problems—betrayal and damaging acts 
stemming from revenge, yielding to wrong advice, and 
psychosocial behaviour(s) like, bullying and back-biting. 

(e) Cultural differences and language barriers. 
(f) Mentoring Women—mentoring women could be 

challenging because of added factors such as:  
 

(i) Cultural and religious perceptions to women in 
academia or other job-description. 

(ii) Difficulty in getting mentors due to the fact that 
most women often downplay their  capabilities 
and consequently their attractiveness as a mentee, 
limited access to informal networks, peer-
perceptions of cross-gender mentoring relation-
ships, and few same-sex role models. 

 

Recommendations 
Mentor-mentee must think and reflect on the problems at hand 
before making a particular decision. Problematic issues should be 
resolved early enough. They should support each other, address 
conflicts appropriately, and reinforce something positive about 
themselves. Cultural and gender sensitivity of the mentee should 
be maintained with sensitive issues discussed in private. Sensual 
connections with the mentee should also be avoided, and the 
relationship kept professional. The mentor should review the long-
term goals of the mentee occasionally and help him/her develop 
career plans appropriate for his/her goals and skills. Relationships 
with too many incompatibilities should be terminated. 

Additional assistance should be given to women in identifying 
and forming mentoring relationships. Women have been shown to 
benefit more from mentor-initiated or mutually-initiated 
relationships (Stonewater et al. 1990). Moreover, multiple 
mentoring, especially the ‗collective-mentoring‘ and ‗peer-
mentoring‘ models, could be more effective for women.  Above 
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all, female mentees should be inspired to look beyond the self-
imposed, institutional, and societal barriers. 
 

Final Thoughts 
We all need to make sacrifices and contribute our quota to secure 
the next generation of mentors who will reach out to the early 
career researchers, mid-career researchers and research 
administrators and help transform our society. We also must ensure 
that the University system remains the very best in mentoring 
matters. 
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Other Resources 
American Heart Association Mentoring Handbook 

http://www.americanheart.org/downloadable/heart/1066246125811
MentorBook.pdf National Academy of Sciences:  Adviser, Teacher, 
Role Model, Friend: On Being a Mentor to Students in Science and 
Engineering. P.15.  

NAS: http://www.nap.edu/readingroom/books/mentor 
NPA’s Mentoring Toolkit: www.nationalpostdoc.org/mentoring 
http://sydney.edu.au/sun/docs/choosing_a_mentor.pdf 
www.management-mentors.com 
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Introduction 
Paving your way up the career ladder can be daunting at times, 
especially when you are just a beginner or new entrant with little or 
no network. Mentorship has been advocated as a key aspect of 
success for many, especially early career professionals in the 
workforce, because of how it helps in breaking down knowledge 
hierarchies and eases the difficulty of building networks that are 
most times hard to penetrate without knowing anyone. Therefore, 
there are mentorship needs that both mentors and mentees have to 
identify, order, and document. The main concern here is early and 
mid-career researchers at the higher educational institutions who 
need to ask and answer the following questions: What types of 
mentors can they choose from? What are the characteristics of a 
successful mentor? What are their roles and responsibilities as 
mentees? and What  are the benefits of mentorship and reasons for 
seeking a mentor? 

 
Types of Mentors 
The first among several needs of an early and mid-career 
researcher in any organization is to have knowledge of the three 
main types of mentors, which are: (1) someone in your area of 
specialization or area of interest; (2) someone you want; and (3) 
someone who is one of your hardest critics.   

It is important to have a mentor who works in the same 
institution, faculty, college, department and/or unit of the work you 
are currently doing. Having a mentor in your academic work is 
critical. He or she should be a person who can be a mirror and who 
can help you get better at what you are doing every single day. It is 
not about your promotion but about the work you do, the value you 
add, and the joy you derive from it. Learning this through a mentor 
will make you take decisions based on what you will enjoy doing 
because it brings out your passion and inspiration. Your identified 
mentor should be a person that does not need to be embarrassed 
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about asking questions and not ―bowing to levels‖ in an 
organization. 

Another mentor you need to have is based on the necessity to 
―plan a future and build a relationship‖. At a particular point in 
time, an individual should think about where he/she wants to work 
next and should have two or more mentors set up as potential 
futures. What you need to learn from this second personality are: 

 
 Would I like to work at that organization or run a similar 

business? 
 Do I like the culture of the organization or business? 
 Do I like the leadership? 
 Do I like the people? 
 Do I like the work? 
 
Your last category of mentor should be a critic. Two important 

things you will learn from a mentor who is a ―critic‖ are: (1) Your 
biggest critics must always have feedback for you. You will get 
more valuable feedback from that kind of mentor than you could 
get from anyone else you work with. (2) When you ask a critic to 
mentor you, the next time you are in a meeting, they have an 
interest in you; shaping you and helping you. This aspect or trait of 
a critical mentor is interestingly dynamic. They will be less vocal 
about their criticism, and they will hold it for your next mentor 
session where it can actually help you. 
 
The Characteristics of Successful Mentors 
As an early and mid-career researcher in the University, part of 
your mentorship need is to have a fore knowledge of the 
characteristics of successful mentors; this will help you in 
identifying a mentor and being fulfilled in the mentorship process. 
Rodd (2006) identifies the following as important characteristics of 
successful mentors: 
 

 Empathy, 
 Interest in lifelong learning and professional skills, 
 Cultural sensitivity, and 

 Understanding the roles of a mentor. 
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Hurst and Reading (2002) outlined the following to be important 
mentor‘s characteristics: 
 

 Authenticity, 

 Gentleness, 

 Patience, 

 Consistency, 

 Positive attitude, 

 Teachability, and 

 Enthusiasm. 
 
Other characteristics compiled by other authors like Callam 

(2006), Weamser and Woods (2003), Ingarsoll and Kralik (2004) 
and Murray (2006) include: active listening, effective observations, 
reflective conservation, awareness of different learning styles, 
common planning time, opportunity to collaborate, and instructive 
and supportive communication. 
 

Awareness of Benefits, Roles, and Responsibilities of a 

Mentoring Relationship 
Mentors and mentees give and grow in the mentorship process. As 
early career researchers, you can learn valuable knowledge from 
your mentor. Through this process, past mistakes are corrected and 
competencies are strengthened. Before engaging in the mentoring 
or mentorship process, there is a need for mentees to be aware of 
the benefits they stand to gain and what their mentor-to-be stands 
to benefit. Early and mid-career researchers do not know that as 
mentees, they have roles and responsibilities in the entire 
mentorship process. 

Mentorship is a special partnership between two people, based 
on a commitment to the process, expectations, focus, mutual traits, 
and respect. It also encompasses the activities that allow the 
transfer of knowledge and skills from a mentor to a mentee. As 
early and mid-career researchers, note that the success of any 
mentorship process depends on clearly defined roles and 
responsibilities. 
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Benefits of Mentorship to Mentee 

 Gain sharper focus on what is needed to grow 
professionally; 

 Improve development as a professional from a higher level 
position; 

 Gain capacity to transform values and methods in achieving 
one‘s desire into productive actions; 

 Awareness of complementing/contemporary formal study 
or training and development programmes;  

 Knowledge of career development opportunities; 

 Being assisted with ideas and honest feedback; 
 Exhibit strength and explore potential; 
 Get career networks and receive greater exposure; 
 Improve courage to express expectations, goals, and 

concern; and 

 Receive knowledge of organizational culture. 
 
Responsibilities of a Mentee in Mentorship 

 Meet your mentor at a fixed time—monthly, weekly, or 
fortnightly in person or on the telephone; 

 You need to be proactive in contacting your mentor or 
scheduling meetings; 

 Be committed to self-development; 
 Take up responsibilities for acquiring and improving skills 

and knowledge; 
 Engage in discussions on individual development with your 

mentor; 
 Be open and honest about goals, expectations, challenges, 

and concerns, so that others can help you too; 

 Always prepare for meetings and come with agenda; 
 Seek advice, opinion, feedback, and direction; 
 Be receptive to constructive criticism/feedback and always 

ask for it; 
 Respect your mentor‘s time and resources; 

 Stay accessible, committed, and engaged during the period 
of your mentorship; and 

 Provide feedback to your mentor on what is working or not 
working in the mentorship relationship. 
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Reasons for Mentorship 
The reasons for participating in a mentorship programme will 
assist any early and mid-career academic in identifying the right 
mentor. These reasons may include one or more of the following 
reasons: 
 

 Skills and network development to advance and achieve 
success in academic career; 

 Transforming your academic career to industry, 
government or community sector, or other roles within or 
outside of the university; 

 Seeking guidance on specific fellowships, grant, or 
publication goals; 

 Seeking general advice and guidance related to identifying 
approaches to dealing with life or career-related challenges; 
and 

 Seeking academic promotion and academic leadership. 
 

Conclusion 
Mentorship is both a process and a procedure that is guided by 
certain basic principles or guidelines. A self-assessment (on the 
why, who, what, where, how, etc., of mentorship) by the early and 
mid-career researcher mentees is required before engaging in a 
mentorship programme. Within the university system, early and 
mid-career researchers need to identify the types of mentors 
available within the system before choosing who will mentor them. 
Also, before choosing a mentor, they need to be aware of the 
characteristics a successful mentor should possess. This will 
inform them of the traits they will acquire from the mentor and if it 
is consistent with their present lifestyle or the kind of lifestyle they 
will like to be identified with in the nearest future. 

Mentees also need to know that in mentoring, there are certain 
roles and responsibilities they need to perform in order to benefit 
from the entire mentorship process. It is paramount for mentees to 
do a self-assessment of the reasons they need mentorship. These 
basic mentorship needs, if put into consideration before entering 
into mentoring, will assist early and mid-career researchers to 
achieve purpose in academics and fulfillment in life.  
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Role Model Illustration of Mentoring 
 

Olanike K. Adeyemo 

 
 

Who is a Role Model? 
Role models are those who possess the qualities other people look 
up to in order to help them determine appropriate behaviours. 
Virtually everyone can be a role model, relatives, professionals, 
athletes, politicians, etc. However, role models are usually defined 
by individuals‘ aspirations. Also, visibility plays an important part 
in making someone a role model.  

Role models do not have to be people known personally, nor 
do they need to interact with those who consider them as role 
models. They can be looked upon, admired, and emulated from 
afar. Mentors, on the other hand, are like personal role models. 
More formally, we can state that mentors are trusted individuals 
with more experience and wisdom than another person (mentee) 
who helps guide that person with respect to a concern or desire. It 
is therefore a personal, two-way relationship. Mentors want to see 
their mentees succeed, while role models may not even know who 
you are. 
 

Roles of Mentors  
 Developing and Managing the Mentoring Relationship: 

Initially, this involves assessing one‘s readiness and 
interest, accepting to mentor someone, building trust, 
setting goals, and keeping the mentoring relationship on 
track are usually ongoing needs. 
 

 Sponsoring: Opening doors and advocating for mentees 
allows him/her to develop new skills and gain meaningful 
visibility. Creating and seeking new opportunities for 
mentees and connecting him/her with people in the 
mentor‘s network are effective ways of sponsoring. 
 

 Guiding and Counselling: A mentor may serve as a 
confidant, sounding board, and personal advisor to the 
mentee, especially as the relationship grows deeper over 
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time. S/he helps the mentee explore and understand 
emotional reactions or personal conflict or explore ways to 
deal with problems. As counsel, s/he is also able to warn 
mentee about behaviour tendencies that are a poor fit with 
organizational culture or that are leading him or her into 
troubled territory. 

