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ABSTRACT

in

-----~----------------a 48.1% return rate.

of the respondents.

The survey instrument used in this study was the Minority

Perceptions of Mentoring and Career Progression (MPMCP). The

were distributed to the population by the Affirmative Action Officers at

each of the 13 UW System institutions. Of the 430 surveys distributed,

207 usable surveys were returned and included in the study, resulting in

The microcomputer program PC Statistician was used to conduct

frequency counts and to analyze the date using chi-square. The analyses

showed that male respondents reported mentorshiptobeinfltiential- in

their career progression significantly more often than did female

respondents. No significant difference was found in the perceived

influence of mentorship on career progression by employment category or

by age.

Post hoc analyses showed that there was no significant difference

in the number of mentors by gender reported by male and female

respondents who did not perceive mentorship as influential, but a

significant difference was found when comparing males and females who

The purpose of this study was to determine whether

the University of Wisconsin (UW) System holding category
---:--::::::::===:===:::::-­

(executive/administrative/managerial) and category 3

non-faculty) positions perceived mentorship as influential in

career progression, and whether there were statistically

differences in these perceptions by gender, employment category, or age
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perceived mentorship as influential. As a group, the female respondents

reported fairly equal numbers of male and female mentors, whereas the

male respondents reported a much greater percentage of male mentors.

Although the data show that males reported morementor-ing-c'c-ccc--'--"

experiences than females, had a disproportionally high percentage of

male mentors as compared to female mentors, and considered these

mentoring relationships to be more influential· on their career

advancement than females, the reasons for these differences are not

known.

------



CHAPTER I

Introduction
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were white, 17% were resident minorities and 3% were nonresident aliens

(Mingle, 1987).

Despite the number of minorities that enroll in colleges and

universities, the problem of retention remairtscri·tical"CC(l"ie1as,1987);

The problem of minority retention appears to be more prevalent on'

predominantly white campuses (Farrell, 1984). Often these campuses have

very small minority student populations and lack minority faculty and

staff. James Vasquez, Associate Professor of Education at the

University of Washington, alleges "American teachers are largely

ignorant of minority culture, values, and learning styles ,makirlg i.t ..

impossible for them to teach their minority students effectively"



of their alma mater does not accurately reflect that-of the '"real

world." The lack of skills in relating to

a handicap.

Statement of the Problem

This study focused on minority staff in the UW (Universrt:yso;f

Wisconsin) System in category 1 (executive/administrative/manag.,r"a!,),-<

and category 3 (professional non-faculty) positions

perceptions of whether or not mentoring influenced their c",re,et:CC72707-;cS

progression. The research questions considered perceptions

influence of mentorship on career progression by gender.

predict that there are no significant differences of these

by job category, gender, or age of respondent.

Importance of the Study

In 1980, the traditional college-age population consisted ._

minorities. It has been projected that by the year 2000

will increase to over 30%, and to nearly 40% by the

1987) .

While the minority population continues to

and ethnic minorities remain severely underrepresented in higher

education and in nearly all occupational fields that require a college

degree (Astin, 1982). Astin considers the extremely high rate of

minority attrition from secondary schools to be the single most

important factor in this underrepresentation, and the second most

important factor is their above average attrition rate from

undergraduate institutions.



Individuals who do not complete their high.schooleducationaswell

as those who do not pursue post-secondary education ha.ve lilDitied

opportunities in the work force. Traditionally, there.hayee;belilm.jobs in

industry and manufacturing available to persons· with··"Very::l1:ttlec-fi)rma-l~··

education, but the technological advances that have been made· in this

country and the transition to a trade and service-oriented economY·have.

caused the number of these jobs to decline. More and more

school training is becoming vital for well-paid employment.

half the new jobs created over the 1984-2000 period will require

education beyond high school; one-third will require a college degree

(Wegmann, Chapman, & Johnson, 1989).

If the underrepresentation of minorities in higher education and

high minority attrition rates do not improve substantially in the coming

years, this country's economy and society will be negatively affected.

Maguire (1982) cautions that "when the educational, social, and economic

attainment of large segments of any nation's population islow,the

cultural and economic life of that nation is adversely affected and·,·-··if-·

the condition persists, placed in peril" (p. 21). Maguire further

contends that not only is the society deprived of the contributions that

these individuals could make if they were educationally empowered, but

many of them risk becoming a burden to society- "tax eaters not tax

payers" as Lyndon Johnson used to warn (Maguire, p. 21).

Therefore, it is not only the large number of minorities who do not

obtain an education that are adversely effected, but society as a whole

which supports those who do not have the means to support themselves.

Through establishing and maintaining a commitment to educating the



nation's minority population it will

economy, but to increase social equality.

The need for this study is evidenced by the

mentoring among student services professIonals

information on minorities' preferences regarding the

mentors.

Several potentially significant outcomes may

study. By increasing awareness of the benefits of mentoririg

may be a catalyst in encouraging more professionals to act as ,mE,nt;OI:~~'~;;j0~;~~'~•••~.~

More specifically, by addressing the problem of the lack of mi.nc.ri.tjl~!';j~ZjZZ~

in positions to act as mentors, an increased commitment to mentoring

minorities may result by professionals of minority and

ethnicity. This may facilitate the speed and ease with which mInorItIes

advance in their professions, thereby expanding the diversity at all

levels and increasing the availability of minority mentors.

Another potential implication of the study is the value it may

provide to the UW-System Design for Diversity, which couldpotE!Utially

impact the entire UW-System. Stressing the importance of mentorship

would reinforce the idea that recruiting minority students and staff is
.......•...-.. ..~...._...."'"

not enough. The system must provide support and actively contribute to

the development of minority students and staff. Mentors

both of these functions.

Finally, the study may result in further research on the role of

mentoring in student affairs, particularly on the effect it has on

minority career progression. The literature that could result from

further researc~ may sensitize professionals to the importance of

~.



~,

Although research has been conducted on mentoring within higher

education, very few studies have focused on mentoring within the student.

services profession (Kelly, 1984; Schmidt & Wolfe, 1980). None of the

studies on mentoring within student services have specifically

addressed the problems and needs of minorities.



in order to progress in their careers, but having a mentor speeds the

progression. They contend, "While talented women can and obviously do

progress in organizations without the help of a mentor, a positive,

supportive and more experienced guide can expedite the process in a

variety of ways. A bright student may not need additional help to

excel, but specialized tutoring can often get her where she wants to go

faster" (p. 44).

mentorsGeorge and Kummerow (1981) believe that women

Of the published articles on the topic of mentoring;themajority

consist of testimonials or opinions concerning the benefits 'of being

mentored. This is especially true of the literatureonmerttor,irtg in

corporations. Although the literature is strong1y~bi'lS'('-d=i;n-:::f'a:vo=of=:c­

mentorship, there exists a lack of empirical data to support the

majority of the claims (Merriam, 1983). The literature on mentoring,­

largely ignores successful but unmentored men and women

In order to present the importance of mentorship in relation to

minority career progression, the following two areas will be

discussed: Benefits of mentorship and accessibility of mentorship to

minorities.

Benefits of Mentorship

Despite the lack of empirical data, mentorship is viewed as

beneficial in business and academia. Although the degree__t_o__w_h~i~c_h ~~~~~

mentorship is considered influential in career progression varies

between studies, no study was found to refute the benefits of being

mentored.

~,



Business. The literature on mentoring in businessappeilrstobe

based on personal observation and opinions of the authors rather .. than on

empirical data. The literature suggests a variety of benefits to be

gained from having a mentor. In their article on mentoring=for_

professional women, George and Kummerow (1981) cite what they consider

to be some of the functions a mentor may perform: to helpreveal.and

clarify the formal and informal networks in an organization;· to:lwlp;a

young professional build confidence by identifying attributes she. may

have overlooked; to act as an insightful sounding board in the process

of self-discovery and goal setting; and to acquaint the protege with

people in positions of power and influence.

Management consultant Lynn Cullum, in an interview with Business

Week ("Women Finally Get," 1978), asserts that mentorship involves the

functions of both coach and godfather. The coach can be an intellectual

mentor who helps the protege set the standard of professional

performance, meet it, and set the next standard, or the coach can be a

cultural mentor who familiarizes the protege with the environment. -The-

godfather watches out for the interests of the protege, assisting with

advancements and rewards.

Bolton (1980) contends that perhaps equally as important as the

knowledge gained by the protege is the impressions that are created

within others. Bolton says, "The unspoken message is that 'this person

is O.K. because I have taken him or her under my wing. They are worthy

of my attention and are therefore worthy of yours'" .(p. 199).

Bolton's opinion is reflected by other authors. Halcomb (1980)

stresses the need for women to have a top man at her side saying, in
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effect, "She's okay. She can do it. She belongs." Halcomb contends

that "For a woman this male endorsement is absolutely essentiaL in the

corporate world" (p. 15).

Shelton (cited in Merriam, 1983), "evaluatedaformallllent"l:lIl&-__.. _

program for protected class (women and minority) managersof.alarge

midwestern public utility. The experimental group of 40 menteeshad

been in the program for one year. A control group was matched\.s'ibIElct:

by subject on seven demographic variables. There were no significant

differences between groups with respect to salary change or number of

job rotations. A significant difference was found between the mentored

and nonmentored groups on a promotability rating, with the mentored

group showing an increase in promotability" (p. 166).

Donald S. Perkins, chairman and chief executive officer of the

Jewel Companies, stated in an interview with Harvard Business Review

that "I don't know that anyone has ever succeeded in any business

without having some unselfish sponsorship or mentorship, whatever it

might have been called. Everyone who succeeds has had/-a mentor or

mentors. We've all been helped" ("Everyone Who," 1978, p.lOO)

Academia. In a report on academic mentoring for women students and

faculty, Hall and Sandler (1983) state the following benefits the

protege has to gain from a mentoring relationship: individual

recognition and encouragement; honest criticism and informal feedback;

advice on how to balance professional responsibilities and set

priorities; knowledge of the informal rules for advancement, as well as

political and substantive pitfalls to be avoided; information on how to

behave in a variety of professional settings; appropriate ways of making



contact with authorities in a discipline; skills fore showcasing one's

There is little literature acknowledging the lack of minorities who

own work; an understanding of how to build a circleof'ft:ie!lds"!ld~

longterm career planning.

Although many of the studies on mentoring in business and academia

The benefits of mentoring to the protege have beenreviewe<l,by

contacts both within and outside one's institution; and ,,;perspective on

assists the protege by providing guidance and sharing KnOWLeage

Carter (1982) concludes that for professional advancement~in~ ~~~~

most important function of the mentor is to assist in career

pulling the protege into the inner circle, and asserts that possibly the
---~-._-----."

protege" (p. 48). Moore (1982) stresses the importance of the mentor in

other authors. DeCoster and Brown (1982) suggest that the~mentor

translator of the political arena and gives the protege an awareness<,of

the mentor is to "act as a sponsor or 'door opener' using connections

Schmidt and Wolfe (1980) suggest that the mentor may be considered. a ~~~~

the system's standards and norms. They state that a major

academia, especially for women and minorities, a mentor relationship is

advancement.

with others in the field to promote the professional development of the

are not empirically based, there is strong agreement from both fields

that mentorship can contribute significantly to career advancement.

not merely desirable, it is absolutely necessary"

Accessibility of Mentorship to Minorities

Collins, 1982; Hall & Sandler, 1983), whereas there is extensive

have "made it" and are available to act as mentors (Carter, 1982;
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documentation of the special problems of women in. finding suitable

mentors (Campbell, 1982; Carter, 1982; Collins ,1982;<Hall.&. Sandler,

1983; Moore &. Salimbene, 1981; Moore, 1982; Schmidt.&.Wol,fe, 1980).

Researchers agree that many of the minorities and ..womencwho~haV:<Lr-".achE,-d

top positions and could act as mentors have become too involvediin,or

overwhelmed by, the struggle for survival and maintaining success to be

a mentor to aspiring women and minority professionals (Carte..r,·lQ82;

Hall &. Sandler, 1983).

