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Abstract:
Mentoring plays an important role in employee growth and advancement. It has been found to be of special significance for the advancement of managerial women in international research. The purpose of this paper was to investigate Pakistani female managers’ perceptions regarding the significance of mentoring to their career success. The paper focused on the perceptions of managerial women regarding the significance of mentorship in their career success. If women did not think that that mentoring was of significance to success, then they would not seek a mentor. If they did not seek out a mentor, they might inadvertently be curtailing their own managerial advancement. The most significant result of this study was that women in the study did not perceive mentoring as important to their advancement. On the other hand, there was an association between women who felt that slow advancement was due to lack of mentor and their managerial advancement.
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Introduction

A Mentor is an older, experienced individual who helps a younger employee cope with the dynamics of the work place.( Kram 1983). Mentoring is a developmental relationship that increases an employees’ growth and advancement.( Kram 1985).Most relationships are informal and either the protégé or the mentor can initiate the relationship. The initiation of the relationship will only occur if either the protégé or the mentor realizes the significance of mentoring in career success. An extensive review of mentoring literature reveals that while much of the research has covered a wide spectrum in understanding mentoring, very few studies have focused on the perceptions of managerial women of the significance of mentorship in their career success.
The purpose of this paper is to investigate Pakistani female managers’ perceptions regarding the significance of mentoring to their career success. The paper has three specific objectives: (1) to find out the perceptions of managerial women in Pakistan regarding the role of  mentors in  success as managers. It is an investigation of individuals subjective perceptions of their experiences and not specifically if they were being mentored or not.(2)whether there is a relationship between the perception that slow advancement  is due to lack of mentor and their rate of advancement  as managers? (3)  An investigation into the possible causes for this perception.

This research is of value for three reasons. First, it looks at a relatively unexplored area; perceptions of significance of mentoring for career success.  Second, the results will add to the body of literature on mentoring as it provides empirical testing of female managers’ perceptions. Thirdly, the practical implications are that if women do not think that that mentoring is of significance to success, then they will not seek a mentor. If they do not seek out a mentor, they may inadvertently be curtailing their own managerial advancement.
Background and hypotheses
Mentoring has been defined in management literature in many ways. ( Kanter, 1977;Speizer,1981; Phillip Jones,1982; Kram, 1983;Bowen,1986).In this paper a mentor has been defined as “an experienced productive manager who relates well to a less experienced employee(protégé) and facilitates his/her personal development for the benefit of the individual as well as that of the organization.” (Kram,1985). Some research studies have shown that the protégée is mostly eight to fifteen years younger than the mentor, is a young professional with high career aspirations(Hunt and Micheal,1983). The protégé is some one who possesses special characteristics( Kanter, 1977; Roche, 1979). Mentors are  individuals with a superior experience and information who are  dedicated  to advancing junior members of the organization  and supporting their  careers.( Hunt and Micheal,1983; Kram 1985).
Mentoring can be formal or informal. “The majority of mentorships  are informal; whereby two persons are interested in establishing such a relationship” ( Noe,1988). The relationship can be started by either the mentor or the protégé. However, the protégé needs to have special characteristics( Kanter, 1977;Roche, 1979). The protégé has outstanding job performance or similar interest as the mentor has or seeks him/her out for guidance).  More importantly both the parties must be able to “sustain and nurture interpersonal relationships” and demonstrate potential for advancement.( Fagenson, 1989). Some public and private sector organizations in the USA are using formal mentoring programmes ( Klauss,1981; Roche ,1979).  A third of USA’s major companies have formal mentoring programs (Bragg,1989,) and it is emerging as a new movement (Zey,1984; Tyler, 1989).  

Mentoring relationships fall along a continuum from highly satisfying to marginally satisfying/dissatisfying, dysfunctional or harmful( Eby, McManus, Simon & Russell,2000; Scandura,1998).The classification of mentors can vary from good mentors, bad mentors and good enough mentors. There may be considerable variation in the level of satisfaction obtained from mentoring relationships( Allen & Poteet,1999; Ragins and Scandura,1999). A later study (Ragins, Cotton and Miller, 2000) found that individuals in highly satisfying mentoring relationships reported more positive attitudes than non-mentored individuals.

Kram, 1985 found that mentors provide two types of functions /roles; Career Development and Psychological. Career development behaviors include: coaching, sponsoring advancement, providing challenging assignments, protecting protégés from adverse forces and fostering positive visibility. Psychological behaviors   include: personal support, friendship, acceptance, counseling and role modeling. Some researchers have found role modeling as a separate third factor (Scandura,1992.) Mentors may provide some or all of the above stated roles. These roles can vary from relationship to relationship and may also vary over time in a particular relationship. It is possible that these roles of the mentor may or may not be publicly recognized or observable. Mentors may or may not be employed in the same organization as the protégé. If employed in the same organization as the protégé, the mentor may be physically accessible; may be in a better position to cushion the protégé; may be in a better position to provide direct backing; may be in a better position to give more testing assignments thereby increasing self-confidence. If employed in some other organization than the protégé, the mentor can have more inter organizational resources for power and may be in a better position to provide long range career involvement and lateral career moves. In such situations, mentors are also not connected to the politics of the protégés organization.