 

 Protecting: Keeping an eye out for potential threats to the 
mentee allows him or her to quell them or adjust before 
they become significant problems. For example, if a mentor 
hears a rumour about their mentee, they can deftly correct 
misperceptions and misinformation. Protecting may also 
involve ―cutting‖ red tape or helping mentees avoid 
assignments that aren‘t a good fit or will slow them down 
towards reaching their goal. 

 

 Teaching: Many mentors enjoy the teaching aspects of 
mentoring—transferring knowledge, sharing experiences, 
and recommending assignments. 

 

 Motivating and Inspiring: Mentors support, validate and 
encourage their mentees. When mentees are assisted in 
linking their personal goals, values and emotions to the 
larger organizational agenda, they become more engaged in 
their work and their development. 

 

 Modelling: Just by observing their mentors, mentees ―pick 
up‖ many things—ethics, values, and standards; style, 
beliefs, and attitudes; methods and procedures. Mentees are 
likely to follow mentors‘ lead, adapt their approach to their 
style, and gain confidence through their affiliation to their 
mentors. Mentors therefore, need to be keenly aware of 
their behaviour and the example they are setting. 
 

Types of Role Models 
(1) Positive Role Model: A positive role model should not just 

be someone who has accomplished what an individual 
desires to accomplish; they should be someone who shares 
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one‘s values and uses an approach one can emulate. Three 
examples of positive role models are: 
 

(a) A peer who is better at the job,  
(b) A subordinate who‘s doing the job better than one 

did it, and 
(c) A superior who is worthy of emulation. 

 
(2) Reverse Role Models: Not all role models have to be 

positive. The reality is, having reverse role models is just as 
(if not more) important. Reverse role models check a lot of 
the same boxes as positive role models—they are 
successful, they have achieved something an individual 
wants to achieve, and they provide models of behaviour 
one can follow to achieve the same thing. But their values 
are different and unworthy of emulation. In other words, 
they teach an aspiring person not to imitate the individual‘s 
(model‘s) value system. This has more to do with the 
moral/ethical implication or consequences that might be 
associated with the said success. 
 

(3) Anti-Role Models: An anti-role model is someone who has 
not achieved what an aspiring individual desires, despite 
being on the same career path. It is very important to study 
the people who have, thus far, failed at accomplishing their 
goal(s) because their values and behaviours will provide 
guidance for avoiding a similar fate. 

 

Identifying Role Models in the Workplace 
This is determined by an individual‘s aspiration and vision. An 
individual seeking a role model needs to first gain self-
understanding of his/her values, strengths, and areas of weakness 
to enable accurate judgement of the right role model, 
professionally. Choosing a role model who already possesses the 
traits an individual needs or wants will give them a focal point in 
identifying and choosing a role model. For example, it is important 
to make a list of those attributes one would like to achieve or flaws 
that one would like to correct. It could be that the individual wants 
to learn more about growing in the company or being a better 
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manager of their time. Once those goals are written down in black 
and white, it is easier to identify role model candidates. It is also 
vital to listen to what trusted others have to say about role model 
candidates and figure out how to relate appropriately with a 
workplace role model to achieve the desired outcome. Sycophancy, 
tale-bearing, and other negative moves to attract the attention of a 
superior do not usually end well, nor earn an individual the respect 
of other colleagues or even that of the role model candidate. 

An individual will usually emulate traits they love in role 
models; it is however important to note that one should still 
maintain his/her individuality and not be clones of their role 
models. Workplace role models are confident and positive 
individuals. Some of the fantastic traits of a workplace model 
include: 
 

 Demonstrate Confidence and Leadership: A good role 
model is always positive, calm, and confident in themselves 
and their ability; they, therefore, command followership 
effortlessly. 

 Great Communicator: Good communication means 
listening as well as talking. People are energized by leaders 
who explain why and where they are going. Great role 
models know they must have a consistent message and 
business plan and communicate it repeatedly until everyone 
understands. 

 Knowledgeable and Skilled: Having solid knowledge and 
expertise but also able to apply the knowledge effectively, 
i.e., the ability to use information and applying it in a 
context. 

 Lifelong Learner: Great role models are not just 
―teachers‖; they are constant learners, challenging them-
selves to get out of their comfort zones and surrounding 
themselves with smarter people. When team members see 
that their role model can be many things, they will learn to 
‗stretch‘ themselves in order to be successful. 

 Respectful and Empathetic: taking people for granted, not 
showing gratitude, or stepping on others to get ahead is not 
a trait to emulate. Role models are respectful of contrary 
opinions, superiors, peers, and subordinates. 
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 Take Pride in their Achievements but are Humble: Role 
models are not afraid to be different and unique, proud of 
the success(es) that they have earned but are not rude or 
disrespectful to those less successful. People who do not 
think of achievements as a competition that has to be won 
are great role models. 

 Share their Expertise: Sharing knowledge increases the 
productivity of the team.  

 Willing to Admit their Mistakes: Role models demonstrate 
an often-overlooked part of leadership by apologizing, 
accepting accountability, and correcting mistakes.  

 

Workplace Role Model: Positive or Negative? 
Positive Role Models: They exhibit all the traits earlier 
highlighted—always cheerful, respectful, willing to assist, and 
empathetic towards co-workers and those they lead, if in a position 
of authority. They are pleasant, personally and professionally; 
some other qualities of positive role models in the workplace 
include: 
 

 Credit-Sharing: A leader who believes in and practices 
giving credit where credit is due will motivate others to do 
more in the workplace. 

 Constructive Criticism: An individual who wants to be 
effective understands the need for constructive criticism. 
This builds rapport and growth in the workplace. A leader 
that gives constructive criticism is a role model who will 
ultimately build a great team. Positive role models in the 
workplace do not criticize just for the sake of complaining. 

 Rational Leadership: Making decisions based on facts, not 
emotions, and what is best for everyone ensures the buy-in 
of the team and hence self-motivation. 

 Listening: A positive role model listens with respect and 
empathy, even when not in agreement with the viewpoint. 
They treat others the way they want to be treated. 

 
Negative Role Models: They are unfriendly, uncooperative, and 
complain about anything and everything because they are usually 
unskilled and unwilling to learn to be more productive. Negative 
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workplace role models could pitch co-workers against each other, 
be unreasonable, and humiliate subordinates. It is therefore 
advisable to stay well away from negative role models. Some 
workplace examples of traits of negative role models are: 
 

(a) Withholding information; 
(b) Arriving to meetings late; 
(c) Having a selfish agenda;  
(d) Sabotaging the organization; and 
(e) Scheming to get ahead. 

 

Finding the Right Role Model 
It is vital to choose a role model carefully; those at the top of their 
game, the best in their field—and with strong moral standing and 
an upright character. Though they may have their flaws (who 
doesn‘t?), they should be inspiring despite their weaknesses. This 
helps to see how it is possible to overcome or simply turn a 
weakness into a strength and not let flaws hold one back. There is 
usually the need for different role models for different stages and 
aspects of life. Therefore, one needs to have more than one role 
model for different aspects or pick a good thing from one and have 
another good thing to admire and aspire for in another role model. 
As a person grows, s/he may find someone else who better fits 
their situation and aspirations. Some groups of individuals that can 
be adopted as role models include: 
 

(a) Family: Parents and grandparents are often a person‘s early 
role models; they also share the values and principles that 
guide an individual‘s life. However, in adolescence, role 
models outside the family play an important role in helping 
individual become independent from parents and with the 
process of identity formation. 

(b) Historical Figures: Whether it is about business, science, 
politics, or show business, whatever is relevant to an 
individual, there are so many great people to admire, and 
they can easily become the beacon of light. 

(c) Public Figure: Role models are associated with 
observational learning, acquiring skills important for 
socialization, but also for obtaining behavioural patterns 
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which could be positively or negatively valued by society. 
Technology advances make media models more influential 
than family, teachers, and other ―real people‖; this 
generation, therefore, often chooses public figures, 
especially celebrities, as role models. Unfortunately, many 
of these public figures are in the category of reverse-role 
models. They live their lives being unaware of the great 
influence they wield. 

(d) Superior/Boss: This is a great leader who is very 
supportive and provides his/her team with the tools to do 
the job but is also there to mentor them when required. 
Other traits of an effective role model boss are that they 
work hard and pitch in when their staff needs help, always 
demonstrating a commitment to organizational goals, while 
being empathetic towards their team. 

(e) Peers: Peers can act as conduits of information as well as 
of desired behaviours. They can act as positive role models, 
which in turn can create the basis for preferred normative 
social behaviour, attitudes, and beliefs. Through their 
behaviour, peers can be successful as role models for 
providing positive social cues that are presented in a 
relevant way. 

 

Role Model Illustration of Mentoring 
(a) Role Modelling Leadership Skill: This starts with self-

awareness, which refers to the ability of someone to assess 
one‘s strengths, weaknesses, and personality to better 
oneself and understand how those things affect others. 
Being a leader involves painting an inspiring picture of the 
future that creates purpose and meaning for others; 
motivating others through words and actions; identifying 
opportunities for growth, partnership, and innovation; 
demonstrating passion and commitment to the mission of 
the organization; working towards continual learning and 
growth for the organization and self. Positive leadership 
sparks organization and individual transformation in others. 
Leadership is not easy; it would entail the ability to stand 
for an unpopular idea when necessary. 
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(b) Role Modelling Workplace Ethical Behaviour: Ethics 
concern moral judgements about right and wrong. 
Decisions to do the right thing in the workplace, even in 
difficult scenarios, is the definition of ethical behaviour. 
The leadership of an organization has the responsibility of 
setting corporate ethics. Frontline supervisors (in academia, 
e.g., PhD supervisors, unit head, heads of department, 
dean/director) must be at the top of their game all day every 
day to avoid modelling undesirable behaviour. Decisions 
taken within an organization may be made by individuals 
or groups, but whoever makes them will be influenced by 
the culture of the organization. Some components of ethical 
behaviour are moral sensitivity, moral judgement, moral 
motivation, and moral character. It is important to note that 
religion, culture, laws, norms, and politics are beliefs, not 
ethical values. It is important to separate beliefs from the 
ethical principles that guide our conduct in organizations 
which is a conglomeration of people with different beliefs.  
To drive ethical behaviour in an organization, it is 
important to: 
 

(i) Hire the right people;  
(ii) Practise accountability; 
(iii) Be transparent with choices; 
(iv) Walk the talk; and 
(v) Be circumspect on social media. 

 
(c) Role Modelling Integrity: responding with transparency 

and responsibility is an excellent example of personal 
integrity and it is important to show this trait from the get-
go within an organisation. Integrity means to demonstrate a 
personal commitment to honesty, have an effective moral 
compass, and act in a manner consistent with those beliefs. 
This cannot be a one-off event. To model integrity in the 
workplace; the following are important: 
 

(i) Trustworthiness: Honest, sincere, candid, and 

reliable when making commitments. 
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(ii) Respect: Treating others as one wishes to be 
treated, being courteous, acting with dignity, 
giving autonomy, tolerating contrary opinions, and 
accepting criticism. 

(iii) Responsibility: Ensuring there are consequences 
for bad behaviour, while rewarding performance 
and creating a culture of continuous improvement. 

(iv) Fairness: Is ensuring that there are no biases and 
discrimination based on gender, religion, 
disability, etc. 

 
(d) Role Modelling People Skills: This is being consistently 

genuinely connecting with people. Showing commitment to 
tasks, being transparent as opposed to scheming, being very 
approachable and open to others and their ideas, fair, 
honest, dependable, compassionate, supportive, inspiring, 
and motivating. All these communicate honour to 
superiors, peers, and subordinates and provoke a positive 
attitude in the team. Positive does not always mean 
―happy‖, but it focuses on providing solutions rather than 
spending a lot of time discussing the problem. 