Despite the increasing number of advocates of mentoring as a means

of upward mobility for women and minority professionals

Campbell, 1982; Moore, 1982), some researchers argue that the cross race

and/or cross gender nature of most of these relationships is Tifikedto

unexpected negative outcomes. Levinson, Darrow, Klein~c&;,Levinson

(1978) allege that a mentor-protege relationship between two!whitemales

does not necessarily function the same as a relationship in which the

protege is a woman or a minority. They contend that sucha'X'elatiOnship

carries negative social baggage which can become an insurmouritable

barrier for both parties.

One potential concern of either or both partiesifia~ross.gender

mentoring relationship is the sexual or romantic interest'colleagues

might infer. Hall and Sandler (1983) allege that manysel1:!:():t"lRenmay

hesitate to mentor women for fear of rumors of sexual involvement.

George and Kummerow (1981) state that mentoring between opposite sexes

can create tension with spouses. Schmidt and Wolfe (1980) suggest that

should a mentoring relationship contain a romantic interest, it may

provoke gossip that would be damaging to both the mentor and the



advancement of women and minorities. She further states

12

Business. Phillips, as cited in McNeer (1983) and in Merriam

A concern of some women and minorities is being the to:ken woman or

minority, or being viewed as such (Moore,

by minority and female proteges as a reason why they

protege. They further contend that the protege must. consider .the impact

of a break in the romantic involvement on the professional. spons.or.ship.

Carter (1982) contends that the

"the additional performance demands of being 'the only'

that because they were recognized and selected, they are an excepti,<m

Levinson et al (1978) suggests that while cross-gender mentoring

institutional barriers to the professional deve10pmentandcare~r

protege) less than she is: to regard her as attractive but not gifted,

tendency, frequently operating in both of them, to make her (the female

other women, thereby encouraging them to participate in keeping

function as mentors themselves, at least in the short run"

can be of great value, its actual value is often limited by "the

Kanter (1977) and Moore suggest that women with "token"

women out of the group.

as a gifted woman whose sexual attractiveness interferes,withworkiatld

friendship, as an intelligent but impersonal pseudo "male r'Or+aS ,!'Cr··

present white male dominated society has given women and minorities the

charming little girl who cannot be taken seri()us1y~ {po

rank of second class citizens.

executives in business and industry. In addition to a survey, 50 of the

(1983), studied the career development of 331 women managers and
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the "Whos's News" column of the Wall Street Journal in

Of the 1,250 executives (less than 1% women) who

the 69% who didn't respond to the survey. The studyclalmsthatforthe

to their success, one must wonder about the incidenceofmentoringarnong

population have had mentors and that mentoring mayhaveeyell'·a.J:J:ribl1t:eci

tempting to infer from this study that the majority oLexecutlves in the

reported having had two or more mentors (Roche, 1979). Alt.:li~ii~IiZ~1Ei~Z-'·

more mentors who assisted in their professionaL advaticeliietit. Int.erviews

well as professionally. Secondary mentors were seen· as imdr."

factor in the women's success" (p. 123).

indicated that mentors could be primary or secondary,Prilllarymentors

that while mentors played a significant part in the

A study of 3,976 male and 28 female executives who

went out of their way to help, and cared ab()utth,,-p"i'otege·cct>ersonalTyC"as

of most of the women in her study, they were "by no

women reporting to have had mentors, 7 in 10 of the women' smentors were·

survey, nearly two-thirds reported having had a mentor

business. This raises the question: do women prefer males as mentors,

all named one or more secondary mentors. Phillips

conducted by international consulting firm.Heidrick and St't'),lggl,esiln"i _._--1

women were interviewed. On the survey, 61% reported having had one or

"businesslike" and assisted the protege as a part of thei't'9WJ;l."g),lt~es;

male. The study further reported that only 1 in 50 of the men had a

female mentor, and virtually none of the fema1"'ment:9't's.Were in

Three-fourths of the women interviewed identified primary.ment()rs;,;.aIld:

or would they more often choose female mentors if they were available?

~.



Hall and Sandler (1983) and Moore (1982) assert thatAcademia.

Barrax (1985) conducted in-depth interviews with 15 female and 15

Simeone (1987) agrees that mentoring relationships

14

Since there are limited minorities in the position to act as mentors, a

similar question can be posed: do minorities prefer white males as

mentors, or would they choose other racial/ethnic minorities if they

important exchanges and decisions occur behind the scenes--overa

of administrators at an institution generally extends past similarity of

were available?

is a woman. She asserts "In academe, as in most workplaces, <many of the

most like themselves and often overlook those who are different. Moore

members of professional peer systems tend to choose proteges .•:that.:,are

attitudes and behaviors to similarity of sex, ethnic

males vary substantially from relationships in which one

religion.

drink, on the tennis court, or during dinner at a convention. If women

which the protege is a minority.

are always absent from such settings, or if theirpresence'a:lt:et'''''t:he

support and collaboration accessible to their male count:et'PAt't"". This

nature of the interaction, then they are effectively exc11.l4e4 from the

argument would seem to apply equally well to mentoring.re1ationships in

(1982) agrees, arguing that the homogeneity shared by

and differences in the career profiles of men and women who have

male administrators in 3 universities in order to uncover similarities

75% of the women and men had mentors or role models in both their

achieved similar administrative positions. Barrax found that more than



Researchers agree that the system is white male dominated and that

exceptions to the view that women and minorities do

opportunities as white males to experience mentoring

factors in their career development.

The review of the related literature reveals that mentorship is

women while ignoring that minorities face

which barriers to mentoring opportunities are

In the literature on the topic of mentoring, ~there--are-few_ __ _ ---

Summary

decision-making positions and therefore are not in positions to function

One of the few articles that discusses mentorship

educational and their professional experiences. In: the Barrax study ,

women in the sample, no less than men, regard mentors"':'as::::imnorEint

minorities involved in such relationships contends that mentorship for

as mentors (Campbell, 1982).

varies substantially, and it appears that much of the.variationc;>nbe

viewed as beneficial to career progression. The_rate of mentorship~-~-7-~~---~---

blacks has been limited since few blacks have attained powerful

for why the literature reveals a greater incidence of mentoringwhen ..•.

Having an interviewer present to clarify the term "mentor" may account

attributed to the scope of each study's definition of the term "mentor".

questionnaire.

male. Mary Rowe, Special Assistant to the President at Massachusetts

(Barrax, 1985; Kelly, 1984). A pattern exists in

subjects were interviewed in depth, rather than surveyed by

women and minorities do not have the same opportunities as the white

L

I
I
!
i
I
I
I
!
I
i
I
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Institute of Technology, claims that women need mentors not only of

their own race and sex, but of the race and sex thatcornrnandllth"

environment in which they are trying to become competent (Hall &

Sandler, 1983).

The literature lacks research on minorities' barriers to

mentorship opportunities, while similar research pertaining to

women is abundant. Although substantial research has been conduct¢d--on

mentoring in the corporate world and among college and university

faculty, there is an absence of knowledge concerning mentoring in

student services.

Assumptions

The folloWing assumptions were made for this study:

1. The surveys included in the data analysis were completed by

minorities in the UW System holding category 1 or category 3 positions.

2. -The subjects responded honestly to the questions on the

research instrument.

3. The respondents read the definition of the term "mentor"onthe _

survey instrument and responded to the appropriate questions in the

context of this definition.

4. Respondents were categorized as perceiving mentorship as

influential in their career progression if they marked "having a mentor

who assisted in my professional development" as one of the top three

factors in their career progression in section L of the survey

instrument. All other respondents were categorized as not perceiving

mentorship as influential in their career progression.



5. The research instrument accurately measured respondents'

perception that mentorship was or was not influential in their career

progression.

Research Questions and Hypotheses

The following two research questions were asked:

1. How is the influence of mentorship on career progressiori

perceived by minority men holding category 1 or category 3positioris?

2. How is the influence of mentorship on career nro~ressi

perceived by minority women holding category 1 or category 3 positioIlS?

The following two hypotheses were tested:

1. There is no statistically significant difference in the

perceptions of mentorship influence on career progression between

minorities in category 1 and category 3 positions.

2. The perceptions of mentorship influence-on-caraer progression

by minorities in category 1 and category 3 positions<l,o Ilotdiffer

significantly by age.

Definition of Terms

For the purpose of this study, the followiIlg terms are defined:

Executive/Administrative/Managerial: Allpersoris whose

assignments require primary (and major) responsibility for management of

the institution, or a customarily recognized department or subdivisiori

thereof. All officers holding such titles as Rresident, Vice President;

Dean, Director, or the equivplent, as well as officers subordinate to

any of these administrators with such titles as Associate Dean,

Assistant Dean, Executive Officer of academic departments (department

heads, or the equivalent) if their principal activity is administrative



A

Professional Non-Faculty: Persons

purpose of performing academic support, student service

institutional support activities and whose assignments

either college graduation or experience of such kind and

provide a comparable background. Titles may include

accountants, personnel, counselors, systems analysts,

Category 1: Term used to refer to the Executive/

Administrative/Managerial job classification (EEOC).

and pharmacists (EEOC) (see Appendix B for list of

Category 3: Term used to refer to the Professional

classification (EEOC).

Minority: For the purpose of this study, the term refers to the

following racial/ethnic groups: American Indian or Alaskan

native, Hispanic, Black, and Asian or Pacific Islander.

(Equal Employment Opportunity Commission [

for list of titles).

American Indian or Alaskan Native: A person having origins in any

of the original peoples of North America, and who maintains cultural

identification through tribal affiliation or community recognition

(EEOC).



Asian or Pacific Islander: A person having origins in any of the

original peoples of the Far East, Southeast Asia, the Indian

Subcontinent, or the Pacific Islands. The area includes, for example,

China, Japan, Korea, the Philippine Islands, and. Samoa ~(EEOC};~~--~~-~-~---~-~

Black: A person having origins in any of the Black racialgtoups

of Africa (EEOC).

Hispanic: A person of Mexican, Puerto Rican, Cuban, Centra19~

South American or other Spanish culture or origin, regardless of race

(EEOC).

Mentor: A trusted and experienced supervisor or advisor who has

personal and direct interest in the developmen~_an~~oXeducation of a

younger or less experienced individual, usually in professional

education or professional occupations.

Perception: Awareness of external objects, conditions,

relationships, etc., as a result of sensory stimulations; a continuous

process of integration of present and past sensory impressions; more

broadly, awareness of whatever sort, however brought about (Good, 1973,

p. 418).

Career progression: Movement from lower level jobs to

increasingly higher level jobs that involve greater responsibility.



Career Advancement: Alternate term for career progression.

Student Services: Area whose mission is to supportL¢9~p~¢~~~~,

and supplement academic programs and enhance the total gr<>wth<>f

students by contributing to their cultural, social, intellectual,

physical, and emotional development. Encompasses the following five

areas: 1) administrative services; 2) financial aid; 3)

services; 4) student life; and 5) student development (Thompson &

1984) .

Design for Diversity: A UW System plan for improving recruitment

and retention of minority students, faculty, and staff, and for

improving the minority environment of each UW System campus.

University of Wisconsin System: The administrative body of

state of Wisconsin public institutions of higher education.



classified as executive/administrative/managerial (category

CHAPTER II

Number and Percentage of

Table 1

Method

Sample and Setting

Respondents by Category and Gender

The population of this study consisted of minority

in category 3. Table 1 identifies the breakdown of the

professional non-faculty (category 3). Appendix A lists

gender within each category.

titles included in category 1 and Appendix B lists the

who were employed during the fall semester of 1988 at one

Category 1 Category 3 Total

Gender No. % No. % No. %

Male 29 14 61 30 90 44

Female 19 9 77 37 96 46

Total 48 23 138 67 186 90*

*NOTE: 21 respondents (10%) did not indicate their gender,
position/title, or both.
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four-year coeducational institutions in the UW System



The UW-System is one of the largest public higher education systems

in the United States. The System is comprised of 13\ltli'l7e:dd.ties ,13

two-year centers, and statewide extension, which serve approximately

164,000 students (Theobald & Barish, 1988). The-systell1::extens:i:on~"2each

center and each university is headed by a chancellor, who reports to the

UW System President. The UW System is governed by a Board of Regents.