 
(e) Role Modelling Administrative/Managerial Skills: A 

leader will model these skillsets by assessing individuals‘ 
strengths and development areas, assigning work 
appropriate to skill level, and stretch assignments with the 
goal of helping staffers grow in order to meet future 
organizational needs and meet individual career aspirations. 
Meeting individually with team members to help them 
learn, grow and improve model positivity within an 
organization. Having a system in place to track progress, 
provide constructive feedback, incentives, and 
disincentives is beneficial to staffers and the organization. 
 

(f) Role Modelling Effective Communication: The absence of 
communication, or poor communication, plays a pivotal 
role in virtually any crisis. Good communicators become 
role models to the people around them when their 
communication is intentional and measured. Disseminating 
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information truthfully and accurately are critical 
components of role modelling, and people who are 
impeccable with their words become natural role models 
quickly. Role models are not people who merely refuse to 
lie instead they intentionally speak the truth accurately. 

 

Conclusion 
It is important to note that someone need not be a senior member 
of an organization to be a role model—in fact, it is imperative that 
role models exist at all levels of an organization to affect its culture 
positively. A PhD supervisor, unit head, and head of department 
are likely to have a greater day-to-day impact on those around 
them than the most senior people in the institution. To an extent, 
everyone is a role model, irrespective of intent, on the basis that an 
individual exercises influence over others through their behaviour. 
Becoming aware of and accepting this reality presents an 
opportunity to become more intentional with the effect one has on 
others. In essence, the choice is not about whether someone wishes 
to be a role model or not, but rather about what kind of role model 
they want to be. And of course, it is not just women who influence 
other women and vice-versa. Most people tend to work with 
composite role models, learning from a wide range of individuals 
that they see as admirable in some way.  

Integrity, demonstrating self-awareness with insight into one‘s 
values, sticking to principles, being consistent, kind, and 
courteous, having a track record of honesty and fair treatment of 
others, and doing the right thing even when it is not popular are 
qualities worthy of emulation. Other admirable values include 
strong interpersonal skills, being empathetic, with the ability to 
communicate well and collaborate, knowledgeable, authoritative, 
and responsible, with the capacity to inspire respect from 
colleagues, inspirational in showing the way and proving what is 
possible, among other positive values, go a long way in setting an 
individual up as a positive role model. 

Role modelling is as much an exercise in organizational 
commitment as it is a matter of individual effort. Role models who 
are given profile and visibility are great indicators of who an 
organization values most—and this can provide a kind of 
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institutional audit of the range and diversity of individuals who are 
viewed as successful. If this range is too narrow, focuses just on 
the most senior, concentrates on one group over another or indeed 
lacks diversity (gender, ethnicity, religion, etc.), then there is room 
for progress and an insight into where improvement needs to take 
place. 
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Mentoring Strategies and Institutional Demands 
 

Ebenezer Olatunde Farombi 

 
 

Definition of Mentoring 
Mentoring is the process by which an experienced and trusted 
colleague offers support, advice, and guidance to another 
colleague. It involves transferring experience and expertise so that 
the less-experienced colleague can develop their skills and achieve 
their goals. Mentoring can be in work or educational relationships 
(formal/informal). It may also be a partnership between a respected 
and experienced person and a less experienced person  
  

Purpose  
The main purpose of mentoring is to support and nurture personal 
and/or professional growth, especially the mentee who learns 
directly from the mentor. 
 

Two-fold Functions of Mentoring 
There are majorly two main functions that mentoring achieves. 
 
Career Function: This helps mentees to learn their craft and 
prepare for progress in their career. This function serves the 
purpose of accelerating the career of the mentees and allows the 
mentees to become recognized in their chosen career.  
 
Psychosocial Function: This focuses on the ways in which the 
mentoring relationship improves or strengthens the mentee‘s 
confidence and personal growth. There are some individuals who 
have personality issues and lack confidence. The mentoring 
relationship ensures that the mentee identifies a mentor with 
intrinsic qualities in this regard to benefit from. The mentor shows 
empathy, encouragement and listens to enquiries from the 
mentees.  
 

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

Mentors should be differentiated from supervisors or mere 
advisors. They are more than advisors or supervisors. Therefore, a 
mentor is: 
 

 An expert with career experience who provides guidance, 
encouragement, advice, and support; 

 A tutor who provides constructive feedback on individual 
performance; 

 A master who provides apprenticeship as the mentee 
develops his/her own career; 

 A sponsor who assists mentees in obtaining training 
opportunities and funding; and 

 A role model the mentee should strive to emulate. 
 
Generally, a mentor is a: 
 

(a) Role model, 
(b) Motivator, 
(c) Respected senior person or colleague, 
(d) ―Academic giant‖, 
(e) Guiding light, and 
(f) ―Somebody who watches your back‖. 

  

Overarching Mentoring Roles 
Adviser 
As an adviser, a mentor nurtures and guides the mentee to attain 
the initiative, drive, maturity, independence, and self-reliance 
expected of a professional. The mentor helps the student to set 
career goals based on where the student wants to go professionally. 
This is one of the great roles of a mentor in the life of a beginner in 
a particular field of endeavour. Many times, most students do not 
know the specifics and even what the discipline and career are all 
about. Hence, they cannot comprehend the future of the discipline 
and as such, cannot fashion out specific goals that can be translated 
into meaningful output in a career. The mentor at this stage assists 
the mentee to know, identify and clearly understand what to do to 
be successful. 
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Supporter 
The mentor provides emotional and moral encouragement. A 
mentee may have a lot of emotional issues in the course of a 
programme, a mentor and not a supervisor is needed at such times 
to help the student push through. One of the cardinal duties of a 
mentor is to support emotionally and get the mentee going. The 
mentor motivates the mentee to develop inner drive and provides 
frequent positive feedback on accomplishments. 
 
Tutor 
The mentor gives additional, special, or remedial instructions to 
the mentees. In addition to the general time spent by a supervisor, 
for instance, on students under his care, a mentor spends additional 
time giving social advice and guiding the mentee on how to 
succeed in their career. He develops professional skills, 
independence, and confidence in the mentee through consistent 
tutoring. He relies on effective feedback for the sustenance of the 
overall mentoring process. 
 

Characteristics of Good Mentors 
 

 They are kind. 
 They have great expertise on the subject.   
 They are good listeners/learners and non-judgemental. 
 They give good and consistent advice. 
 They exhibit self-respect and respect for others. 
 They stimulate learning, creativity, and independence, so 

the mentees learn fast. 

 They maintain confidentiality. Good mentors are endeared 
to their mentees because they can be trusted with personal 
information. They manage issues well, and so the mentees 
are free to discuss confidential matters without fear. 

 They acknowledge students‘ contributions to presentations 
and publications. A good mentor rewards the efforts of the 
mentee in research activities. He is not a slave master. This 
attribute actually makes mentoring worthwhile as the 
student grows faster in the field and they are recognized 
professionally. 

 They are very confident and in control when speaking. 
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 They communicate in simple, easy to understand language. 
 They speak in realistic terms and provide solutions to 

challenges. 

 They exhibit good communication and interpersonal skills. 
 They serve as good role models to students. 

 

Characteristics of Good Mentees 
 They ask questions. 
 They are good listeners. 
 They are patient. Patience is a good attribute of a good 

mentee. Patience is actually part of the training. An 
impatient student ends up provoking the mentor and may 
not get the best from him. 

 They manage time efficiently. 
 They are obedient and amenable to corrections. The 

mentoring process sometimes requires the mentor to correct 
the student on certain issues, habits, and behaviours that 
can hamper effective mentoring. A good mentee will 
appreciate and make necessary amends. Mentoring scheme 
is also another opportunity to build the character of the 
students and prepare them for the future when they start 
interacting with the larger society. 

 They demonstrate honesty and integrity. This is a key 
attribute a mentee should possess. The mentor entrusts a 
number of things in the care of the mentee, and he trusts 
him. So the trust is betrayed when integrity is not 
displayed. A mentee that lacks of integrity may present 
incorrect and fake findings to the mentor, which will lead 
to wrong reporting and ultimately misleading the 
colleagues in the field and the teeming population locally 
and internationally. 

 They are inquisitive and make extra effort. A good mentee 
is always eager to pursue and break new frontiers in the 
field. They go the extra mile in updating themselves and 
keep abreast of information in the field. They do not wait 
for the supervisor or mentor to always supply information. 
They are always the ones most times to draw the attention 
of the mentor to new discoveries and findings in their field 
of study. 



Mentoring Strategies and Institutional Demands 83 

 They work very hard and are willing to actively learn. 

 They show appreciation to the mentor. This is very 
important. Sometimes some mentees do not appreciate the 
enormity and commitment of their mentors to their success 
in the field. A good mentor labours hard to ensure the 
mentee gets to the top of their career and designation well. 
So a mentee needs to realize this and demonstrate to the 
mentor that his efforts are not in vain. A show of 
appreciation encourages the mentor to do more for the 
mentee. 

 They observe institutional rules/regulations. 

 They exhibit self-respect and respect for others, such as 
their professional colleagues and fellow mentees. 

 They are mature and professional in their dealings. 
 

Criteria for Matching Mentors and Mentees 
 Accessibility, 

 Approachability, 

 Strategies that portray expectations, 

 Career interests, 

 Gender sensitivity, 

 Subject matter/experience, 

 Age, 

 Language, 

 Academic standing, and 

 Personality. 
 

Stages of Mentoring 
Mentoring can take one form or the other, and it involves a number 
of stages in order to achieve its intended purpose. 
 
Stage 1: During this stage, the mentee is more dependent on the 
mentor. The mentor helps the mentee to achieve specific tasks 
related to their goals, and they model skills. This is a stage where 
the mentor spends a lot of time, energy and invests extensively in 
the mentee. The mentor shows the way clearly by constantly 
engaging the mentee in various tasks. At this stage, the mentee 
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should be careful to learn fast and acquire the necessary skills that 
will be useful when he is independent. In the case of doctoral 
work, the supervisor does more than supervision. If the supervisor 
is actually a mentor and the student is a mentee, it is a stage for the 
student to work very closely with the mentor. At this stage, there 
are many things to learn, not only the doctoral research but several 
arts that can place a mentee in a position of scholarship and make 
them distinguished academics later in their career. At this stage, 
the mentee learns the art of grantsmanship from the mentor to 
equip them to get financial assistance and funds later for their 
work. Also, the mentee learns the art of drafting manuscripts and 
publishing papers in learned journals. They learn and acquire the 
skill of designing research works and developing novel concepts 
that can be translated into productive outcomes. During this stage, 
if the mentee will gain and learn very well, there must be an 
understanding of what the mentor is doing. The relationship may 
be smeared, and ideas may be misconstrued if the mentee does not 
really understand the vision of the mentor. Some mentees may 
think the mentor is too difficult, so the relationship may have some 
issues. On the other hand, the mentor needs to be empathetic, 
patient, understanding, and determined to get the mentorship 
scheme to the final destination. 
 
Stage 2: At this stage, the mentee grows increasingly independent 
of the mentor. The mentee becomes more self-directed in 
developing their skills but also needs frequent feedback. At this 
stage of mentoring, the mentee starts putting to use the skills and 
training acquired from the mentor over the years. I liken this stage 
of mentoring to postdoctoral training. For institutional demands 
and robust mentoring, it is highly recommended that sound 
postdoctoral training is established in the university, and also 
academic staff must be encouraged to undergo at least one 
postdoctoral training in their academic career. A postdoctoral 
fellow is one who has acquired some level of skills and training at 
the doctoral level under the tutelage of a mentor. However, at this 
stage, he begins to put to use the skills acquired but still under a 
mentor. At this stage, the postdoctoral fellow is not completely 
dependent on the mentor for guidance. He can run a research 
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activity with little or no supervision. This continues until he 
becomes an independent scholar and academic. 
 
Stage 3: Finally, the mentee and mentor depend on each other. The 
mentee becomes more reflective and relies less on the mentor at 
this stage. The mentee is able to find solutions, make decisions and 
solve problems. There is a two-way discussion between the mentor 
and mentee, and they plan together. The mentor provides a 
sounding board for discussion. This stage is very important and 
must be properly managed in order for all the gains not to be 
defeated. It is a stage of stepwise disengagement of the mentee 
from the mentor to become independent. Many times, this stage, if 
not handled carefully, can bring relationship problems between the 
mentor and the mentee. There are several examples where some 
mentors and mentees who started very well ended badly and are no 
longer. The mentor must know and understand that the young shall 
grow. He must understand that a time comes when the mentee 
needs to disengage and become independent, and he must let go. 
Sometimes the mentor forgets this and does not allow this freedom 
and liberty to occur, so the mentee bolts away forcefully, and the 
mentor gets angry. Some mentors have converted mentoring to 
slavery and, in the name of mentoring, have imprisoned the 
mentee. So, when the mentee feels it is time for ―slavery‖ to end 
and he needs independence, it turns to war. This is not the kind of 
mentoring that is recommended, and it does not work well for the 
institution and capacity building. On the other hand, some mentees 
are in a hurry to disengage even when they are not ripe to stand 
alone. Some have bolted away all in the name of wanting freedom 
and have made a shipwreck of their academic career. They were 
not patient enough to acquire the necessary set of skills from the 
mentor. Patience is required on the part of the mentee to allow a 
successful and gainful mentoring programme. In addition, some 
mentees develop ‗self-grandiose‘ personalities thinking they have 
acquired too much and that they are better than their mentors. This 
arrogant behaviour frustrates the essence of mentoring. The mentee 
would not allow the mentor to pass across all the necessary skills 
and training thereby distorting the seamless transition of the 
mentee to an independent academic. Both the mentor and the 
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mentee need to work carefully together to allow for a smooth and 
clean disengagement.    
 

Mentoring Relationship Models 
There are about five mentoring models that have been identified 
which can benefit both the mentor and the mentee. 

 
(1) Purpose  

The purpose of a mentoring relationship should be 
identified and defined ab initio. A mentor needs to know 
why he wants to be a mentor, and also the mentee should 
know why they want to be mentored and whether the 
mentor fits perfectly into what they are expecting. A 
mentor must be interested in mentoring a candidate and 
should have a vision and purpose of what he wants the 
mentee to become ultimately. This purpose will drive the 
mentor into further actions and subsequent engagement of 
the mentee in the tasks ahead. For example, I have 
mentored quite a number of candidates and still mentoring 
some presently. I have a plan and purpose for each of them 
and time-bound for certain things to be achieved in their 
career path. With this at the back of my mind, I work so 
hard to ensure that they achieve this initial vision and 
purpose planned for them within a reasonable period. 
 

(2) Engagement 
The next thing is the mentor finding out where to begin the 
assignment that will take some time to accomplish. Since 
the mentor is always a guiding light and very experienced 
academic, they will know when is the appropriate time to 
start and how to engage the mentee. 
 

(3) Planning 
A workable programme must be drawn by the mentor 
together with the mentee. For instance, if a mentor is to 
guide a doctoral student well, he must have a plan as to 
when the proposal will be developed, when the series of 
experiments will start, how long the experiment will take to 
be concluded, when and how long the analysis of the 
results will take and how the results will be written up into 



Mentoring Strategies and Institutional Demands 87 

a thesis and so on. So planning is important for all the 
several stages in the programme. The same goes for other 
forms of mentoring in a career path of a mentee. 
 

(4) Emergence 
This is a stage where both the mentor and the mentee need 
to evaluate what they have been doing since the inception 
of the programme. Evaluation and assessment of 
achievements so far are very important in order for both the 
mentor and the mentee to know whether they are doing 
well or not. They must have certain key performance 
indicators to guide their success so far. With this, it is 
possible to make amendments and proceed to the final 
stage of the programme. 
 

(5) Completion 
This is a stage referred to as the concluding part of the 
whole process and, which if everything has gone well, 
merits celebration. At this stage, both the mentor and the 
mentee can look back and celebrate their achievements. 
Both may decide to continue the mentoring programme if 
they wish. It is also a time for the mentee to look forward to 
the next thing to do in life. 
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Mentoring Meetings 
First Mentoring Meeting 
The first mentoring meeting should be as close to the beginning of 
the training programme as possible (initial six months). The 
mentor sets up the first meeting, and the meeting may be short 
interaction and discussion lasting up to one hour. At this first 
meeting, the mentor and mentee get acquainted with each other 
and establish the mentoring relationship and best form of 
communication. They may agree and decide if the programme will 
be formal meetings or informal interactions. Trainee objectives and 
mentor‘s expectations should be clearly highlighted. 

 
Subsequent Mentoring Meetings 
The subsequent meetings will address the mode of operation and 
implementation of the whole mentoring programme. Regularly 
scheduled meetings will be agreed upon. Other issues will involve 
the monitoring of the trainee‘s progress, developing a lasting 
relationship, and establishing approach method. The mentoring 
scheme will end up with a transition to ‗as needed‘ meetings as the 
trainee becomes more independent. 
 

Aspects of a Good Mentoring Practice 
(1) Attending to Students and Keeping in Touch 

Student needs vary widely over time; moving from 
dependence to independence will also vary and differ with 
students. The mentor having some mentees in a team or 
research group needs to understand the individual needs of 
the members. Some may need individual meetings for the 
scheme to go on smoothly. Some may need attention during 
laboratory or team meetings. Communications medium 
may change over time from being formal to phone calls and 
e-mail messages. The mentor will also need to recognize 
and maintain sensitivity to individual issues such as gender, 
ethnicity, culture and social issues.  
 

(2) Careful Listening and Appropriate Response 
Both the mentor and the mentee need to develop active 
listening skills. More importantly, the mentor should be a 
good listener in order to help and assist the young 
inexperienced mentee. The mentor needs to show empathy 
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and concern for the personal and individual needs of the 
mentee. Students who perceive their mentors‘ empathy are 
likely to communicate more freely with their mentors. The 
mentee should not abuse this privilege of the care and 
empathy of the mentor. The respect the mentor deserves 
must be given at all times. 
 

(3) Building Networks 
Social and professional networks have a role in the 
professional development of trainees. Mentors can help 
trainees build these networks. One of the things the 
mentees can gain from experienced mentors is linking them 
up with professional colleagues in the field, thus expanding 
their professional networks. This is made possible through 
attendance of conferences and collaboration by sending 
them to various laboratories and centres of colleagues 
where they can interact, learn and build networks. 
 

(4) Respect 
Mutual respect between mentor and trainee is an important 
component of a good mentor-mentee relationship. This is 
very crucial in a successful mentoring programme. Most of 
the time, there is an abuse of certain privileges. Some 
mentors can be very open, easily accessed, and 
approachable. These attributes should draw mentees closer 
so that they can gain a lot of things from this association. 
However, some mentees take the mentors for granted and 
become disrespectful. Mentees should also learn to respect 
mentor‘s time and commitments. On the other hand, the 
mentor must not take for granted mentees just because of 
mentoring nor abuse them. 
 

(5) Favoritism 
In a research group or teamwork, one of the things that 
mentees are very sensitive to is favoritism displayed by the 
mentor. If this happens, some of the mentees may lose 
confidence in the mentor, others will be disgruntled, and 
the mentoring scheme may not succeed as the mentor 
earlier planned. So, the mentor needs to be sensitive to this 
and give an equal platform for all the mentees to prove 
their mettle and perform. 
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Enhancing the Mentoring Process 
Understand the Mentee’s Limitations 

– Professional limitations of the mentees should be 
understood and addressed. 

– Personal issues and limitations of the mentees need to be 
known by the mentor. 

– Some mentees also, over time, have self-imposed some 
limitations on themselves. The mentor should assist such to 
get out of this and break the barriers. 

 

Keep Notes about Interactions with Mentee 
– The mentor should document the outcome of meetings with 

the mentee as to what was said, what was agreed to, and 
what was concluded. In a laboratory scenario, it is also 
important for the mentor to keep records of experiments 
done and research activities carried out by the mentee in 
case there is disagreement in the future and there is a need 
to crosscheck and confirm results and some data acquired 
from sets of experiments. 

– Avoid confusion and resolve issues. Issues should be 
promptly resolved and not allowed to linger on 
unnecessarily. This is where the mentor should bring his 
maturity and experience to the fore. 

–  Continuity, especially in team mentoring, should be 
provided in order to harness the overall gains of the 
mentoring scheme. 

 

Sustain the Mentoring Relationship 
– Activities and their frequency change over the course of 

mentoring. 
– The transition from dependence to independence will take 

place at a time in the mentoring scheme. Some students 
become colleagues in the same establishment or 
professional settings. When this happens, the relationship 
and friendship should be sustained. The mentor at this stage 
should engage the mentoring competencies of the mentee to 
the advantage of both. 
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Some Misconceptions about Mentoring 
 

Only Mentees Benefit from Mentoring: This is incorrect as both 
mentors and mentees benefit and are fulfilled if the scheme is 
properly implemented. It provides an opportunity for both to 
reflect and gain fresh perspectives in their profession. 
 
Mentors have to be Older than Mentees: This may not be the case 
in some instances. Normally it is expected that the mentor should 
be older than the mentee on account of the experience. However, 
we have found situations where a younger person is the mentor of 
the mentee who is older, and the relationship worked out smoothly 
and gainfully. Mentors should not be chosen on account of their 
age but on the basis of their expertise and experience and ability to 
build relationships, listen, and effectively communicate what they 
know to the mentees.  
 
Having a Mentor is a Sign of Weakness: This is not correct. 
Everyone will need a mentor and a guide at one time or the other in 
their career path. Acquisition of knowledge and learning is a 
continuous process. It shows that an individual is open to new 
perspectives and eager to progress and develop professionally and 
intellectually.  
 
Any Experienced Colleague can be a Mentor: Other issues apart 
from cognate professional experience are involved in any 
successful mentoring. Mentors, in addition to professional 
experience, also need to have excellent social skills so that they 
can build effective relationships with their mentees. 

 
Effective Mentors need to have all of the Answers: In the process 
of mentoring, some answers may come from the mentee or other 
sources. In the process, the mentor can help by providing an 
opportunity for the mentee to talk through their problems and be 
listened to. By virtue of the skill of the mentor as a good listener 
and ability to raise important questions, mentors can also help 
mentees to find their own answers.  
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Mentoring Requires a Greater Time Commitment than Teachers 
can afford: Although effective mentoring requires time and a 
certain level of commitment in order to realize the goal, the teacher 
or the mentor can afford the time as it is a worthwhile investment. 
However, the mentoring meeting needs not to be unduly 
prolonged, and the mentors can make sure that the time they 
commit is manageable by setting clear boundaries around the times 
when they are available. 

 

Benefits of Mentorship 
Benefits to Mentees  
Enhanced Learning: The mentee benefits from the rich intellectual 
capacity and track record of excellence in the field. The mentee, 
therefore, experiences enhanced academic learning in the specialty. 
 
Increased Scholarship: The mentee gains from the mentor, and the 
scholarship of the mentor rubs on him, thus enhancing his 
academic scholarship. 
 
Improved Competence: Competency is achieved on account of 
interaction with the mentor in a particular field. Constant 
engagement and meetings with the mentor have a way of 
improving the competency of the mentee. 
 