The two largest universities in the System are UW-Madisop,

Wisconsin's land-grant institution, and UW-Milwaukee,

state's metropolitan area. Both UW-Madison and UW-Milwaukee offer

undergraduate, graduate, postdoctoral, and advanced stugleS

The University of Wisconsin System began as two separate systems:

one system originated with the larger institutions at Madison and

Milwaukee and the other system consisted of 9 normal schools authorized

to offer baccalaureate degree programs. With the addition of varied

liberal-arts programs, the normal schools became state teachers colleges

and eventually state universities. The University of Wisconsin System

was created in 1971 by a state law that merged the state's tWO public

university systems under one Board of Regents. Today, the broad system

mission is to teach, do research, provide extended education beyond the

boundaries of the campuses and engage in pUblic service (Theobald &

Barish, 1988).

The UW-System staff consists primarily of whites, with minorities

comprising 5.3% of the total number of employees. Oftheminority

employees in the UW-System, the 1987-1988 breakdown by race reported

37.8% were black, 37.1% were Asian, 17.8% were Hispanic, and 7.2% were

American Indian (EEOC, 1978).



23

The percentage of respondents from each racial/ethnic group

included in this study was 12% American Indian or·NativeAlaskan, 23%

Hispanic, 29% Black, 32% Asian or Pacific Islander, 1% other, and 3% did

not identify their racial/ethnic background. Table2identiHes'=.!"hji!=-c"

breakdown of category and gender within the 4 racial groups.

Table 2

Number of Respondents in Each Racial Group

by Gender and Category

Category 1 Category 3 Total

Ethnic Group male female male female

American Indian and 4 2 3 15 24
Alaskan Native

...._~-,-"------"-

Hispanic 9 4 17 12 42

Black 9 10 14 20 53

Asian and 5 2 26 28 61
Pacific Islander

Total 27 18 60 75 180

Note. The table includes only the respondents who
on the survey identified their race, gender, and
position title.

Respondents were asked to indicate their age by marking the age

group to which they belong. Table 3 shows the breakdown of the

respondents by age group.



Number and Percentage of Respondents

Stevens Point, UW-Stout, UW-Superior, and UW-Whitewater. Appendix C

Total

institution.

Female

Gender

-~-----~-----_····._.-",,_Y&_.-;;...

Male

4 3 7
1. 9% 1.5% 3.4%

32 27 59
15.5% 13.1% 28.6%

44 49 93
21.4% 23.8% 45.2%

19 18 37
9.2% 8.7% 18.0%

----~_._..~----~ .._"~-"

5 5 10
2.4% 2.4% 4.8%

104 102 206

Respondents from the following universities were included in the

Note. One respondent did not identify his or her sex or
age.

Table 3

by Age Group

contains a breakdown of the total return rate

Milwaukee, UW-Oshkosh, UW-Parkside, UW-Platteville, UW-River Falls, UW-

study: UW-Eau Claire, UW-Green Bay, UW-La Crosse, UW-Madison,UW-

Total

26-35
Number
Percentage

36-45
Number
Percentage

56>
Number
Percentage

Age Group

<26
Number
Percentage

46-55
Number
Percentage
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dependent variable (Gay, 1987). Since this was a "one-shot study" and

there was only one test, the relevance of events that may have occurred

Research Design

of the experimental treatment but which affect performance on the



between testings that would have been of concern in other research

designs does not exist. However, of concern are the events that may

have occurred due to a random or non-random section of the.population

before the testing that could affect the resultsofthe~study~c(£ampbilEc--

& Stanley, 1963). For example, if one or more of the institutions used

in this study had implemented a mentoring program for staff,significant

differences in perceptions of the influence of mentorship by institution

may have resulted. The findings of the study could be altered

substantially if such an occurrence took place at UW-Madison or

UW-Milwaukee, the institutions comprising the majority of this study's

population.

Another factor pertaining to validity is maturation. Maturation

refers to physical or mental changes that may occur within the subjects

over a period of time (Gay, 1987). These changes may affect the
--"-----------_=�

subj ects' performance on the measure of the dependent variable.

Maturation between testing could not occur in this one shot study,

although it is possible that some individuals read the survey but did-

not write responses and return the instrument to the researcher until

later. Respondents who did not fill out the survey.immediately.after

reading it may have become more aware of the effects of the variables of

the study in their lives.

Differential selection of subjects usually occurs when already

formed groups are used and refers to the fact that the groups may be

different before the study even begins (Gay, 1987). Gay suggests

avoiding already formed groups, and if they are used a pretest is

recommended to check for initial equivalence. In this study the groups



were formed on the basis of race and employmentcategory,artdnopretest

was administered.

Mortality refers to the fact that subjects who drop out ofa group

before the completion of the study may share acnarac'ce'rIs't!c such"thaC'

their absence has a significant effect on the results of the study (Gay,

1987) . Since no pretest or posttest was given, there could be

mortality between tests. Mortality is relevant to this study in'that

subjects who chose to participate in the study may share a

characteristic and those who chose not to participate may share a common

characteristic. Mortality would have an adverse effect on this st\ldy

if, for example, those who chose not to participate had overall

significantly fewer mentors than those who chose to participate.

These possible threats to the validity of the study should be considered

when interpreting the findings.

Instrumentation

Data Collection Device

The instrument used in the study wasthee,~.~~~]:,~.~~'1)~1:<;E:R1Si;~~,~~~~.~c·,'::~~~' ••••,'.,.'.'•.••,•••'.~

Mentoring and Career Progression (MPMCP) which was developed<byche

researaher for this study (shown in Appendix.D). The' irtstrumentwas

adapted for this study from the Status of Women Form II (STOW-Form II)

which was developed by Taylor (1974) and adapted by Greer (1981) for use

in her dissertation research. The STOW-Form II was designed to measure

the status and perceptions of black women administrators in higher

education.

The MPMCP is a 3 page, 24 item self-report questionnaire. Of the

24 items, 19 involved marking the blank next to the appropriate





The validity of the survey instrument has not been established.

The instrument has face validity in that it appears to measu:rewhat it

claims to measure. This can improve response rate. The survey

instrument does have consensus validity. The 4 members-"of"c1:he===ccc-­

committee for this study critiqued the instrument for apparent validity

and their suggestions were incorporated in order to increase the degree

of validity. Of the 4 committee members, 2 were females and 2

males, 2 were minorities and 2 were non-minorities.

Procedure

A report entitled Minorities in the University of Wisconsin System

Workforce 1987 was obtained from the Affirmative Action Office at UW-La

Crosse. It was used to approximate the number of minorities in category

1 and category 3 positions at each of the trw System institutions.

The Affirmative Action Officer (AAO) at UW-La Crosse sent a letter

to theAAOs at the other 12 UW System institutions notifying them of the

study and asking for their cooperation. It was stated in the letter

that the researcher would be contacting them by telephone in"a weekc·to

ask for their assistance in distributing the survey to the designated

population (see Appendix E for letter).

The researcher followed up the letter by contacting the AAOsby

telephone and asking them to confirm the number of minoritiesatthei:t'_

institution holding category 1 or category 3 positions. Sincethe

Affirmative Action Offices cannot release the names of individuals who

fit the criteria of the study, each AAO was asked to assist

distributing surveys to all minorities at their institution in category

1 and category 3 positions. They were informed that if they agreed to
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participate, they would be sent a packet containing one sealed envelope

for each individual at their institution whom they had identified as. a

member of a racial minority group holding a category 1 or category 3

position. Each sealed envelope would contain a coverleJ:.tel:C,~a..~.s.~ay__

instrument, and a self-addressed stamped envelope. The cover letter

gave a brief description of the study, assured anonymity, and asked that

they complete the survey and return it in the enclosed envelopewi1:l1ili

one week (see Appendix E for cover letter).

The AAOs were asked to assist by labeling the envelopes with the

names and addresses of the individuals at their institution who fit the

description of the population to be studied and to send them through

campus mail. All 13 AAOs agreed to send the surveys to the designated

population.

On November 20 and 21 the packets of surveys were sent to the AAOs.
~~..__.._- . __ .•.__..-._~--_ .._-----

Since the dates of Thanksgiving Break included November 24 through

November 27, the packets would have arrived at each AAO's office just

before the Thanksgiving break or after it had begun. Included ·in each--

packet of surveys was a letter to the AAO, describing in detail.the

population to be studied and asking that they label and seIld the

envelopes containing the surveys within a week after they had returned

to work following the holiday break (see Appendix

Initially 403 surveys were <sent to the AAOs. UW-LaCrosse

re,quested one additional survey and UW-Madison requested an additional

42 surveys. The requested additional surveys were sent to the 2

institutions within one day of receiving the requests. Due to yearly

employee turnover not all surveys were used. UW-Milwaukee returned 11



surveys and UW-Oshkosh returned 5 surveys. The remaining institutions

were contacted by telephone to confirm that all suryeys were sent out.

No follow-up mailing was conducted due to the factJ:hat~<l.eIltifying

the population and labeling the envelopes was ll. time"consj.jjjfingcc'Easl{-.-c-=--­

especially in the larger institutions, and it was not feasiple_forthe

AAOs to repeat the process.

Although respondents were asked in the cover letter to fill out and

return the surveys within one week, surveys were received betweenihe

dates of November 30, 1988 and January 12, 1989. No surveys were

discarded due to not meeting the designated time frame. Although

surveys were not labeled with the date they were received by the

researcher, a daily record was kept as to what institutions the

responses same from. The survey data was not entered into the computer

on a daily basis as it was received by there,,-e--":J:".':l1el:!__l:>ut rather after

all surveys returned to the researcher had been received.

Data Analysis

A total of 218 surveys were returned. Of the 218 returned, 70£

the surveys were not filled out, with notes attached stating that they

were not members of the targeted population. Of the 7 who di<i not fill

out the surveys,S indicated that they were not minorities and the

remaining 2 wrote that they did not fit the criteria of the study-; ---Of----­

the surveys returned that were filled out, 4 were unusable. Onewas

classified as category 1 or category 3, and 3 were not members of a

minority group. Of the 430 surveys distributed by the 13 MQ.s, a total

of 207 usable surveys were returned resulting in a 48.1% return rate.



Delimitations

The population of this study was limited to minority men and women

in the 13 universities in the UW System holding executive/

administrative/managerial (category 1) and professional non-faculty

females who perceive mentorship as influential in their career

advancement. Post hoc analyses using chi-square were conducted to

determine if there was a statistically significant difference in

responses to section L of the survey instrument by gender and

employment category.

males anddifference in the number of male and

The data were tabulated by the researcher using thelnicr(>computer

program, PC Statistician. To answer the research questions,frequency

distributions of males and females were calculated to determine the

number of respondents that perceive mentorship as iriflueritiaT:Cin::C€lielr=~~

career progression, followed by a chi-square analysis to determine if

there is a statistically significant difference in this perception by

gender.

Chi-square analyses were performed to test the hypotheses. These

analyses were conducted to determine if there is a significant

difference in perception of the influence of mentorship on career

advancement between category 1 and category 3 respondents and by age.

Four post hoc analyses were conducted. A chi-square analysis was

used to determine if there is a significant difference in the number of

male and female mentors had by males and:fem"les_who did not perceive

mentorship as influential in their career advancement. Similarly, a

chi-square analysis was used to determine if there was a significant



(category 3) positions who could be identified by the AAO of each

institution. Minorities who are not easily recognized as minorities and

who chose not to report their minority status to their institution's

affirmative action office would not have received thesufVey.··.s"i;tfc~e==­

instructional staff is classified as category 2, they were not included

in the study unless a percentage of their appointment wasclass}fied as

category 1 or category 3. Consequently, the results can only be'

generalized to minorities in these two specific categories at the 13

four-year institutions in the UW System.



CHAPTER III

Results and Discussion

This chapter contains the results of the statistical analyses of the

research data and discussion of the findings. When interpreting the

data, two important points must be considered: 1) Respondents were

considered to perceive mentorship as influential in their career

progression if on the survey instrument under section L they marked

"having a mentor who assisted in my professional development" as one of

the three factors that were most helpful in the advancement of their

career. Those respondents who did not mark this answer were categorized

as not perceiving mentorship as influential. 2) For both research

questions and hypotheses, respondents whodi<L.noL_identrrY-themaelv"'e"'s"- .

according to the independent variable being tested (gender, employme~t

category, and age group) were not included in the analysis.

Results

Research Questions

Two major research questions were posed. They were: how is the

influence of mentorship on career progression perceived by minority men

holding category 1 or category 3 positions? And, how is the influence

of mentorship on career progression perceived by minority women holding

category 1 and category 3 positions? The frequencies and percentages of

perception of the influence of mentorship on career progression are

reported for men and women in Table 4 and Table 5, respectively.

Respondents who did not rate mentorship as one of the three most

34



Table 4

Mentorship Influence

Frequency and Percentage of Males'

of the Influence of Mentorship on their Career

98

100%

Total

15

15.3%

YesNo

83

84.7%

Mentorship Influence

No Yes Total

-_...-

Frequency 73 31 104

Percentage 70.2% 29.8%

Frequency

Percentage

Table 5

Frequency and Percentage of Females' Perceptions

of the Influence of Mentorship on their Career Progression

influential factors in their career progression areGat~gQri~~4in the

tables under the heading "no". and respondents who ratedmentorship as

one of the three most influential factors in their career progression

are categorized in the tables under the heading "yes~"~:-T;;bit.6C:-~<:onta

the observed and expected frequencies of men and women

perceptions of the influence of mentorship upon their

progression.



Table 6

shown in Table 7.

of the Influence of Mentorship by Gender

104

98

Total

15
22.32

2.40

31
23.68

2.26

Yes

Mentorship Influence

Hypothesis 1. Hypothesis 1 predicted that there would be no

Chi Square Analysis of Respondents' Perceptions

--;:------;:--"- ---'""~-

Utilizing chi-square to compare the observed and expected frequencies

influence on career progression betweerimiri6fities holding category 1

and category 3 positions. The results of the statistical analysis are

perceive mentorship influence than do females;

statistically significant difference in the perceptions of mentorship

gender, a"statistically significant difference was found at the .01,

Tests of Hypotheses

of perception of the influence of mentorship on career progression by

No
Gender

Male
Observed 73
Expected 80.32
Contribution to 0.67

Female
Observed 83
Expected 75.68
Contribution to 0.71

chi-square - 6.03 p - .0137

level. -This result indicates that a greater proportion of males ----"



TotalYesNo

35 12 47
36.47 10.53
0.03 0.09

107 29
105.53 30.47

0.01 0.03

142 41

Mentorship Influence

.,

square -

Total

Observed
Expected
Contribution to

Observed
Expected
Contribution to

3

Chi Square Analysis of Mentorship Influence

Table 7

by Employment Category

1

Hypothesis 2. Hypothesis 2 predicted that. the perceptions of

The differences between the observed frequencles

Employment Category

shown in Table 8.

category 1 and category 3 positions would not differ significantly by

age of the respondent. The results rifthe~statisticalanalyses are

mentorship influence on career progression by minorities holding

.05 level. Therefore, hypothesis 1 is accepted:~

chi-square of 0.15 with 1 degree of freedom

frequencies are not significant in any of



Correction, a
an alpha level

p - .
When applying Yates'
0.057 is obtained at

The Yates' Correction technique was applied to correct for the lack

Table 8

Three of the four cells show little

Chi Square Analysis Mentorship Influence

38

-square
Note.

Mentorship

Age Group No Yes Total

~.,._,~," ',"°'0""-'-''''--''''

<26
Observed 6 1
Expected 5.25 1. 75
Contribution to 0.11 0.32

46-55
Observed 27 10
Expected 27.75 9.25
Contribution to 0.02 0.06

Total 33 11

difference at the .05 level.

this corrective technique, there is no statistically significant

with 1 degree of freedom were obtained. Even with the application of

of continuity due to the small sample size. Utilizing Yates'

Correction, a chi-square of 0.057 an alpha level of approximately 0.82

result. The obtained chi-square of 0.51 with 1 degree of freedom is not

statistically significant at the .05

aged less than 26 years contributes most to the obtained ~chi square

and expected frequencies. The cell for



By comparing the age group «26) that least reported mentorship to

be influential in their career progression to the age group {46-'55) that

most often reported it as influential, no statistical significance was

found at the .05 level. Given that no

the groups with the highest and lowest frequencies, it

that no significant differences in perception of mentorship i~Lfl.uE,n(:e

exist among the five age groups. Therefore, hypothesis

Post Hoc Analysis. The researcher questioned

statistically significant difference found between males

concerning the importance of mentorship could be

attributed to the gender of their mentors.

were conducted to determine if a statistically

existed in the number of male and female

respondents. The frequency

29.8% of the males and 15.3% of the females

the 3 factors that has most influenced the

The first post hoc analysis was conducted

statistically significant difference existed in of mentOrs

by gender reported by male and female respondents who did ,not rate

mentorship as influential in their career progression (see Table 9).



Table 9

Chi Square Analysis of Perceived Lack of Mentorshiplnfluence

by Gender of Mentors and Respondents

Gender of Respondents

Gender of Mentors Male Female

No. ! No. !

Male 64 71.1 65 58.6

Female 26 28.9 46 41.4

chi-square - 3.406 p - .0619

The chi-square technique was used to assess the significance of

differences in the number of mentors by gender reported by males and

females who did not rate mentorship as infLueIlt~al-iIL-tb~ir__~aJee~r ~

progression. The obtained chi-square of 3.406 with 1 degree of freedom

approached statistical significance at an alpha level of .05. The males

who did not rate mentorship as influential

(71.1%) than female mentors (28.9%), while females who did not rate

mentorship as infl1.1ential reported more equaLnumbers of male and female

mentors (58.6% and 41.4%, respectively). Although differences by gender

of the respondents are apparent in the percentages of male and female

mentors, the differences are not statistically significant.

A similar post hoc analysis was conducted to determine if there was

a statistically significant difference in the number of male and female

mentors by gender of the respondents who perceived mentorship as

influential in their career progression (see Table 10).



Table 10
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of male mentors (82.4%) than female mentors (17.6%).

were

Gender of Respondents

---
Gender of Mentors Male Female

No. ! No. !

Male 56 82.4 15 53.6

Female 12 17.6 13 46.4

chi-square - 8.530 P - .0039

The chi-square technique was used to determine if there was a

A post hoc analysis was conducted in which males and females were

The researcher further questioned whether there were statistically

Number and Percentage of Mentors by Gender ofR""pol1del1ts

Who Perceived Mentorship as Influential in Career Progression

degree of freedom was statistically significant at the .0fI"""EW11il"

their career progression. The obtained chi-square of 8.530 with 1

in which the respondent was asked to indicate the 3 factors

and category 3 in their responses to section L of th""lirveyil1strument

numbers of male and female mentors (53.6% and 46.4%, respectiveIY);~Deil

reported by males and females who rated mentorship as influential in

statistically significant difference in the number of mentors by gender

women who acknowledged mentorship as influential reportedIle"::I:'J,X:=!l~aJ,~

who acknowledged mentorship as influential reported ariilichhigh¢t~fi\llIlber

significant differences between males and females and betw"encategory 1

most helpfUl in the advancement of his or her career.

compared on each of the 14 items in section L to determine if there was



a significant difference. Using a chi-square with 1 degree of freedom,

the only factor statistically significant at the .05 level was the

statement "having a mentor who assisted in my professional

development", and this analysis was already performedinC"response to the

research questions.

A similar post hoc analysis was conducted to determine if there'wa,s

a statistically significant difference between category 1 a~d'category 3

on their responses in section L of the survey. The only item that was

statistically significant when testing at the .05 level was "being in

the right place at the right time" (see Table 11).

Table 11

The Perceived Influence of "Being in the Right Place at the Right Time"

on Career Progression by EmP!Q~e~~~~teg~o~r~y ___

Employment Category No Influence Influence Total

Category 1 22 25

Category 3 93 44 137

Total 115

chi-square - 6.632 p - .0100

Using the obtained chi-square of 6.632 with 1 degree of freedom, a

statistically significant difference was found at the .01 alpha level

for the statement "being in the right place at the right time", .with

53.2% of category 1 respondents rating this factor as influential in

their career progression as compared to 32.1% of category 3 respondents



selecting this factor as influential. When comparing the other items in

section L of the survey by employment category, no statistl.callY

significant differences were found at the .05 level.

Discussion

The purpose of this study was to determine if minoritiesintheUW

System holding category 1 and category 3 positions perceived:mentorship

as influential in their career progression and whether thepetceptions,

varied by employment category, gender, and age.

The results indicate that men report mentorship as having been

influential in their professional advancement statistically

significantly more often than women. There is no statistically

significant difference between category 1 and category 3 respondents in

perceptions of the influence of mentoring. Similarly, there is no

statistically significant difference in perJ:~ptionLJ2y:-<a'-!g"'e'-'o"f'- _

respondent.

In this study men reported significantly more mentors than women,

and men more often rate mentorship as

advancement. While these findings are consistent with much of the

literature, they are contrary to the findingsofaarrax(198s); Inher

in-depth interviews with 15 female and 15 male administrators in 3

universities, Barrax found that women, no less than men, regard mentors

as important factors in their career development. The reader must

consider that the data for this study was obtained through selfcreport

questionnaires and the Barrax study conducted interviews and used a

significantly smaller population. The review of the literature shows a

higher rate of mentorship is reported in studies in which the subjects



are interviewed as opposed to responding on a self-report instrument.

This may be the result of the subject having the opp<>rturtitytoclarify

misperceptions of mentorship. It is also possible that the interviewer

may unintentionally prompt the subject to give the Cleiiired'""ilswer.='""

George and Kummerow (1981) assert that although mentorship i$<not

vital to professional advancement, it can increase the rate of

advancement. Other authors agree, suggesting that of the many functions

a mentor performs, some of the most beneficial to the protege/are:

acting as an advocate for the protege, which often earns the acceptance

of the protege in the inner circle (Bolton, 1980; Halcomb, 1980);

providing guidance and sharing knowledge (DeCoster & Brown, 1982);

acting as a sponsor or "door opener" by using connections with others in

the field to promote the professional development of the protege

(Schmidt & Wolfe, 1980; Moore, 1982); andfun~tioning as a translator of

the political arena (Schmidt & Wolfe, 1980; Hall & Sandler, 1983);

While the results from this study indicate that women have fewer

mentors than men and that women less often

influential in their career advancement, the reasons for the differences

are not known. Are women less receptive tomentorirtg<thartmen; or are

there other important factors such as lack ofavailability"ofmentors of

different races and sexes? Do women in fact have more mentoring

relationships than they recognize, viewing them as friendships rather

than in a careering context? Do mentoring relationships between

individuals of the same race and gender function differently than

cross-race and cross-gender mentoring relationships? These questions

need to be explored in order to gain a better understanding of mentoring



and the factors that contribute to a positive and productiv">lIleIltoring

experience. These questions could be the basis for future research on

mentoring.

The results of the post hoc analyses indicate thiiFtli-ere];sa'==:'cc··

statistically significant difference in the number of male and female

mentors by gender of the respondents who perceive mentorship as

influential in their career progression. Male respondents reported

significantly more male mentors than female mentors, while female

respondents reported nearly equal numbers of male and femalemento.rs.•.

There was no statistical significance in the number of mentors by gender

by males and females who did not perceive mentorship as influential.

The factors that are responsible for the difference in the number of

male and female mentors by gender of the respondents based on perception

of the influence of mentorship on career progressi.on are not known.

Numerous authors have concluded that females have less accessibility to

suitable mentors than men (Campbell, 1982; Carter, 1982; Collins, 1982;

Hall & Sandler, 1983; Moore & Salimbene, 1981; Moore, 1982; SchlIlidt:&

Wolfe, 1980). Lack of accessibility could be a factor as to why women

who perceive mentorship as influential do not have more same-Sex

mentors. It is also possible that since there are generally more males

than females in high ranking positions in organizations, aspiring

professionals of both genders would look to males for mentoring since

they would hold more power.

The post hoc analysis comparing category land cat,;,g()Xy.3._.r ,;,,,,pon,,,-,,.s

of the factors perceived to be most influential on career progr,;,ssion

yielded a statistically significant difference on only one item.