Rapid Growth in the Profession: Another benefit a mentee enjoys 
from a fruitful mentorship relationship is that his/her academic and 
intellectual progress is accentuated. There is an accelerated growth 
the mentee achieves in his/her chosen career, leveraging on the 
already established platform laid by the mentor.  
 
Early Recognition: In a good mentoring relationship, the mentee 
gains by being recognized early in his/her career, following the 
footsteps of his/her academic giant. The mentee becomes very 
known among the professional colleagues in the field by standing 
on the shoulders of the mentor. 
 
Necessary Tools and Strategies to become more Independent, 
Innovative, and Responsible Learners: Mentors direct the mentees 
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towards activities and practices which promote self-reflection. 
Thus, over time, mentees become more empowered in making 
their own decisions and solving their own problems.  
 
Benefits to Mentors 
Sense of Achievement: One of the things a true mentor derives 
from a mentoring relationship is having a sense of fulfilment that 
the mentee has been greatly impacted and doing well in his/her 
career. The success of the mentee is the joy of the mentor. 
 
Increased Productivity due to Mentee’s Efforts: A great mentor 
does not labour in vain helping the mentee. Overall, the mentor 
benefits from the research activities of the mentee which increases 
and enhances the productivity of the mentor. For instance, a 
mentor who has trained a mentee in carrying out innovative and 
great research activities stands the chance of benefitting from the 
output of the mentee‘s research efforts, especially in terms of 
publications and other academic activities, thus increasing the 
―academic currency‖ and profile of the mentor. 
 
Awareness of New Knowledge in the Field: Since the mentor is 
junior and younger in the field, he/she has ample time to source 
and access new knowledge which the mentor can benefit from 
during interaction and their mentorship meetings.  
 
Increased Professional Network: By virtue of the relationship 
between the mentor and the mentee, both can expand their coasts 
and increase their network in their field of learning. 
 
Create and Leave a Legacy: One of the great successes of an 
accomplished leader and mentor is to create and leave an enduring 
legacy upon retirement from work. A strong mentee and others are 
left behind to continue from where the mentor is leaving the stage. 
This seamless arrangement plays a great role in building 
institutional mentoring capacity and facilitating institutional 
demands. 

 
Enhanced Leadership Skills: The key characteristics of good 
leadership are all fundamental to the mentoring process. These 
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include: developing, enabling, and influencing others, teamwork, 
communication and problem-solving skills. It builds confidence in 
their professional role. 
 
Benefits to the Institution 
Staff Development: Mentoring provides an excellent way of 
developing staff professionally and ensures the mentees are 
equipped with cognate leadership skills. Overall, the whole 
mentoring scheme promotes self-reflection and problem-solving 
skills in the mentees.  
 
Positive Working Environment: Mentoring builds self-confidence 
in the mentees, and this has the capacity of transforming the whole 
working environment.  
 
Staff Retention and Identification of New Talents: The mentoring 
scheme allows the development of the mentees and gives them the 
opportunity to grow and develop in their career. This allows them 
to have job satisfaction and preparation for career development 
opportunities in the institution. The scheme allows new talents to 
evolve which will serve as a platform for institutional building, 
visibility, and ranking of the institutions globally. 
 
Transformation in Teaching and Learning: The mentees learn the 
art of teaching and transmission of information directly to students 
from the experienced mentors, thus ensuring the development of 
their classroom practice and engagement. Ultimately, the students 
can learn more effectively and achieve better outcomes in their 
studies.  
 

Conclusion 
Undoubtedly, mentoring is crucial in developing and advancing 
institutions. Mentorship represents an individual commitment to 
seeking out, identifying, and developing in a variety of ways the 
leaders of the future for the institution. Effective mentors are 
lacking today in many institutions, and that accounts for weak staff 
strength, poor teaching skills, and inability to carry out innovative 
and translational research that can enhance global recognition and 
visibility of the institutions. In order to build capacity in this regard 
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and promote scholarship and international recognition, an effective 
mentoring scheme is urgently needed in our institutions. Every 
career is unique and may have different criteria and characteristics. 
Recognizing that mentorship is highly beneficial to mentors, 
mentees, and the institution, it is a critical element in preparing 
people for leadership in the institution, thereby advancing higher 
educational institutions globally.  
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Introduction 
Mentorship is a relationship that needs to be managed for the 
effectiveness and performance of career development of early 
career researchers. As a concept, mentoring, therefore, means 
different things to different people. People have different ways of 
explaining the concept to suit their position, belief, career pathway, 
or experience (Arnesson and Albinsson 2017). In order to have a 
unifying definition of the concept, mentoring or mentorship can 

therefore be expressed as a means of passing productive and 
valuable information across from one person to another. It is a 
significant and integral part of overall successes recorded in career, 
jobs, business, training, and as  professionals, and in everyday life 
(Peretomode and Ikoya 2019). Mentorship can be used as a 
strategic technique of achieving excellence and overcoming fears 
and doubts in the workplace. It can also be an important tool for 
manpower development and a means of surmounting the 
challenges associated with national development and nation-
building.  

Mentorship offers opportunities for training and re-training in 
order to grasp and be abreast of the innovations coming up on a 
daily and consistent basis (Aigbavboa et al. 2017). A mentoring 
process, therefore, must have a mentor who is adjudged qualified 
and conversant with the dictates and requirements of the 
workplace, organization, or institution, as well as a mentee who is 
expected to be willing to learn and gain from the wealth of 
experience of a mentor.  

Mentors, teachers, trainers, guides, and instructors, as they are 
interchangeably called, are expected to pass across information and 
wealth of experience, while mentees could be subordinates, new 
entrants, trainees, and upcoming professionals who should be 
willing and ready to partake from the wealth of experience of a 
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mentor. Therefore, according to Nkomo and Thwala (2014), 
mentoring has to be done with the main aim of empowering and 
passing across information and experience to the inexperienced 
and relatively younger generation in order for the latter to be able 
to achieve successes and not fall into the pitfalls the former might 
have encountered in the course of their career. Furthermore, new 
entrant or new workforce, has to stand on the shoulders of 
someone for ease of charting the course of a successful career path 
or professional ladder.  

As good as this concept of mentoring may sound with the 
embedded training and re-training of the workforce or oneself, it 
has its attributes, benefits, and challenges (Rankhumise 2015). 
Albeit it is not everyone that can be a mentor, neither by training 
nor by personal and interpersonal relationships and attributes, as 
further expounded by Rankhumise (2015). Thereby suggesting that 
in real life scenarios, there has been a record of successes and 
failures to mentor-mentee relationships (Hall 2003). There are 
instances where the attitude of mentors dictates whether there will 
be a seamless relationship and interaction between them and their 
mentees (Oke et al. 2017). More so, this situation can be vice-
versa. Consequently, social, physiological and psychological 
characteristics such as age, gender, religion, and beliefs of a 
mentor or mentee may determine whether a mentee will be willing 
to submit to a mentor and a mentor willing to pass across notable 
and gainful information (Jones 2017). Therefore, if these 
characteristics are not adequately managed, a dysfunctional 
mentor-mentee relationship is inevitable. Also, there is a 
possibility of a long and lasting negative connection if a mentor-
mentee relationship is not properly managed, leading to a negative 
ripple effect among colleagues, friends, families, and the nation as 
a whole (Yokwana 2015). 

Mentoring and mentorship date back to the very beginning of 
the existence of man, with knowledge being shared and passed 
down from one generation to another. It was mostly informal and 
later translated into a formal way of passing across information, 
ideas, and principles in business, workplace, academia, and 
research (Umukoro and Okurame 2018). Furthermore, the 
mentoring of early career researchers in the developed economies 
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dates back to more than a decade (Hall 2003; McBurney 2015). 
However,  mentoring early career researchers in sub-Saharan 
Africa is practically a new and formal concept (Tinoco-giraldo et 
al. 2020). Many researchers in sub-Saharan Africa are just coming 
to know and appreciate mentoring of upcoming researchers since 
the norm had been to chart your research part or academic course 
all by yourself (Galamay-Cachola et al. 2018). Therefore, an 
adequate understanding of mentoring by both new and old 
researchers in Africa is of utmost importance. It is in this regard 
that an assessment of early and middle-level career researchers in 
some established institutions in Africa were done, focusing on their 
web metrics. Data and information were extracted on the web 
activities and publications of the mentors and mentees. These 
activities included papers published since 2015, when the 
mentoring programme started. Information was obtained on their 
visibility to the outside world by recording the number of times the 
researcher‘s published work has been cited by other researchers. 

Mentoring is very difficult to assess (Aigbavboa et al. 2017). 
However, interaction of mentees (early or middle career 
researchers) with mentors is expected to increase the productivity 
of the mentees, resulting in publication in high impact journals and 
increased visibility. The web metrics of early career researchers in 
sub-Saharan Africa were profiled in order to know the 
demographic characteristics, the status of their web metrics, and 
the impact of their research and professional development.  

 

Methods (Scope, Data, and Analytical Techniques) 
Web metrics (citation index) of selected early career researchers in 
the Climate Impact Research Capacity and Leadership 
Enhancement (CIRCLE) programme in sub-Saharan Africa were 
extracted (see full list in the appendix). The dataset comprised 
gender, country, research discipline, citation_all, 
citation_since2015, h-index_all, h-index_since2015, i-10index_all, 
and i-10index_since2015. The h-index metric showed the 
cumulative impact and productivity of authors and was measured 
using the information obtained on each researcher from Google 
scholar citations. The i-10index metric, which shows the number 
of publications published by a researcher that has been cited at 
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least ten times, was also used to assess the early career researchers. 
Data obtained from the web metrics and demographic 
characteristics of mentors and mentees were analysed using 
descriptive statistics (frequencies, percentages, means, and 
standard deviations) and inferential statistics (analysis of variance, 
ANOVA).  
 

Results and Discussion 
Demographic Characteristics of Mentors and Mentees (Gender, 
Country, Discipline) 
Information obtained from the selected twenty-one early-career 
researchers in sub-Saharan Africa as shown in table 1 reveals that 
twelve were males (57.14%) while the remaining nine were 
females (42.86%). This shows that more male researchers were 
involved in the mentee-mentor relationship than the females. This 
is in agreement with the observation  of (Jones 2017) in an earlier 
study (though not carried out among academic researchers), which 
shows that  females do not easily find representation when it 
comes to mentoring as compared to their male counterparts in a 
male-dominated career like the police force. Furthermore, from the 
outcome of the present research, there were more male mentors (18 
representing 87.71% of the total mentors) while females were only 
three (representing 16.67% of the total mentors). The research of 
Jones expounded more on the importance of government investing 
more in the official mentoring of women. This outcome of our 
study further reveals that the mentoring of women is very vital, 
especially in male-dominated careers. However, according to Oke 
et al. (2017), using the case of the construction industry in the 
southern African region, there is likely to be a serious challenge 
between mentors and mentees of the opposite sex. This can be 
extrapolated to the academia with regards to the mentee-mentors 
relationship as well. Some  schools of thought are of the opinion 
that most times it is easier for mentor-mentee who are of the same 
sex to operate optimally than when they are of different sexes (Du 
Plessis 2013; Galamay-Cachola et al. 2018; Kutsyuruba and 
Godden 2019).  