Category 1 respondents chose the statement "being in the fight place at

the right time" as one of the three most important factorsbitheif

career progression significantly more often than did category 3

respondents. Since this is a fairly ambiguousstiitemeiit;ctheremaycj)ea.

range of interpretations by the respondents. It is conceivable"'that

more category 1 than category 3 respondents were promoted fromwith1:I1

their present institution and were therefore "in the right"place"a.tthe

time their future positions became available. It is also possible that

"being in the right place at the right time" could be the factor chosen

if the respondent learned of future positions while attending

professional conferences or meetings or through contacts made at these

events.

Limitations

The following limitations may affect the internal and external

validity and therefore should be considered when interpreting the data.

1. A self-report instrument was used to collect the data. A

disadvantage of the self-report method is

questions differently than the researcher had intended;

2. Although the term "mentor" was defined'inthe"surl/'ey ifistrument:,

respondents had to ultimately decide this for themselves. It was not

possible to measure mentorship on a standardized scale.

3. In some cases respondents may have had mentors without

recognizing that a mentoring relationship was occurring. An informal

mentoring relationship may be viewed by the mentee only as a friendship.

4. Respondents who did not identify themselves by the independent

variables in the research questions and hypotheses were not included in



the analyses that required the data. For example,resl'()riderits",h6 did

not give their title could not be listed as category 1 ()rcs:tiig()iy 3 and

were therefore left out of the analysis of hypothesis 1.

5. The return rate of the survey instrtlDl"~ri.tswas~li8C;:1%;~No·foIlow':~

up mailing was sent to obtain a higher return rate since theMOs

facilitated the original mailing and a second mailing was not feasible;

6. The 51.9% of the population that did not complete and return the

surveys may have changed the data dramatically had they responded.

Recommendations

1. It is recommended that colleges and universities educate ~their

faculty and staff on the benefits of mentoring and how to use a

mentoring relationship to increase their knowledge and advance their

career. Equally as important, colleges and universities should educate

their faculty and staff on the benefits one~gains from being a mentor.

2. ~ It is recommended that in addition to educating faculty and

staff about the benefits of mentoring, colleges and universities should

create awareness that mentoring relationships may function differencLv

depending on the races and genders of the mentor and protege.

3. It is recommended that the UW System explore the possible

benefits of mentoring, and consider recognizing mentoring others and

being mentored in the evaluation process.

4. It is recommended that a structured mentoring program be

available to university faculty, staff, and graduate students. and that

participants be given the opportunity, if possible and ifprefex:red,to

have a mentor or protege of the same gender and race.



5. It is recommended that the study be repeated utilizing the

interview method of collecting data as opposed to the self-report

instrument and compare the results.

6. It is recommended that a study be conducted~of~-,r:cp-opu"l:a:ti;onc=cof~~~c~~~~

student services employees who perceive mentorship as influent;ialdn

their career progression and focus on the factors in the mentoring oo

relationship that they perceive having the positive effect

advancement.

7. It is recommended that a study be conducted on a population of

males and females of diverse races (including caucasian) to obtain

information on the population's attitudes on mentoring and being

mentored by people of other races or the opposite sex. This study

should obtain information concerning whether women report fewer mentors

than men because they have less access to mentors or_if there are other

factors involved.



CHAPTER IV

SUMMARY

The purpose of this study was to determine whether minorities in

the UW System holding category 1 and category 3 positions perceived·

mentorship as influential in their career progression, and whether there

were significant differences in these perceptions by gender,

and age of the respondents.

Subjects consisted of 207 minority men and women holding~ategory

1 or category 3 positions at the 13 four-year coeducational institutions

in the UW System during the fall semester of 1988.

The survey instrument used in this study was the Minority

Perceptions of Mentoring and Career Progre§l>cion__~MCR). The MPMCP was

adapted· for this study from the Status of Women Form II (STOW-Form

which was developed by Taylor (1974) and adapted by Greer (1981).

A sealed envelope was sent to the

predetermined by their institution's MO to bearaciaFminority holding

a category 1 or category 3 position attheirJ,Ilstitution.:E:.."b.seaJM

envelope cont..ined a cover letter, a survey instrument, and a self­

addressed stamped envelope. The cover letter gave a brief description

of the study, assured anonymity, and asked that they complete the survey

and return it in the enclosed envelope within one week. The MOs

distributed the surveys through campus mail. Of the 430 surveys

distributed by the 13 MOs, 207 usable surveys were returned, resulting

in a 48.1% return rate.
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Although the data show that men report Illor.. mentoriIlg experiences

than women, have a disproportionate number o)lf~._lm~a~l~e~]~~~~~:~J~~~~:~~~~[~~=-:_=-:=JJ=:JJj

to female mentors, and consider these mentoring relationships

influential on their career advancement

differences are not known. Some possibilities may be: fewer mentors

available to women; women may not know how to make mentoring

relationships work to their 'advantage; fear of problems that could be

encountered in cross-gender mentoring relationships; and, women may be

less likely to recognize a mentoring relationship as more than a

friendship or work relationship.

The survey data was compiled by hand and computer analyzed using PC

Statistician. Frequency counts were performed and this data was used to

perform chi-square analyses.

Male respondents reported mentorship to be influential iiitlieii­

career progression more often than female respondents. No significant

difference was found in the perceived influence of mentorship on career

progression by category or by age. The post hoc analyses show that

there is no significant difference in the number of mentors by gender

reported by male and female respondents who did not rank mentorship as

influential. A significant difference was found when comparing males

and females who rated mentorship as influential. As a group, the female

respondents reported fairly equal percentages of male and female mentors

(S7.6% and 42.4%, respectively). The male respondents, however,

reported having many more male mentors (LS-,_ill than f~e",m".'a~l~e~m~e::cn~t=:o~r=-s~~~~~~~~~

(24.1%).
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Trust Officer
Assistant Trus.t Officer
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Associate Bursar (L)
Associate Bursar (M)
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Director, Child Care (M)
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Intramural Sports (L)
Intramural Sports (M)
Director, Intramural Sports (L)
Director, Intramural Sports (M)
Director, Intramural Sports (L)
Director, Intramural Sports (M)
Library (L)
Library (M)
Library (S)
Director, Library (L)
Director, Library (M)
Director, Library (S)
Director, Library (L)
Director, Library (M)
Director, Library (S)
Management Engineering & Regional Services
Director, Management Engineering & Regional Services
Director, Management Engineering &Regional Services
Materials Management & Distribution
Director, Materials Management & Distribution
Director, Materials Management &Distribution
Medical Records
Director, Medical Records
Director, Medical Records
Media Development (L)
Media Development (M)
Media Development (S)
Director, Media Development (L)
Director, Media Development (M)
Director, Media Development (S)
Director, Media Development (L)
Director, Media Development (M)
New Student Services (L)



Director, New Student Services (M)
Director, New Student Services (S)
Associate Director, New Student Services (L)
Associate Director, New Student Services (M)
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Assistant Director, New Student Services (M)
Director, Nursing
Associate Director, Nursing
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Associate Director, Physical Plant (L)
Associate Director, Physical Plant (M)
Associate Director, physical Plant (S)
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Director, Social Work
Associate Director, Social Work
Assistant Director, Social Work
Director, Student Services (L)
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Associate Director, Student Services (L)
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Director, Student Union (L)
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Associate Director, Student Union
,Assistant Director, Student Union (L)
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Assistant Director, Student Union
Director, Surgical Services
Associate Director, 'Surgical Services
Assistant Director, Surgical Services
Director, Technical & Information Services
Associate Director, Technical & Information Services
Assistant Director, Technical & Information Services
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Director, Telecommunications (M)
Associate Director, Telecommunications (L)
Associate Director, Telecommunications (M)
Assistant Director, Telecommunications (L)
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Director, Training & Education
Associate Director,Training & Education
Assistant Director,Training & Education
Director, Trust ,Fund
Associate Director, Trust Fund
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Director, University Housing (L)
Director, University Housing (M)
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Associate Director, University Housing (S)
Assistant Director, University Housing (L)
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Assistant Director, University Housing (S)
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Director, Veterinary Medicine Teaching Hospital
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Assistant Director, Veterinary Medicine Teaching Hospital
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Officer 1
Officer 2
Officer 3
Officer 4
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Associate Director, unspecified (10)
Assistant Director, unspecified (10)
Director, unspecified (11)

,Associate Director, unspecified (11)
Assistant Director, unspecified (11)
Administrative Officer
Assistant Dean
Associate Dean
Director, Athletics-Madison
Secretary of the Faculty
Secretary of the Academic Staff
State Geologist
Director, State Laboratory of Hygiene
Senior Academic Planner
Academic Planner
Associate Academic Planner
Senior Budget Planner (L)
Senior Budget Planner (M)
Senior Budget Planner (S)
Budget Planner (L)
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Senior Policy & Planning Analyst
Policy & Planning Analyst
Associate Policy & Planning Analyst
Senior·Special Assistant
Special Assistant
Senior System Legal Counsel
System Legal Counsel
Associate System Legal Counsel
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System Academic Planner
Associate System Academic Planner
Senior System Facilities Specialist
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Senior System Equal Opportunity Program Analyst
System Equal Opportunity Program Analyst
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Department Chairperson
Accountant 4 (Management)
Accountant 5 (Management)
Accountant 5 (Confidential)
Administrative Budget & Management
Administrative Budget &Management
Administrative Budget &Management
Administrative Budget & Management
Administrative Officer 1
Administrative Officer 1 (Confidential)
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Administrative Officer 1 (Supervisory)
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'Administrative Officer 2 (Confidential)
Administrative Officer 2 (Confidential/Supervisory)
Administrative Officer 2 (Supervisory)
Administrative Officer 3
Administrative Officer 4
Administrative Officer 5
Architect 5 (Management)
Architect 6 (Management)
Architect 6 (Supervisory)
Architect 7 (Management)
Architect 7 (Supervisory)
Architect 8 (Management)
Architect 8 (Supervisory)
Architect 9 (Management)
Assistant to Director-Athletics
Audit Supervisor 4 (Management)
Audit Supervisor 5 (Management)
Budget & Management Analyst 4
Budget & Management Analyst 4 (Management)
Budget &Management Analyst 5
Budget &Management Analyst 5 (Management)
Budget &Management Analyst 5 (Supervisory)
Budget & Management Analyst 6
Budget & Management Analyst 6 (Management)
Budget & Management Analyst 6 (Supervisory)
Chief,Contract Negotiations & Administration
Civil Engineer 3 (Supervisory)
Civil Engineer 5 (Management)
Civil Engineer 6 (Management)
Civil Engineer 7 (Management)
Civil Engineer 8 (Management)
Economist 3 (Management)
Economist 4 (Management)
Educational Services Assistant 3 (Management)
Educational Services Assistant 4 (Management)
Electrical Engineer 5 (Management)
Electrical Engineer 6 (Management)
Electrical Engineer 6 (Supervisory)
Electrical Engineer 7 (Management)
Electrical Engineer 7 (Supervisory)
Electrical Engineer 8 (Management)
Employee Relations Specialist 1
Employee Relations Specialist 1 (Management)
Employee Relations Specialist 1 (Supervisory)
Employee Relations Specialist 2
Employee Relations Specialist 2 (Management)
Employee Relations Specialist 2 (Supervisory)
Employee Relations Specialist 3
Employee Relations Specialist 3 (Management)



Employee Relations Specialist 3 (Supervisory)
Employee Relations Specialist 4 (Management)
Executive Personnel Officer 1
Executive Personnel Officer 2
Executive Personnel Officer 3
Executive Personnel Officer 4
Fiscal Administrative Officer 1
Fiscal Administrative Officer 2
Fiscal Administrative Officer 3
Fiscal Administrative Officer 4
Food Service Administrator 3
Food Service Administrator 4
Health Physicist Supervisor
Institution Business Administrator 1
Institution Business Administrator 2
Institution Business Administrator 3
Management Information Supervisor 6
Management Information Supervisor 7
Mechanical Engineer 6 (Management)
Mechanical Engineer 7 (Management)
Mechanical Engineer 8 (Management)
Mediator 1
Mediator 2
Mediator 3
Management Information Manager 1
Management Information Manager 2
Management Information Manager 3
Management Information Manager 4
Management Information Manager 5
Management Information Specialist 7
Management Information Supervisor 5 (Management)
Management Information Supervisor 6 (Management)
Nursing Supervisor 3
Nursing Supervisor 4
Payroll & Benefits Supervisor 4
Personnel Administrative Officer 1
Personnel Administrative Officer 1 (Superviso~y)

Personnel Administrative Officer 2
Personnel Administrative Officer 2 (Supervisory)
Personnel Administrative Officer 3
Personnel Administrative Officer 4
Personnel Manager 4
Personnel Manager 4 (Management)
Personnel Manager 4 (Supervisory)
Personnel Manager 5
Personnel Manager 5 (Management)
Personnel Manager 5 (Supervisory)
Planning & Analysis Administrator 1
Planning &Analysis Administrator 2
Planning & Analysis Administrator 3
Planning & Analysis Administrator 4
Planning Analyst 5 (Confidential/Supervisory)



Program & Planning Analyst 6
Program & Planning Analyst 6 (Confidential)
Program & Planning Analyst 6 (Confidential/Supervisory)
Program & Planning Analyst 6 (Management)
Program & Planning Analyst 6 (Supervisory)
Program & Planning Analyst 7 (Confidential)
Program & Planning Analyst 7 (Confidential/Sup"iiiisoryr---~----_· __·-
Program & Planning Analyst 7 (Supervisory)
Psychologist 5
Psychologist 6
Psychologist 6 (doctorate)
Real Estate Agent 4
Real Estate Agent 5
Research Administrator 1
Research Administrator 2
Research Administrator 3
Research Administrator 4
Research Analyst 6
Research Analyst 7
Research Analyst 7 (Confidential/Supervisory)
Research Analyst 7 (Management)
Research Analyst 8
Research Analyst 8 (Confidential/Supervisory)
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UW SYSTEM CATEGORY 3 TITLES

SUBCATEGORY: DOCTORAL STAFF
Researcher
Associate Researcher
Assistant Researcher
Senior Scientist
Associate Scientist
Assistant Scientist
Senior Visiting Scientist
Associate Visiting Scientist
Assistant Visiting Scientist
Instrument Innovator Researcher
Associate Instrument Innovator Researcher
Assistant Instrument Innovator Researcher
Research Animal Veterinarian
Associate Research Animal Veterinarian
Assistant Research Animal Veterinarian

SUBCATEGORY: EMPLOYEES IN TRAINING
Research Associate
Postdoctoral Fellow
Postdoctoral Scholar
Postdoctoral Trainee
Post Graduate Trainee 1
Post Graduate Trainee 2
Post Graduate Trainee 3
Post Graduate Trainee 4
Post Graduate Trainee 5
Post Graduate Trainee 6
Post Graduate Trainee 7
Intern (Non-Physician)
Graduate Intern/Trainee
Hono~ary Associate/Fellow

SUBCATEGORY: OTHER ACADEMIC STAFF
Artist-in-Residence
Coach
Associate Coach
Assistant Coach
Consultant
Senior Academic Archivist
Academic Archivist
Senior Administrative Program Manager
Administrative Program Manager
Senior Athletic Trainer
Athletic Trainer
Senior Development Program Manager
Development Program Manager
Senior Instructional Program Manager
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Action

Instructional Program Manager
Senior Laboratory Manager
Laboratory Manager
Senior Outreach Program Manager
Outreach Program Manager
Senior Research Program Manager
Research Program Manager
Senior Student Services Program Manager
Student Services Program Manager
Senior Assistant to Chancellor-Affirmative
Assistant to Chancellor-Affirmative Action
Senior Academic Curator
Academic Curator
Associate Academic Curator
Senior Academic Librarian
Associate II Academic Librarian
Associate I Academic Librarian
Assistant Academic Librarian
Senior Administrative Program Specialist
Administrative Program Specialist
Associate Administrative Program Specialist
Senior Administrative Specialist
Administrative Specialist
Associate Administrative Specialist
Senior Advisor
Advisor
Associate Advisor
Senior Artist
Artist
Associate Artist
Senior Broadcast Specialist
Broadcast Specialist
Associate Broadcast Specialist
Senior Cartographer
Cartographer
Associate Cartographer
Senior Clinical Audiologist
Clinical Audiologist
Associate Clinical Audiologist
Senior Clinical Cancer Counselor
Clinical Cancer Counselor
Associate Clinical Cancer Counselor
Senior Clinical Dietician
Clinical Dietician
Associate Clinical Dietician
Senior Clinical Exercise Physiologist
Clinical Exercise Physiologist
Associate Clinical Exercise Physiologist
Senior Clinical Genetic Counselor
Clinical Genetic Counselor
Associate Clinical Genetic Counselor
Senior Clinical Anesthetist



Clinical Anesthetist
Associate Clinical Anesthetist
Senior Clinical Nurse Specialist
Clinical Nurse Specialist
Associate Clinical Nurse Specialist
Senior Clinical Optometrist
Clinical Optometrist
Associate Clinical Optometrist
Senior Clinical Pharmacist
Clinical Pharmacist
Associate Clinical.Pharmacist
Senior ClinicaL physical Therapist
Clinical Physical Therapist
Associate Clinica.LPhysical Therapist
Senior Clinical physician Assistant
Clinical Physician Assistant
Associate ClinicaL Physician Assistant
Senior Clinical Social Worker
Clinical SociaL Worker
Associate Clinical Social Worker
Senior ClinicalSpeech Pathologist
Clinical Speech Pathologist
Associate Clinical Speech Pathologist
Senior Counselor
Counselor
Associate Counselor
Senior Data Base Administrator
Data Base Administrator
Associate Data;BaseAdministrator
Senior Development Specialist
Development Specialist
Associate Development ),pecial,ist
Senior Development Skil).sSpecialist
Development Skills Specialist
Associate Development Skills Specialist
Senior Editor
Editor
Associate Editor
Senior Facilities Architect
Facilities Architect
Associate Facilities Architect
Senior Facilities Engineer
Facilities Engineer
Associate Facilities Engineer
Senior Facilities Planning Specialist
Facilities Planning Specialist
Associate Facilities Planning Specialist
Senior Geological Survey Specialist
Geological Survey Specialist
Associate Geological Survey Specialist
Senior Health Technologist, Hematology
Health Technologist, Hematology
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Associate Health Technologist, Hematology
Senior Health Technologist, Histology
Health Technologist, Histology
Associate Health Technologist, Histology
Senior Health Technologist, Neurodiagnostic Testing
Health Technologist, Neurodiagnostic Testing
Associate Health Technologist, Neurodiagnostic Testing
Senior Health Technologist, Ophthalmology
Health Technologist,Ophthalmology
Associate Health Technologist, Ophthalmology
Senior Health Technologist, Organ Procurement
Health Technologist; Organ Procurement
Associate Health Technologist, Organ Procurement
Senior Health Technologist, Orthotics
Health Technologist, Orthotics
Associate Health Technologist, Orthotics
Senior Health Technologist, Orthoptics
Health Technologist, Orthoptics
Associate Health Technologist, Orthoptics
Senior Health Technologist, Perfusion
Health Technologist, Perfusion
Associate Health Technologist, Perfusion
Senior Health:Technologist, Clinical Monitoring
Health Technologist,Clinical Monitoring
Associate Health.Technologist, Clinical Monitoring
Senior Health Technologist, Environmental
Health Technologist, Environmental
Associate Health Technologist, Environmental
Senior· Health Technologist, Peripheral Vascular
Health Technologist,·· Peripheral Vascular
Associate Health Technologist, Peripheral Vascular
Senior Health Technologist, Pulmonary Function
Health Technologist,Pulmonary Function
Associate Health Technologist,
Senior Information Manager
Information Manager
Associate Information Manager
Senior Information Processing Consultant
Information Processing Consultant
Associate Information Processing Consultant
Senior Institutional Planner
Institutional Planner
Associate Institutional Planner
Senior Instructional Specialist
Instructional Specialist
Associate Instructional Specialist
Senior Instrumentation Specialist
Instrumentation Specialist
Associate Instrumentation Specialist
Senior Instrumentation Technologist
Instrumentation Technologist
Associate Instrumentation Technologist
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Senior Management Engineer
Management Engineer
Associate Management Engineer
Senior Marketing Specialist
Marketing Specialist
Associate Marketing Specialist
Senior Media Specialist
Media Specialist
Associate Media Specialist
Senior Outreach Specialist
Outreach Specialist
Associate Outreach Specialist
Senior Physician
Physician
Associate Physician
Senior Programmer Analyst
Programmer Analyst
Associate Programmer Analyst
Senior Psychologist
Psychologist
Associate Psychologist
Senior Radio/Television Artist
Radio/Television Artist
Associate Radio/Television Artist
Senior Recreation Specialist
Recreation Specialist
Associate Recreation Specialist
Senior Rehabilitation Specialist
Rehabilitation Specialist
Associate Rehabilitation Specialist
Senior Research Specialist
Research Specialist
Associate Research Specialist
Senior Residence Hall Manager
Residence Hall Manager
Associate Residence Hall Manager
Senior Special Librarian
Associate II Special Librarian
Associate I Special Librarian
Assistant Special Librarian
Senior Student Health Nurse
Student Health Nurse
Associate Student Health Nurse
Senior Student Services Coordinator
Student Services Coordinator
Associate Student Services Coordinator
Senior Student Services Specialist
Student Services Specialist
Associate Student Services Specialist
Senior System Facilities Planner
System Facilities Planner
Associate System Facilities Planner
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(Management)
(Confidential)
(Confidential/Supervisory)
(Supervisory)

(Management)
(Confidential)
(Confidential/Supervisory)
(Supervisory)

(Confidential)
(Supervisory)
(Confidential)
(Supervisory)
(Confidential)
(Supervisory)
(Confidential)
(Supervisory)

-------""""""""""

Senior Systems Programmer
Systems Programmer
Associate Systems Programmer
Senior University Legal Counsel
University Legal Counsel
Associate University Legal Counsel
Senior University Relations Specialist
University Relations Specialist
Associate University Relations Specialist
Ad Hoc Program Specialist
Correspondence Tutor
Account Specialist 1
Account Specialist 1
Account Specialist 2
Account Specialist 2
Account Specialist 3
Account Specialist 3
Account Specialist 4
Account Specialist 4
Account Specialist 1
Account Specialist 2
Account Specialist 3
Account Specialist 4
Accountant 1
Accountant 1 (Confidential)
Accountant 1 (Supervisory)
Accountant 2
Accountant 2 (Confidential)
Accountant 2 (Supervisory)
Accountant 3
Accountant 3 (Confidential)
Accountant 3 (Supervisory)
Accountant 4
Accountant 4 (Confidential)
Accountant 4 (Supervisory)
Accountant 5
Administrative Assistant 3
Administrative Assistant 3
Administrative Assistant 3
Administrative Assistant 3
Administrative Assistant 3
Administrative Assistant 4
Administrative Assistant 4
Administrative Assistant 4
Administrative Assistant 4
Administrative Assistant 4
Administrative Assistant 5
Administrative Assistant 5 (Management)
Administrative Assistant 5 (Confidential)
Administrative Assistant 5 (Confidential/Supervisory)
Administrative Assistant 5 (Supervisory)
Agricultural Marketing Specialist 1
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Agricultural Marketing Specialist 2
Agricultural Specialist 1
Agricultural Specialist 2
Agricultural Specialist 3
Agricultural Specialist 4
Agricultural Supervisor 1
Agricultural SuperVisor 2
Agricultural Supervisor 3
Agricultural Supervisor 4
Agricultural Supervisor 5
Architect 1
Architect 2
Architect 3
Architect 4
Architect 5
Architect 5 (Supervisory)
Architect 6
Archivist 1
Archivist 2
Archivist 3
Archivist 4
Archivist 5
Archivist 6
Assessments Supervisor 2
Audit Specialist Supervisor 1
Audit Specialist Supervisor 2
Audit Specialist Supervisor 3
Audit Specialist 1
Audit Specialist 1 (Supervisory)
Audit Specialist 2
Audit Specialist 2 (Supervisory)
Audit Specialist 3
Audit Specialist 3 (Supervisory)
Audit Specialist 4
Audit Specialist 4 (Supervisory)
Audit Specialist 5
Audit Supervisor 1
Audit Supervisor 2
Audit Supervisor 3
Auditor 1
Auditor 2
Auditor 3
Auditor 3 (Supervisory)
Auditor 4
Auditor 4 (Supervisory)
Auditor 5
Auditor 6
Auditor 7
Aviation Consultant
Budget & Management Analyst 1
Budget & Management Analyst 1 (Management)
Budget &Management Analyst 1 (Supervisory)