There were more early-career mentees who were Nigerians 
(13; 61.90% of the mentees). This is followed by Ghanaians        
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(4; 19.05%), Tanzanians (2;9, 52%), and a South African             
(1; 4.76%). On the other side of the divide, there were more 
mentors who were supervisors in the host country i.e., the 
University of Ibadan, than in any other research outfit or university 
in sub-Saharan Africa. The reason for the high level of 
participation by Nigerians in the mentee-mentor programme could 
be due to increased awareness by the universities or organizations 
of early-career researchers of the need for acquisition of valuable 
resources and information from other institutions. This  is 
supported by the observation of Jyoti and Sharma (2015) whose 
research gave insight on the fact that value addition can be 
obtained more effectively when an organization recognizes that 
forming a good and cordial relationship with those outside the 
walls of the organization brings  healthy  and better outcomes than 
depending on the organization alone.  
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Table 1: Demographic Characteristics of Mentees and Mentors 
 

Item  Mentees               Mentors 
  Frequency Percentage Frequency Percentage 

Gender Male 11 52.38 18 85.71 

 Female 10 47.62 3 14.29 

 Total 21 100 21 100 

Country Nigeria 13 61.91 13 61.91 

 Ghana 4 16.67 2 9.52 

 South Africa 1 4.76 1 4.76 

 Uganda 0 0 1 4.76 

 Kenya 0 0 3 14.29 

 Ethiopia 0 0 1 0 

 Zimbabwe 1 4.76 0 0 

 Tanzania 2 9.52 0 0 

 Total 21 100 21 100 

Discipline Applied Sciences 16 76.19 16 76.19 

 Basic Sciences 5 23.81 5 23.81 

 Total 21 100 21 100 
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There were more early-career researchers (sixteen) who were 
involved in applied sciences, which signified 76.19% of the 
researchers involved in the mentee-mentor programme, while only 
five (23.81%) of them were involved in pure sciences in the host 
institutions, as seen in table 1. The implication of this is that more 
scientists or researchers have taken the challenges of applying the 
knowledge of pure sciences to other areas of human endeavours in 
a way to provide more solutions and a holistic view with impact. 
According to Peretomode and Ikoya (2019), strategies and 
techniques of achieving excellence in the development of the 
nation, and the use of pure sciences cum the social sciences and 
humanities, are parts of the core of manpower development and 
enhancement of human capacities. Besides, the current global trend 
is geared towards multidisciplinarity in research and collaboration. 
 
Status of Web Metrics 
The h-index metric, which shows the cumulative impact and 
productivity of authors, was obtained on each researcher from their 
Google scholar citations. The i-10index metric, which shows the 
number of publications published by a researcher that has been 
cited at least ten times, was also used in assessing the early-career 
researchers. The web metrics of the early-career researchers and 
mentors sampled showed that Nigerians had more papers than 
other countries represented. An overview of all the activities and 
performances of the sampled early-career researchers can be seen 
in table 2. Overall, a total of two thousand, five hundred and nine 
papers belonging to these researchers were cited, with an average 
citation of one hundred and sixty-seven (167.3±172.5). The high 
standard deviation of one hundred and seventy-two implies that the 
papers of the researchers were not equally cited. The publications 
of the researchers are widely referenced. Two thousand two 
hundred and eight papers were cited by others from the works 
published by these early researchers since 2015, with an average of 
one hundred and seven publications per researcher (147.2±143.2). 
Similarly, the standard deviation value is close to the mean value 
indicating that since 2015 more publications published by the 
early-career researchers have been cited. The h-index_all has a 
mean value of 5.5±3.0; this implies that at least five of the 
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researchers‘ publications have a cumulative impact on their 
reading public. Similarly, the i-10index_all per early-career 
researcher was 4.3±5.0.  
 

Table 2: Status of Web Metrics 
 

Index Total Mean Standard 
Deviation 

Standard 
Error 

Citation_all 2509 167.3 172.5 47.4 

Citation_since2015 2208 147.2 143.2 39.0 

H-index_all 82 5.5 3.0 0.8 

H-index_since2015 79 5.3 2.8 0.8 

I-10index_all 64 4.3 5.0 1.4 

I-10index_2015 57 3.8 4.3 1.2 

 
        *This table was rounded up to 1 decimal place.  
 
Impact of Mentorship on Web Metrics  
The result of the hypothesis test (table 3) using analysis of 
variance, revealed that there was no significant difference in the 
web metrics indices (citation index) of the mentors and the 
mentees by gender. This result indicates that mentorship works 
well for both male and female. Hence, a mentee becomes as great 
as his/her mentor. 
  

Table 3: Hypothesis Test of No Difference between Web Metrics  
Indices by Gender of Mentors and Mentees 

 
Item                                           

Mentees Mentors 
Hypothesis test 

(probability) 

 Frequency Percentage 
Frequency 

Percentage Mentee Mentor 

Male 11 52.38 
18 

85.71 0.52 0.86 

Female 10 47.62 
3 

14.29 0.47 0.14 

Total 21 100 21 100   

 

Conclusion 
Mentorship process delivers significant impact on the research 
outputs of early-career researchers in sub-Saharan Africa. The 
webometric impact of mentorship is not gender-specific but 
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gender-sensitive. Mentorship process delivers positive outcomes 
irrespective of gender. Therefore, it is recommended that higher 
education institutions, including universities and research centres, 
should institutionalize mentorship. 
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Appendix 
 

List of Climate Impact Research Capacity and Leadership Enhancement (CIRCLE) Visiting Fellows (2015-2017) 
 

S/N Name Gender Nationality Home Institution Host Institution Fellowship 
Year/Cohort 

Area of Research 

1 Kidist Abera 
Anteneh 

 Ethiopia Ethiopian Institutes 
of Agricultural 
Research 

University of 
Cape Town, South 
Africa 

2015 (Cohort 1) Biometrics, GIS, and Agro 
Meteorology Research 

2 Abraham Belay 
Mekonnen 

Male Ethiopia Hawassa University, 
Ethiopia 

International 
Livestock 
Research Institute, 
Kenya 

2015 (Cohort 1) Economic Value of Natural 
Resources (Contingent 
valuation approach). 
Economic Impact of Climate 
Change on Agricultural Crop 
Production. Agri-business and 
Value Chain Adaptation to 
Climate Change. 

3 Samauel Tesfaye 
Baye 

Male Ethiopia Mekelle University Addis Ababa 
University, 
Ethiopia 

2015 (Cohort 1) Eco-hydrology; Ecological 
Restoration; Watershed 
Management; Surface 
Hydrology 

4 Hadgu Hishe Teferi Male Ethiopia Mekelle University Addis Ababa 
University, 
Ethiopia 

2015 (Cohort 1) Forestry and Remote Sensing 
(Forest contribution in carbon 
sequestration and the 
implication for climate change 
adaption in creating climate 
change resilient ecosystem) 
 
 

5 Fikru Assefa 
Mengstie 

 Ethiopia Wollo University Addis Ababa 
University, 
Ethiopia 

2015 (Cohort 1) Evaluate Enhanced 
Communities‘ Adaptive 
capacity to climate change in 
the Blue Nile catchment, 
Eastern Ethiopia 

6 Philip Antwi-Agyei Male Ghana Kwame Nkrumah 
University of Science 

University of 
Ghana 

2015 (Cohort 1) Climate Change and 
Variability, Food Security, 
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and Technology Rural Livelihoods, Sustainable 
Development, Environmental 
Policy, and Environmental 
Management 

7 Divine Odame 
Appiah 

Female Ghana Kwame Nkrumah 
University of Science 
and Technology 

University of 
Ibadan 

2015 (Cohort 1) Off-forest Reserves Farmers‘ 
Adaptation Strategies to 
Climate Change 

8 Esther Ekua Amfoa 
Amoako 

Female  Ghana University for 
Development Studies 

University of Dar 
es Salaam 

2015 (Cohort 1) The Impact of Anthropogenic 
Bushfires in Savannah/ 
Parklands 

9 Mercy Afua 
Adutwumwaa 

Female Ghana University of Energy 
and Natural 
Resources 

University of 
Ghana 

2015 (Cohort 1) Linkage of Social-natural-
governing Systems 

10 Amos Tiereyangn 
Kabo-bah 

Male Ghana University of Energy 
and Natural 
Resources 

University of 
Ibadan, Nigeria 

2015 (Cohort 1) Hydrological Modeling, 
Applied Remote Sensing and 
GIS for Resources 
Management 

11 Hannah Karuri  Female  Kenya Embu University 
College 

University of 
Nairobi, Kenya 

2015 (Cohort 1) Nematology/Biotechnology 

12 Justin Nyaga  Male Kenya  University of 
Cape Town, South 
Africa 

2015 (Cohort 1) Plant Physiology 

13 Silas Odongo Oriaso Male Kenya University of Nairobi United Nations 
Environmental 
Programme 
(UNEP), Kenya 

2015 (Cohort 1) Community-based Climate 
Change Adaptation for 
Sustainable Agriculture in 
Kenyan Asals 

14 Celestine Azubuike 
Afiukwa  

Male Nigeria Ebonyi State 
University 

Obafemi Awolowo 
University, Nigeria 

2015 (Cohort 1) Agricultural Biotechnology 

15 Bartholomew Ituma 
Aleke 

Male Nigeria  University of South 
Africa (UNISA), 
South Africa 

2015 (Cohort 1) Policies and Information 
Management on Climate Change 

16 Olanrewaju Olusoji 
Olujimi 

Male Nigeria Federal University of 
Agriculture, 
Abeokuta 

University of 
Ibadan, Nigeria 

2015 (Cohort 1) Environmental Pollution 
Monitoring, Pollution 
Indexing, Nano-material 
Synthesis, and Health Risk 
Assessment 
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17 Omomowo Iyabo 
Olanike 

Female Nigeria Ladoke  Akintola 
University of 
Technology 

Obafemi 
Awolowo 
University, 
Nigeria 

2015 (Cohort 1) Microbial Biotechnology 

18 Funmilayo Grace 
Oni 

Female Nigeria Ladoke Akintola 
University of 
Technology 

Obafemi 
Awolowo 
University, 
Nigeria 

2015 (Cohort 1) Agro-climatology and 
Agricultural System Modeling 

19 Ifeanyi Ndubuto 
Nwachukwu 

Male Nigeria Micheal Okpara 
University of 
Agriculture 

(OSSREA), 
Kenyatta 
University 

2015 (Cohort 1) Smallholder Production 
Economics (agriculture) 

20 Catherine Abiola 
Oluwatoyin 
Akinbami 

Female Nigeria Obafemi Awolowo 
University, Nigeria 

University of 
Ibadan, Nigeria 

2015 (Cohort 1) Women Entrepreneurship 
Development, Climate 
Change, and Rural 
Entrepreneurship 
Development, 
Entrepreneurship Education 

21 Abiodun Suleiman 
Momodu 

Male Nigeria Obafemi Awolowo 
University, Nigeria 

Kwame Nkrumah 
University of 
Science and 
Technology, 
Ghana 

2015 (Cohort 1) Energy Use: Electricity and 
Climate Change 

22 Christiana Ndidi 
Egbinola 

Female Nigeria University of Ibadan Obafemi 
Awolowo 
University, Ile-Ife, 
Nigeria 

2015 (Cohort 1) Water: The Impact of Climate 
and Land-use Change on 
Water Resources (surface 
water quantity and quality) in 
Sokoto Drainage Basin (semi-
arid Northern Nigeria) 

23 Olawale Emmanuel 
Olayide 

Male Nigeria University of Ibadan Kwame Nkrumah 
University of 
Science and 
Technology 

2015 (Cohort 1) Agricultural Production, 
Climate Impacts, Rural and 
Welfare Economics, 
Sustainable Development 
 

24 Zelda Anne Elum Female  Nigeria University of Port 
Harcourt 

University of 
South Africa, 
South Africa 

2015 (Cohort 1) Impacts of Climate Change on 
Agriculture and Its Implication 
for the Insurance Market in 
South Africa 
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25 Ifeanyi-obi 
Chinwoke Clara 