------------------

(Confidential)
(Education)
(Management)
(Supervisory)

Assistant 1 (Confidential/Supervisory)
Assistant 2 (Confidential/Supervisory)
Assistant 3 (Confidential/Supervisory)
Assistant 4 (Confidential/Supervisory)
Intern (Confidential/Supervisory)
Assistant 1
Assistant 1
Assistant 1
Assistant 1
Assistant 1
Assistant 2

Services
Services
Services
Services
Services
Services
Services
Services
Services
Services
Services

Budget & Management Analyst 2
Budget & Management Analyst 2 (Management)
Budget & Management Analyst 2 (Supervisory)
Budget & Management Analyst 3
Budget & Management Analyst 3 (Management)
Budget &Management Analyst 3 (Supervisory)
Building Construction Superintendent 1
Building Construction Superintendent 2
Building Construction Superintendent 3
Chapel Organist
Chaplain 1
Chaplain 2
Chemist Supervisor 1
Chemist Supervisor 2
Chemist Supervisor 3
Chemist 1
Chemist 2
Chemist 3
Chemist 4
Civil Engineer 1
Civil Engineer 2
Civil Engineer 3
Civil Engineer 4
Civil Engineer 4 (Supervisory)
Civil Engineer 5
Civil Engineer 5 (Supervisory)
Civil Engineer 6
Civil Engineer 6 (Supervisory)
Community Services Technologist 1
Community Services Technologist 2
Curator 1
Curator 2
Curator 3
Curator 4
Curator 5
Curator 6
Dietician 1
Dietician 2
Dietician 3
Economist 1
Economist 2
Educational
Educational
Educational
Educational
Educational
Educational
Educational
Educational
Educational
Educational
Educational



(Confidential)
(Education)
(Supervisory)

(Confidential)
(Education)
(Supervisory)

(Supervisory)
(Supervisory)
(Management)
(Supervisory)
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(Confidential)
(Education)
(Management)
(Supervisory)

(Confidential)
(Education)
(Management)
(Supervisory)

Educational Services Assistant 2
Educational Services Assistant 2
Educational Services Assistant 2
Educational Services Assistant 2
Educational Services Assistant 3
Educational Services Assistant 3
Educational Services Assistant 3
Educational Services Assistant 3
Educational Services Assistant 4
Educational Services Assistant 4
Educational Services Assistant 4
Educational Services Assistant 4
Educational Services Intern
Educational Services Intern
Educational Services Intern
Educational Services Intern
Educational Services Intern
Electrical Engine~r 1
Electrical Engineer 2
Electrical Engineer 3
Electrical Engineer 3 (Supervisory)
Electrical Engineer 4
Electrical Engineer 4 (Supervisory)
Electrical Engineer 5
Electrical Engineer 5 (Supervisory)
Electronics Supervis9r 5
Engineering Technician 4
Engineering Technician 5
Engineering Technician 6
Engineering Technician 6
Environmental Engineer 1
Environmental Engineer 2
Environmental Engineer 3
Environmental Engineer 4
Environmental Specialist 1
Environmental Specialist 3
Equal opportunity Officer 1
Equal Opportunity Officer 1 (Management)
Equal Opportunity Officer 1 (Supervisory)
Equal Opportunity Officer 2
Equal Opportunity Officer 2 (Management)
Equal Opportunity Officer 2 (Supervisory)
Equal Opportunity Officer 3
Equal Opportunity Officer 3 (Management)
Equal Opportunity Officer 3 (Supervisory)
Equal Opportunity Officer 4
Equal Opportunity Officer 4 (Management)
Equal Opportunity Officer 4 (Supervisory)
Equal Opportunity Officer 5
Equal Opportunity Officer 5 (Management)
Equal Opportunity Officer 5 (Supervisory)
Equal Opportunity Officer 6



Equal Opportunity Officer 6 (Management)
Equal Opportunity Officer 6 (Supervisory)
Equal Opportunity Officer 7
Equal Opportunity Officer 7 (Management)
Equal Opportunity Officer 7 (Supervisory)
Equal Opportunity Officer 8
Equal Opportunity Officer 8 (Management)
Equal Opportunity Officer 8 (Supervisory)
Equal Opportunity Specialist 3
Fiscal Supervisor 1
Fiscal Supervisor 2
Fiscal Supervisor 3
Fiscal Supervisor 4
Food Production Assistant 3 (Management)
Food Production Manager 1
Food Production Manager 2
Food Production Manager 3
Food Service Administrator 1
Food Service Administrator 2
Health Physicist 1
Health Physicist 2
Health Physicist 3
Landscape Architect 1
Landscape Architect 2
Landscape Architect 3
Landscape Architect 4
Librarian Supervisor 1
Librarian Supervisor 2
Librarian 1
Librarian 2
Librarian 3
Library Associate 1
Library Associate 2
Library Consultant 1
Library Consultant 2
Library Services Supervisor 1
Library Services Supervisor 2
Library Services Supervisor 3
Management Intern
Management Information Supervisor 2
Management Information Supervisor 3
Management Information Supervisor 4
Management Information Supervisor 5
Mechanical Engineer 1
Mechanical Engineer 2
Mechanical Engineer 3
Mechanical Engineer 3 (Supervisory)
Mechanical Engineer 4
Mechanical Engineer 4 (Supervisory)
Mechanical Engineer 5
Mechanical Engineer 5 (Management)
Mechanical Engineer 5 (Supervisory)

----------_._--------------



Mechanical Engineer 6
Mechanical Engineer 6 (Supervisory)
Medical Records Consultant
Medical Technologist Supervisor 1
Medical Technologist Supervisor 2
Medical Technologist 1
Medical Technologist 2
Medical Technologist 3
Medical Technologist 4
Medical Records Librarian
Metrologist 1
Metrologist 2
Management Information Specialist 1
Management Information Specialist 1 (Confidential)
Management Information Specialist 1 (Management)
Management Information Specialist 2
Management Information Specialist 2 (Confidential)
Management Information Specialist 2 (Management)
Management Information Specialist 3
Management Information Specialist 3 (Confidential)
Management Information Specialist 3 (Management)
Management Information Specialist 4
Management Information Specialist 4 (Confidential)
Management Information Specialist 4 (Management)
Management Information Specialist 5
Management Information Specialist 5 (Confidential)
Management Information Specialist 5 (Management)
Management Information Specialist 6
Management Information Specialist 6 (Confidential)
Management Information Specialist 6 (Management)
Management Information Specialist 7 (Confidential)
Management Information Specialist 7 (Management)
Management Information Supervisor 1
Microbiologist Supervisor 1
Microbiologist Supervisor 2
Microbiologist Supervisor 3
Microbiologist 1
Microbiologist 2
Microbiologist 3
Microbiologist 4
Nursing Clinician
Nursing Instructor 1
Nursing Instructor 2
Nursing Specialist
Nursing Supervisor 1
Nursing Supervisor 2
Payroll & Benefits Supervisor 1
Payroll & Benefits Supervisor 2
Payroll & Benefits Supervisor 3
Personnel Manager 1
Personnel Manager 1 (Supervisory)
Personnel Manager 2
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(Confidential)
(Confidential/Supervisory)
(Management)
(Supervisory)

Personnel Manager 2 (Management)
Personnel Manager 2 (Supervisory)
Personnel Manager 3
Personnel Manager 3 (Management)
Personnel Manager 3 (Supervisory)
Personnel Specialist 1
Personnel Specialist 2
Personnel Specialist 3
Personnel Specialist 4
Personnel Specialist 4 (Management)
Personnel Specialist 4 (Supervisory)
Personnel Specialist 5
Personnel Specialist 5 (Management)
Personnel Specialist 5 (Supervisory)
Personnel Specialist 6
Personnel Specialist 6 (Management)
Pharmacist
Pharmacist Supervisor
Planning Analyst 3 (Confidential/Supervisory)
Planning Analyst 3 (Management)
Planning Analyst 4 (Management)
Planning Analyst 4 (Confidential/Supervisory)
Program & Planning Analyst 1
Program & Planning Analyst 1 (Confidential)
Program & Planning Analyst 2
Program & Planning Analyst 2 (Confidential)
Program & Planning Analyst 3 _
Program & Planning Analyst 3 (Confidential)
Program & Planning Analyst 3
Program & Planning Analyst 3 (Management)
Program & Planning Analyst 3 (Supervisory)
Program & Planning Analyst 4
Program & Planning Analyst 4
Program & Planning Analyst 4
Program & Planning Analyst 4 (Management)
Program & Planning Analyst 4 (~11n~rvi~orv

Program & Planning Analyst 5
Program & Planning Analyst 5
Program & Planning Analyst 5
Program & Planning Analyst 5
Program & Planning Analyst 5
Press Relations Officer
Printing Technologist 3 (Management)
Professional Consultant
Program Production Coordinator
Program Coordinator
Program Writer-Producer
Property Manger
Psychologist Consultant
Psychological Services Associate 2
Psychologist 1
Psychologist 2
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(Confidential/Supervisory)
(Confidential)
(Management)

(Confidential/Supervisory)
(Confidential)
(Supervisory)
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Psychologist 3
Psychologist 4
Public Health Educator 1
Public Health Educator 2
Public Health Educator 3
Public Information Officer 1
Public Information Officer 2
Public Information Officer 2 (Supervisory)
Public Information Officer 3
Public Information Officer 3 (Confidential)
Public Information Officer 3 (Supervisory)
Public Information Officer 4
Public Information Officer 4 (Confidential)
Public Information Officer 4 (Supervisory)
Publications Editor 1
Publications Editor 2
Publications Editor 3
Publications Editor 4
Publications Supervisor
Purchasing Agent 1
Purchasing Agent 1 (Supervisory)
Purchasing Agent 2
Purchasing Agent 2 (Supervisory)
Purchasing Agent 3
Purchasing Agent 3 (Supervisory)
Purchasing Agent 4 (Supervisory)
Purchasing Agent 5 (Supervisory)
Radiation Consultant
Real Estate Agent 1
Real Estate Agent 2
Real Estate Agent 3
Recreation Director
Recreation Leader 1
Recreation Leader 2
Registered Nurse 1
Registered Nurse 2
Registered Nurse 3
Registered Nurse 3 (Confidential)
Registered Nurse 4
Registered Nurse 4 (Confidential)
Research Analyst 1
Research Analyst 1 (Confidential)
Research Analyst 2
Research Analyst 2 (Confidential)
Research Analyst 3
Research Analyst 3
Research Analyst 3
Research Analyst 3
Research Analyst 4
Research Analyst 4
Research Analyst 4
Research Analyst 4
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Research Analyst 4 (Supervisory)
Research Analyst 5
Research Analyst 5 (Confidential/Supervisory)
Research Analyst 5 (Confidential)
Research Analyst 5 (Management)
Research Analyst 5 (Supervisory)
Research Analyst 6 (Confidential/Supervisory)
Research Analyst 6 (Confidential)
Research Analyst 6 (Management)
Research Analyst 6 (Supervisory)
Research Analyst 7 (Confidential)
Research Analyst 7 (Supervisory)
Research Analyst 8 (Confidential)
Research Analyst 8 (Supervisory)
Research Scientist 1
Research Scientist 2
Research Scientist 3
Research Scientist 4
Resource Development Specialist
Safety Coordinator 1
Social Worker 1
Social Worker 2
Social Worker 3
Soil Scientist
Specifications Writer 1
Specifications Writer 3
Supervising Therapist 1
Supervising Therapist 2
Teacher 1
Teacher 2
Therapies Consultant
Therapist 1
Therapist 2
Therapist 3
Training Officer 1 (Confidential/Supervisory)
Training Officer 2 (Confidential/Supervisory),
Training Officer 3 (Confidential/Supervisory)
Training Officer 1
Training Officer 1 (Confidential)
Training Officer 2
Training Officer 2 (Confidential)
Training Officer 3
Training Officer 3 (Confidential)
Veterans Counselor 1
Veterans Counselor 2
Veterinarian 1
Vocational Rehabilitation Counselor 1
Vocational Rehabilitation Counselor 2
Vocational Rehabilitation Counselor 3
Vocational Rehabilitation Specialist 1

, ---~----------_.....
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SURVEY RETURN RATE BY INSTITUTION

Surveys Sent Surveys Returned % Return

UW-Eau Claire 4 2 ""~"C5()%

UW-Green Bay 6 4 66%

UW-La Crosse 7 6 86%

UW-Madison 266 121 45%

UW-Milwaukee 70 33 47%

UW-Oshkosh 19 9 47%

UW-Parkside 12 6 50%

UW-Platteville 2 2 100%

UW-River Falls 6 4 66%

UW-Stevens Point 9

UW-Stout 7 4

UW-Superior 6 3 50%

UW-Whitewater 16 8 50%

--
430 206*

*Note: One respondent did not identify his or her institution.
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MPMCP

For purposes of knowing if all UW System schools have respondents
and can be included in the study, at which institution arc you currently

employed?

This survey, Minority Perceptions of Mentoring and Career Progression,
is an adaptation of Dr. Cynthia Greer's STOW-Form II (Status of Women­

Form Ill.
The purpose of this survey is to gather information for my thesis

concerning minorities' perceptions of race, sex, and mentorship on career
progression by minorities holding executive/administrative/managerial
and professional non-faculty positions in the University of Wisconsin
System. This information will be held in strict'confidence. Names of
respondents and their institutions will M1 be reported. Only the group

data will be reported.

__ Female__ Male

__ Associate degree
__ Bachelor's degree
__ Master's degree
__ Doctoral degree
__ Other: (specify) _

__ Less than 25
__ 26-35
__ 36-45
__ 46-55
__ 56 or above

II. Ilov long have you been in your current position?

G. What is the bighest academic degree you have earned?

F. In vhicb calagory is your age?

Ii. Wbal is your sex?

__ UIV-Stoul
__ UW -Superior
__ UW-Whitewater

__ UW -Oshkosh
__ UW -Parkside
__ UW -Plalteville
__ UW-River Falls
__ UW -Stevens Point

__ UW ·Eau Claire
__ UW -Green Bay
__ UW -La Crosse
__ UW -Madison
__ UW-Milwaukee

~f'

.
;;",il-'.",.t.>,.'. " i

L Ilflv many professional slarf me'mbers repor directly to you?
(Le_, .you are lbe immediate su~ervisorl

.", "" ".""",.-"" --' " "";

00....

__.10 to 11 years
__'15 to 19 years
__,20 years or more

__ Less than one year
___ I to 4 years
_.5 to 9 years

,•.-' ." ••"'",'.',".' ••";,l1
one

,,' .1-3 starr members
.' ·,4-.8 starf members
,"'-"''-''''-''-''-'-''-''''-''''''''',-,''',''''-'''''''''', '

;
I 9-15 starf me mbers

-l--16 or more starr members

:1,
:', ' ••• ij.;"'j"i.> ,_,>i.: ,<"'''; ,'.: IJ- Wbat is your presenl annual salary (before laxes)?

. , 1

. . $10,009-$14,999 --:--1$40,000-$49,999
. $15,000-$19,999 __ $50,000-$59,999

. . $20,000-$29,999 1$60,000 or ahove
.' $30,000-$39,999Pacific Islander

__ Academic year
__ Annual

C. Whal is yoJr percen:uge of appointment?

A. Title or position _

_._ American Indian or Alask'a Native'
__ Hispanic
__ Black

B. What is the length of your contract?
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P. If you have had one or more mentors during your career,
what wa, the mentor's racid/ethnic hackground? (Mark an "X"
for each mentor you have had beside each appropriate ethnicl minority
group)

N. If you have had one or more mentors during your career,
what vas the mentor's sex?

'.

'"U1

Sex

__ American Indian or Alaska Native
__ Hi,panie
__ Black
__ Asian or Pacific Islander
__ While
__ Other: .......,. _

1.
2.
3.
4.
:5

__ Male
__ Female
__ I have had mentor, of both sexe'

__ More than 10 years younger, than me
__ 4-10 years younger than me
__ Between 2 years younger and 2 years older than me
__ 4-10 years older than me
__ More than 10 year, older than me

Q. If you have had one or more menlors during your career,
what was the mentor's title/position? (Please ....rite the mentdr's
title, then indicate the person', race an,dsex)

Title bce !

I

O. If you have had one or more mentors during your career,
what .... as the mentor's age in relation to your age? (Mark an
"X" for each mentor you have had be,ide each appropriate age group)

L What three major factors influenced your decision to pursue
a career in higher education? '

I.~---------------2., _
3. _

L. From the list helow, please indicate the'three factors that
were the most helpful in the advancement of your career.
(I i, mo,t helpful, 2 is second most helpful, 3 is third most
heipfull.

.. . .•.. .. ,:'1:
: .. ': ': )::., :-i'::,(:!! '."!

M. At any point in your career. have you had onh o,r more
'. , ..:..... '. ' ':' •..\>, .: '., :•.• ;," ',·:11 ...... ,

mentors? (Sec definition abov~) Ii I
__ No ' ,
__ Yes

If you answered no, please skip'to question 0,
i !

I

__ Proper credentials ,
__ Encouragement from 'family
__ Being in the right place at the right time
__ Having a mentor who assisted in my professional development
__ Being physically attractive
__ Being asser tive
__ Receiving formal qareer counseling
__ Knowled~e gained)n educational programs or workshops
__ Having 'troog dri"l'e and determination
__ Intelligence
__ ContaclS in lhe rigpl place,
__ Ha:ing a good personality ,... " _ I
__ BeIng competent"> ,I i I
--Olher:(specify) ,. .,"'" , " i' '. '. .,. " i '" I'

I' : ,"'Ir
For the purpose of thi, 'tudy, the lerm mentOr!wiJl b7defined as: A

""'''' ,,' ".,,:,,~, ,,~~"", ~""~';:; '." ~,:;.." ,,' ""
interest in the developroentandlor rducation~fa.Young~:or less
experienced individual, usually hi professional edupationlior ,professional '
occupations, Thement?r/protege relationsltippan.,be either, formal or
informal. ' " ,!,



.'

R. Would you prefer having a mentor of the same sex u
yourself?

__ Yes, 1would prefer to have a mentor of the same sex as myself
__ No, 1would prefer to have a mentor of the opposite sex

.__ 1have no preference in the sex of my mentor
Please comment: -'- _

S. Would you prefer hiving a men lor of the same racial/ethnic
background IS yourself?

__ Yes, I would prefer to have a mentor of the same racial/ethnic
background .. myself

__ No, I would prefer to have a mentor of a different racial/ethnic
background (specify): _

__ I would prefer to have a minority person as a mentor, but their
racial/ethnic background would not have to be the same ..
mine

__ 1 have no preference as to a mentor's racial/ethnic background
Please comment: ~ _

r. In general, do you perceive being a minorityha3: (check one)

V. What do you perceive as having the greatest impact on your
career? (check one)
__Your sex'
__ Your race
__ If neither, what did? _

W. What advice vould have been helpful to you in beginning
your career?

! •.•.. '

__ had a pegative e[fect on my careeradv~ncem:ent

__ had a positjve errecton my careeradvincembnt
__ had neither a po;sitive nor negative eff~ct on fDY career

advancement.
Please comment;..· ...,. ~ -'-~ _

U. In general, do you perceive your.exh~s:(ch~ckone)
.

__ had a pegative effecI on your careeradvance!W¥
__ had a positive effect on your caree.radYance~enl

__ had neither a positive nor negativ~effect on ~ourcaree
advancement. I' •

Please comOlenl· -------~-- __f_-----

I

I
... .]

rhankyou for responding to this qu ~lionnaire. PI~ase returothe
questionnaire in the enclosed stampe!d envelope wi\hin seven days. co

'"
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(608) 785"8000La Crosse. Wisconsin 54601

University of Wisconsin - laCrosse

An Affirmative Action/Equal opportunity Employer

Julie A. Sichler, Director
Affirmative Action

JAS:sr /
cc: Ellen Dowell"

October 11, 1988

Thanks in advance for your help. I hope your fal , , .... ,
smoothly.

Sincerely,

Dear firstname

Ms. Dowell wishes to investigate the mentor relationship and the advancement
of minorities in the UW System for her master's thesis. We all know the
difficulties involved in releasing names and addresses of minority staff, so
the only solution I could think of was to recommend that she contact you and
ask for your assistance. I have tried to alert Ms. Dowell to ~fact that
for some of you this will not be an easy task. On the other
her that you are all "great folks" who will help her if
can--she's a serious, hard-working student.

Withi n the next week or so you wi 11 recei ve a phone cal)·
University of Wisconsin-La Crosse College Student Personnel
asking you to assist her by distributing questionnaires to some
minority staff members.

name
title
university
city

•-.
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::University of Wisconsin-La Crosse.

November 18,1988

I am a graduate student in College Student Personnel at the University of WiSCOllSill:
La. Crosse. I am in the process of surveying the thirteen universities in the
University of Wisconsin System for my thesis which explores minorities'PlltC:f;lPt.i,()j].~

of race, sex, andmentorship on career progression of minorities in the UWSysrem
holding executive/administrative/managerial and professional non-faculty·
positions.

My study ties in well with the Design for Diversity and I wo\lldlik.eitos,b.a.re~y
findings in hopes that the information will be used to benefit thesysrelll... Byshtiting
the information on factors that minorities perceive to haV'ell.ffec:tlldthllfrC:~llllt

advancement, I hope to create a greater understanding that'W'ouldimp1'9yec~er
progression possibilities for minorities. I also hope that this study will Pr9mpt
further research on the topic.

The majority of the universities in the UW System have few minorities in the ~o
categories listed, and this creates a risk. of having no respondents from the smaller
institutions. Please keep in mind that ifan institution has no respondents, I will be
unable to include that institution in the study. .---.----

I need your help to assure an adequate return rate. I would appreciate it ifyoucwould _
complete the survey and return it in the stamped envelope within one 'Week...I assure
you of complete anonymity in your responses-- only group datawillberep01'tee.
Your cooperation will be greatly appreciated. Ifyou are interestedln lIlyfin4illgs, 1
will be sending each participating Affirmative Action.Officeusum.maryofthe;,;
results during spring semester.

t:lJv.. "- IY\. D()~
Ellen M. Dowell
CSPStudent

~~g~
t{enniftr'B. Wilson
Thesis Chairperson

La Crosse. Wisconsin 54601 608/785-8000
An Affirmative Action/Equal Opportunity Employer



An Affirmative Action/Equal Opportunity Employer

Sincerely,

La Crosse. Wisconsin 54601 608/785-8000

89

Crosse

Each sealed envelope contains a survey, a stamped self-addressed envelope, and a
cover letter explaining my study. We discussed that you would auachthe appropriate
address labels and send the surveys through campus mail to the designated
individuals. Please try to have them sent out within a few days after returningfrom
Thanksgiving Break. With the rush of the Christm.as$flasonquic:ltlyapproaching~--·
timing is crucial in order to gain an adequate returnrate;CC ..•....•c •••••ccccc••c •.••••••••••.

I feel that my study has the potential of being very userulto the SYsttlm8Jl.IlIWill
send a copy of my results to your office during sprinuemester.lwouldlllte to
sincerely thank you for your help in distributing my surV'eYU1StiUlIl.el'lt.' .

Ellen M. Dowell
CSPstudent

To refresh your memory concerning who is included in each category, please refer
to page seven ofEEO-6. Also, to clear up questions some ofyou had about whether
minority faculty should be included, minorities who hold faculty positions only are
not to be included. They should be included if a percentage of their appointment is
teaching in addition to a category 1or category 3 position. Uyou have other
questions concerning who should be included or ifyou need more surveys, please do
not hesitate to call me at 608/785-8866.

name
title
institution
city, state, zip code

Dear firstname:

Enclosed you will find the number of surveys we concluded that your institution will
need to reach aU minorities in category I (executive/administrative/ managerial)
and category 3 (professional non-faculty) according to Minorities in the Workforce.
1987.

date

•• University of Wisconsin ..La••