Female Nigeria University of Port 
Harcourt 

University of 
Ibadan 

2015 (Cohort 1) Climate Change and Rural 
Community Development 

26 Amon Taruvinga Male South 
Africa 

University of Forte 
Hare 

University of Cape 
Town, South Africa 

2015 (Cohort 1) Agriculture and Environmental 
Economics 

27 Keletso Mopipi Female South 
Africa 

Fort Hare University University of 
South Africa 

2015 (Cohort 1) Rangeland Ecology and 
Management 

28 Hatim Mohamed 
Ahmed Elamin 

Male Sudan University of 
Kordofan 

Makerere 
University, 
Uganda 

2015 (Cohort 1) Environmental Management 

29 Francis Machumi Male Tanzania Muhimbili 
University of Health 
and Allied Sciences 

University of Dar 
es Salaam, 
Tanzania 

2015 (Cohort 1) Climate Change and Health, 
Livelihoods, and Well-being 

30 Naomi Jones 
Saronga 

Female Tanzania  University of Dar 
es Salaam, 
Tanzania 

2015 (Cohort 1) Climate and Nutrition 

31 Lucy Kassian Female Tanzania University of Dar es 
Salaam, Tanzania 

Makerere 
University, 
Uganda 

2015 (Cohort 1) Climate Change Adaptation 

32 Alex Zizinga Male Uganda Makerere University, 
Uganda 

University of Dar 
es Salaam, 
Tanzania 

2015 (Cohort 1) Analysis of Climate Change 
Impacts on Major Agricultural 
Uses, Analysis of Nutrient 
Fluxes and GHG Exchange 
between Soil and Atmosphere in 
Wetland Ecosystems, Climate 
Change Adaptation and 
Integrated Watershed Manage-
ment for Sustainability, Food 
Security, and Soil Restoration 
for Improved Livelihoods 

33 Olga Laiza Kupika Female Zimbabwe Chinhoyi University 
of Technology, 
Zimbabwe 

University of 
South Africa 
(UNISA), South 
Africa 

2015 (Cohort 1) Climate Change and Green 
Economy/Growth Transition 
and Biodiversity Management   

34 Doris Akachukwu Female Nigeria Michael Okpara 
University of 
Agriculture, 
Umudike, Nigeria 

University of 
Ibadan 

2016 (Cohort 2) Potentials of Biochar for the 
Remediation of the 
Clastogenic Effect Associated 
with Polyaromatic 
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Hydrocarbons Components of 
Gas Flares and Heavy Metals 
Pollutants of Soil and Water in 
Allium cepa Model 

35 Shade John 
Akinsete 

Female Nigeria University of Ibadan International 
Livestock 
Research Institute 
(ILRI), Kenya 

2016 (Cohort 2) Soil Carbon and Greenhouse 
Gas Fluxes Quantification and 
Monitoring in sub-Saharan 
Africa: A Case Study of 
Ibadan Metropolis, 
Southwestern, Nigeria 

36 Johnson Oluwole 
Akintonde 

Male Nigeria Ladoke Akintola 
University, of 
Technology 
(LAUTECH), 
Ogbomoso 

Makerere 
University, 
Uganda 

2016 (Cohort 2) Assessment of Level of Use of 
Climate Change Adaptation 
Strategies among Arable Crop 
Farmers of Oyo and Ekiti 
States, Nigeria 

37 Sylvia Nana Ama 
Ankamah 

Female Ghana University of Energy 
and Natural 
Resources (UENR), 
Ghana 

Obafemi 
Awolowo 
University, 
Nigeria 

2016 (Cohort 2) Seasonal Prevalence of 
Climate-related Diseases 
Modeling Malaria and Cholera 
in Northern Ghana 

38 Amos Apraku Male Ghana University of Fort 
Hare (UFH), South 
Africa 

University of 
Nairobi, Kenya 

2016 (Cohort 2) Indigenous Knowledge and 
Climate Change Impact 
Mitigation in Relation to 
Scale-scale Agriculture in 
Africa: A Comparative Study 
of South Africa and Kenya 

39 Berchie Asiedu Female Ghana University of Energy 
and Natural 
Resources (UENR), 
Ghana 

University of 
Ibadan (UI), 
Nigeria 

2016 (Cohort 2) Economic Impacts, 
Adaptations, and 
Opportunities of Climate 
Change in the Small-scale 
Aquaculture Industry of 
Ghana, West Africa 

40 Sandra Akukpoga 
Atindana 

Female Ghana University for 
Development Studies 
(UDS), Ghana 

University of 
Ibadan (UI), 
Nigeria. 

2016 (Cohort 2) Investigation into the Possible 
Effects of Climate Variability 
on Benthic Macroinvertebrates 
Species and the Perception of 
Local People on Biodiversity 
of Fish in a Lagoon in the 
Central Region of Ghana 
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41 Ayansina Ayanlade Male Nigeria Obafemi Awolowo 
University (OAU), 
Nigeria 

International 
Livestock 
Research Institute 

2016 (Cohort 2) Perceptions and Responses to 
Climate Change Impacts, 
Adaptive Capacity, and 
Vulnerability among Rural 
Farmers 

42 Habitamu Taddese 
Berie 

Female Ethiopian Hawassa University 
(HU), Ethiopia 

Addis Ababa 
University, 
Ethiopia 

2016 (Cohort 2) Estimating Carbon dioxide 
Emissions from Deforestation 
and Forest Degradation in 
Wondo Genet sub-catchment, 
Ethiopia 

43 Etaferahu Kassa 
Ejegu 

Male Ethiopia Ethiopia Institute of 
Agricultural 
Research (EIAR), 
Ethiopia 

University of 
Ghana, Ghana 

2016 (Cohort 2) Optimization of 
Environmental Concern and 
Economic Gain 

44 Samuel Olushola 
Fadairo 

Male Nigeria University of Ibadan 
(UI), Nigeria 

University of 
Cape Town, South 
Africa 

2016 (Cohort 2) Broaching Research on 
Corruption in Ecological Fund 
Management for Climate 
Change Mitigation 

45 Kidane Giday 
Gebremedhin 

 Ethiopia Mekelle University, 
Ethiopia 

Addis Ababa 
University, 
Ethiopia 

2016 (Cohort 2) Forest Species Composition 
Change, Carbon Dynamics 
and Climate Change Impacts 
in Dry Afromontane Forest of 
Northern Ethiopia: Forest 
Restoration Options for 
Climate Change Mitigation in 
the Drylands 

46 Showman 
Gwatibaya 

Male Zimbabwe Chinhoyi University 
of Technology 
(CUT), Zimbabwe 

International 
Livestock 
Research Institute 
(ILRI),Kenya 

2016 (Cohort 2) Developing a Model for 
Assessing Effects of Breed 
and Feeding Regime on 
Enteric Methane Gas 
Emissions from African  
Sanga Cattle 

47 Benson Chuks 
Iweriebor 

Male Nigeria University of Forte 
Hare, South Africa 

Muhimbili 
University of 
Health and Allied 
Science, Tanzania 

2016 (Cohort 2) Effects of Climate Change on 
the Prevalence of Arboviruses 
(Rift Valley fever virus and 
West Nile virus) among 
Mosquitoes and the 
Associated Vulnerabilities in 
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the Karoo Region Contiguous 
to the Eastern Cape and Free 
State Provinces of South 
Africa 

48 Faith 
Oluwasinaayomi 
Kasim 

Male Nigeria University of Ibadan 
(UI), Nigeria 

The Organisation 
for Social Science 
Research in 
Eastern and South 
Africa 
(OSSREA), 
Ethiopia. 

2016 (Cohort 2) Effects of Climate Change on 
Urban Liveability and 
Livelihood Options 

49 Omosive Maduka  Male Nigeria University of Port 
Harcourt 
(UNIPORT) 

Kwame Nkrumah 
University of 
Science and 
Technology 
(KNUST), Ghana. 

2016 (Cohort 2) Gas Flaring and Climate 
Change: An Analysis of the 
Impact on the Health and 
Well-being of Communities 
 in the Niger Delta region of 
Nigeria 

50 Pax Jessey  
Masimba  

Male Tanzania Muhimbili 
University of  Health 
and Allied Sciences 
(MUHAS), Tanzania 

University of Dar 
es Salaam, 
Tanzaia 

2016 (Cohort 2) Assessment of the Bioactivity 
of Roots and Leaves of 
Garissa spinarum Extracts 
from Two Geographic 
Locations in Two Seasons in 
Tanzania against Some 
Pathogenic Bacteria and Fungi 

51 Wonye  Admasu 
Molla  

 Ethiopia Wollo University, 
Ethiopia 

University of 
South Africa, 
South Africa 

2016 (Cohort 2) Apiculture a Climate-resilient 
Green Economy: Its 
Contribution for Rural 
Livelihood, Employment 
Creation, and Sustainable 
Forest and Area Closure 
Management in Eastern 
Amhara and Tigray Region 
States 

52 Faridah Ssendagire 
Nalwanga 

Female Uganda Makerere University 
(MU), Uganda 

University of 
Cape Town, South 
Africa 

2016 (Cohort 2) Environmental Change and 
Emergent Livelihood 
Outcomes in Natural 
Resource-dependent 
Communities in Queen 
Elizabeth National Park 
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53 Catherine V. 
Nnamdi 

Female Nigeria Ebonyi State 
University (EBSU), 
Nigeria 

Obafemi 
Awolowo 
University 
(OAU), Nigeria 

2016 (Cohort 2) Evaluation of Genetic 
Variability within African-
Yam-Bean Accessions for 
Food Security in a Climate- 
changing Scenario using 
Single Nucleotide 
Polymorphism 

54 Abimbola 
Oluwaranti 

Female Nigeria Obafemi Awolowo 
University (OAU), 
Nigeria 

Makerere 
University (MU), 
Uganda 

2016 (Cohort 2) Molecular Characterization 
and Evaluation of Elite Maize 
Germplasm for Drought 
Tolerance 

55 Awakilitu Bola 
Onifade 

Female Nigeria Ladoke Akintola 
University of 
Technology 
(LAUTECH), 
Nigeria 

University of 
Nairobi, Kenya 

2016 (Cohort 2) Climate Change Adaptations 
as it Affects Pyrolysis of 
Lignocellulosic Materials 
from Oil palm Fruits Fibre and 
Physic Nutshell at Low 
Temperature and Pressure for 
Energy and Chemical 
Productions 

56 Phyllis Bernice 
Opare 

Female Ghana University of Energy 
and Natural 
Resources (UENR), 
Ghana. 

Makerere 
University (MU), 
Uganda 

2016 (Cohort 2) Developing a Model for 
Gender Perception and 
Adaptation Practices to 
Mitigate the Effects of 
Climate Change among Small 
Scale Farmers in Sunyani 
Municipality 

57 Daniella Delali 
Sedegah 

Female Ghana University of Energy 
and Natural 
Resources (UENR), 
Ghana 

Obafemi 
Awolowo 
University 
(OAU), Nigeria 

2016 (Cohort 2) Adapting for Future 
Traditional Mechanisms in 
Managing the Impact of 
Climate Change on the 
Watershed in Ghana 

58 Victoria 
Tanimonure  

Female Nigeria Obafemi Awolowo 
University (OAU), 
Nigeria 

University of 
Ghana (UG), 
Ghana 

2016 (Cohort 2) Underutilized Indigenous 
Vegetables for Dietary 
Diversity and Revenue 
Generation in Response to 
Climate Change in 
Southwestern Nigeria 
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59 Eunice Yemisi 
Thomas 

Female Nigeria University of Ibadan, 
Nigeria 

University of 
Ghana (UG), 
Ghana 

2016 (Cohort 2) Effectiveness of Agricultural 
Organic Waste to Sequester 
Carbon in Soil Planted to 
Maize (A case study in 
mitigating climate effect on 
soil carbon storage) 

60 Portia Adade 
Williams 

Female Ghana Science and 
Technology Policy 
Research Institute of 
the CSIR (STEPRI-
CSIR), Ghana 

University of 
Cape Town 
(UCT), South 
Africa. 

2016 (Cohort 2) Assessing the Impact of 
Climate Change on 
Agricultural Production: The 
Case of Pineapple Production 
in Ghana 

61 Zahor Khalifa 
Zahor 

 Tanzania University of Dar es 
Salaam, Tanzania 

University of 
Ghana (UG), 
Ghana 

2016 (Cohort 2) Dynamic Forest Cover Change 
and their Impacts on 
Community Livelihood in 
Kilwa District, Tanzania 

62 Ms Akuffobea 
Mavis 

Female Ghana Science and 
Technology Policy 
Research Institute 
(CSIR-STEPRI) 
Ghana 

University of Dar 
es Salaam 
(UDMS) Tanzania 

2017 (Cohort 3) Climate Variability, Green 
Technology and Environ-
mental Conservation, 
Innovation Studies and Small 
and Medium Enterprises 
Development 

63 Dr Ayinde, 
Adefunke Fadilat 
Olawunmi 

Female Nigeria Federal University of 
Agriculture, 
Abeokuta 

University of 
Cape Town, South 
Africa. 

2017 (Cohort 3) Farmers‘ Perception on 
Climate Variation Adaption 
Strategies: Arable Crops 
(Cassava-based Farms) 

64 Dr (Mrs) Badu 
Mercy 

Female Ghana Kwame Nkrumah 
University of Science 
and Technology, 
Ghana 

Obafemi 
Awolowo 
University, 
Nigeria. 

2017 (Cohort 3) Natural Products Chemistry 

65 Dr Fana Hagos 
Berhane  

Female Ethiopia Mekelle University, 
Ethiopia 

Addis Ababa 
University, 
Ethiopia 

2017 (Cohort 3) Climate Change Laws and 
Policy, Gender 

66 Dr Bosire Caroline Female Kenya International 
Livestock Research 
Institute, Kenya 

University of Fort 
Hare, South 
Africa 

2017 (Cohort 3) Ecology, Agriculture, Natural 
Resource Management, 
Climate Adaptation 

67 Ms Chinokwetu 
Varaidzo 

Female Zimbabwe Chinhoyi University 
of Technology, 
Zimbabwe 

University of 
South Africa, 
South Africa 

2017 (Cohort 3) Climate Change Adaptation, 
Environmental Sustainability, 
Policy and Livelihoods 
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68 Mr Dandeebo 
Gordon 

Male  Tanzania University for 
Development Studies 
Tamale-Ghana 

Muhimbili 
University of 
Health and 
Applied Sciences, 
Dar es Salaam-
Tanzania 

2017 (Cohort 3) Health Systems Development, 
Maternal, and Child Health, 
Community Participation in 
Health, Partnerships in Health, 
Climate Change and 
Community Health 
 

69 Emiru Nega Chalie Male Ethiopia Hawassa University, 
Ethiopia. 

University of Fort 
Hare, South 
Africa 

2017 (Cohort 3) Water and Climate 

70 Dr EWusi-Mensah, 
Nana 

Male Ghana Kwame Nkrumah 
University of Science 
and Technology, 
Ghana 

University of 
Cape Town, South 
Africa 

2017 (Cohort 3) Soil health and plant nutrition. 
Legume adaptation to climate 
change. Enhancing legume 
production in agricultural 
systems by promoting 
microbial activity in biological 
nitrogen fixation, mycorrhiza, 
and organic matter 
decomposition. Rhizobium 
ecology. 

71 Lilian I. Ezenwa Female Nigeria Micheal Okpara 
University of 
Agriculture, 
Umudike, Abia State, 
Nigeria 

Moi University, 
Kenya 

 

2017 (Cohort 3) Climate change, Pollution 
control, Environmental (Soil 
&Plants) Conservation 

72 Dr Ezikanyi 
Dimphna Nneka 

Female Nigeria Ebonyi State 
University, 
Abakaliki, Nigeria 

Muhimbili 
University of 
Health and 
Applied Science, 
Tanzania 

2017 (Cohort 3) Aeropalynology, Climate 
Change, Immunology 

73 Dr Garustsa 
Tendayi C. 

Female South 
Africa 

University of Fort 
Hare, South Africa. 

Chinhoyi 
University of 
Technology, 
Zimbabwe 

2017 (Cohort 3) Climate Change, Gender, 
vulnerabilities, Indigenous 
Knowledge, Rural 
Development 

74 Ms Gebremadhin 
Tigist Kibru 

Female Ethiopia Mekelle University, 
Ethiopia 

University For 
Development 
Studies (UDS), 
Tamale, Ghana 

2017 (Cohort 3) Climate Change, Forestry, 
Agro-forestry, Carbon 
Sequestration, Biodiversity, 
Seed Technology 
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75 Ms Zobida Habib Female Sudan Kordofan University-
Sudan 

University of Dar 
es salaam-
Tanzania 

2017 (Cohort 3) Climate Change Adaptation 

76 Mrs Ibe. Geraldine 
Ogechuckwu 

Female Nigeria Michael Okpara 
University of 
Agriculture, Umudike, 
Abia State, Nigeria 

University for 
Development 
Studies, Ghana 

2017 (Cohort 3) Study of Forest food Species 
in the Tropics, Savannah, and 
Mangrove Forests 

77 Dr Hammed Taiwo 
Babatunde 

Male Nigeria University of Ibadan, 
Nigeria 

University of 
Nairobi, Kenya 

2017 (Cohort 3) Municipal Waste Management 
(composting, waste recycling 
and material recovery from 
wastes, smokeless charcoal, 
biogas production and their 
applications), Hazardous 
Waste Management and 
Sewage Treatment 

78 Dr Jubril Afusat 
Jagun 

Female Nigeria University of Ibadan, 
Nigeria 

University of 
Nairobi, Kenya 

2017 (Cohort 3) Environmental Toxicology, 
Veterinary Pathology, 
Ecotoxicity in Fish 

79 Mr Kaijage, 
Heribert Robert 

Male Tanzania Muhimbili 
University of Health 
and Allied Sciences, 
Tanzania. 

University of 
Ghana, Ghana 

2017 (Cohort 3) Environmental Health, 
Climate Change Resilience, 
Mitigation and Adaptation 
Measures, Disaster Risk 
Reduction 

80 Dr Joseph Kathiai 
Kurauka 

Male Kenya Kenyatta University, 
Kenya 

University of Dar 
es Salaam 

2017 (Cohort 3) Agroforestry-Based Bioenergy 
Systems, Renewable energy, 
Climate Change Studies, 
Natural Resource 
Management. 

81 Dr Lala, 
Adebukunola 
Olufunmilayo 

Female Nigeria Federal University of 
Agriculture, 
Abeokuta, Ogun 
State, Nigeria. 

Kwame Nkrumah 
University of 
Science and 
Technology, 
Kumasi, Ghana 

2017 (Cohort 3) Pig Production and Climate 
Change 

82 Dr Majale Christine Female Kenya Kenyatta University, 
Kenya 

University of 
South Africa- 
UNISA, South 
Africa 
 

2017 (Cohort 3) Urban Management, Climate 
Change 
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83 Rettie, Fasil 
Mequanint 

Male Ethiopia Ethiopian Institute of 
Agricultural 
Research (EIAR), 
Ethiopia 

Makerere 
University, 
Department of 
Geography, Geo-
Information and 
Climatic Sciences, 
Uganda 
 

2017 (Cohort 3) Urban Waste Management, 
Climate Change 

84 Mr Mollel, Jackson Male Tanzania Muhimbili 
University of Health 
and Allied Sciences 
(MUHAS)Tanzania 

 University of 
Ibadan (UI), 
Nigeria 

2017 (Cohort 3) Urban Waste Management: 
Climate Change Control of 
Infectious Diseases and 
Investigating Biological 
Activities of Natural Products 

85 Mr Mulat Girma 
Muluken  

Male Ethiopia Wollo University, 
Ethiopia 

University of 
Nairobi, Kenya 

2017 (Cohort 3) Climate Change and Small-
holder Farmers‘ Association 

86 Dr A.T. Muruviwa Male South 
Africa 

University of Fort 
Hare, South Africa 

Obafemi 
Awolowo 
University, 
Nigeria 

2017 (Cohort 3) Climate Change and Human 
Health 

87 Dr Mvungi Esther Female Tanzania University of Dar es 
Salaam, Tanzania 

University of 
Cape Town, South 
Africa 

2017 (Cohort 3) Understanding how Plants 
Respond to Abiotic and Biotic 
Stressors 

88 Dr Nhundu 
Kenneth 

Male South 
Africa 

University of Fort 
Hare, South Africa 

University of 
Ibadan 

2017 (Cohort 3) Climate Change Issues: 
Renewable Energy, Food & 
Nutrition Security, 
Agricultural &Rural 
Development, New 
Institutional Economics, 
Agricultural Water 
Management, Waste 
Management, and Recycling 

89 Dr Daniel Nyadanu  Male Ghana Kwame Nkrumah 
University of Science 
and Technology, 
Kumasi 

Kenyatta 
University 

2017 (Cohort 3) Breeding for Drought 
Tolerance in Cocoa, Climate 
Change Scenarios in Cocoa-
growing Areas in Ghana, 
Variation in Water Use 
Efficiency among Clones of 
Cocoa 



 

 
 

119 

90 Dr Sandra Ofori Female Nigeria University of Port 
Harcourt, Nigeria 

University of 
Ghana, Accra, 
Ghana 

2017 (Cohort 3) Health and Livelihoods 

91 Dr Oladapo 
Olukunle 

Male Nigeria Ladoke Akintola 
University of Science 
and Technology, 
Ogbomoso, Nigeria. 

Kwame Nkrumah 
University of 
Science and 
Technology, 
Kumasi, Ghana 

2017 (Cohort 3) Climate Change, Ionizing 
Radiation, Modeling, 
Agricultural Productivity, and 
Agricultural Policy 

92 Dr (Mrs) Owoade 
Folasade Mary 

Female Nigeria Ladoke Akintola 
University of 
Technology, 
Ogbomoso, Oyo 
State, Nigeria 

University of 
Ghana, Legon, 
Ghana 

2017 (Cohort 3) Estimating Carbon 
Sequestration Potentials of 
Some Land-use  Systems 

93 Dr Oyebola 
Olusegun 

Male Nigeria University of Ibadan, 
Nigeria. 

Makerere 
University, 
Uganda 

2017 (Cohort 3) Aquaculture, Inland and 
Marine Fisheries 
Management, Climate 
Change, Fish Genetics and 
Breeding,  Nutri-genomics and 
Fish Biotechnology 

94 Popoola Kehinde 
Olayinka 

Female Nigeria Obafemi Awolowo 
University, Ile-Ife, 
Nigeria 

Moi University, 
Eldoret, Kenya 

2017 (Cohort 3) Gender Studies, Rural and 
Social Planning 

95 Dr Tilumanywa  
Verdiana 

Female Tanzania University of Dar es 
Salaam, Tanzania. 

University of 
Ibadan, Nigeria. 

2017 (Cohort 3) Environmental Analysis: GIS 
and Mapping, Application in 
Land Cover and Land-use 
Studies and Change Detection, 
Environmental Change 

96 Dr Utete Beaven Male Zimbabwe Chinhoyi University 
of Technology, 
Zimbabwe 

University of 
Ibadan, Nigeria. 

2017 (Cohort 3) Fisheries and Water Resources 
in Peri-urban Areas 
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