Management literature, with respect to mentoring has focused on male protégés ( Barnier,1982; Hunt and Micheal, 1983; Zey,1985; Roche,1979) as well as to the success of  both men and women in managerial careers (Kanter, 1977;Collins and Scott, 1978;Adams, 1979; Collins, 1983;Kram 1983;1985;Hunt and Micheal,1983, Phillip-Jones,1983;Kram and Isabella,1985; Zey,1985;Noe,1988; Burke,1984; Fagenson, 1989;Colarelli & Bishop,1990.) Protégés receive more promotions( Bachman & Gregory, 1993;Dreher & Ash, 1990; Scandura,1992). Proteges reported higher incomes( Chao, Waltz & Gardner, 1992, Dreher & Ash,1990,Whitley, Dougherty and Dreher, 1991; Mobley, Jaret, Marsh &Lim,1994;Roche, 1979) and reported more career commitment (Colarelli & Bishop,1990) career satisfaction,(Fagenson, 1989) and career mobility( Scandura,1992) than non protégés. 
Mentoring relationships were found particularly important for women. (Morrisson et al, 1987;Henning and Jardim,1997; Burke and McKeen,1990; Noe,1988;Ragins,1989, Lunding et al,1979;Roche, 1979;Stumpf and London, 1981; Missirian,1982; Reich, 1986). Research has by and large pointed to a relationship between mentoring and managerial advancement.(Lunding et al,1979). 
Mentoring is among the factors identified as contributing to the success of female professionals and managers  (Morrison et al, 1987 ; Merriam,1983; Noe,1988).In particular, mentoring speeds up women’s corporate success(Berry,1983) advances the careers of outstanding professionals(Fagenson,1989; Keown & Keown, 1985;Ragins, 1994) was shown helpful in the advancement of  the careers of women in high managerial status( Hennig et al,1977; Morrison et al, 1987 Catalyst,1993,2002,2004;). There are some studies that empirically support the role of mentoring for women and higher job satisfaction, higher income and career advancement.( Burke,1984;Fagenson1989;Whitley et al,1991,). Consequently some organizations have specific mentorship programs aimed for women.( Klauss, 1981; Phillips-Jones,1983).Since women face gender related obstacles to advancement ( Ragins and Sundstrom, 1989) mentors can help them to advancement (Collins,1983;George & Kummerow, 1981;Halcomb, 1980;Vertz,1985,Kanter, 1977). The presence of mentors may reduce job stress as they may not have a peer group to rely on for psychological support( Nelson and Quick, 1985).  Martiniko and Gardner ( 1982) and  Ilgen and Youtz( 1986) argue that a lack of mentorship for women reduces job effectiveness. Riley and Wrench,( 1985 )found that women who had one or more mentors reported greater job success than those who did not have a mentor. A study, (Catalyst, 2002) found that more than 70% of those with multiple mentors were promoted, compared to 50% of those without them. A later study (Catalyst , 2004) found that 56% of female and 52% of male executives named "having an influential mentor or sponsor" as an important or very important success strategy. In other words it seems that if women are not mentored, they will have a slow advancement process.  On the other hand, some research downplays the role of mentoring. Burke and McKeen,(1997) concluded that “potential benefits of mentoring for managerial and professional women may be smaller than suggested by proponents of mentoring” In another research women managers saw assistance from mentors as important but not a significant factor in career advancement.( Keeton,1996) Another study( Ragins, 1989) also suggests that women may benefit less than men from mentoring. 
Given the research findings which overwhelmingly concluded that mentoring was important for managerial women, it was hypothesized,
  Hypothesis 1: Pakistani managerial women will have a positive perception

                          of the significance of mentorship to their success. 

An additional feature of this study was to further assess if there was an association between the perceptions of women who felt that slow advancement was due to lack of mentor and their managerial advancement.
  Hypothesis 2: Women who feel that slow advancement is due 
             to lack of mentor  will have slow managerial advancement
Method
Procedure and Respondents
Over 152 companies in Pakistan’s three major cities namely Karachi, Lahore and Islamabad/Rawalpindi  were contacted to find out if they were employing females at managerial levels.  Out of these, 87 organizations informed us that women were working at managerial levels. Packets of questionnaires were sent to Head of Human Resources according to the number of female managers in each organization.  The Human Resource Department circulated these questionnaires which were all in self addressed envelopes to all women working at managerial levels in their respective organization.  
The respondents were a cross section of ages. 50% of the  total managerial women surveyed were young women in the 21- 30 year category with the majority falling in the 25-30 year bracket signifying a growing trend among younger women in Pakistan to join the managerial ranks. 56% of the women were employed by private multinational and 24% by local companies. Almost all worked in a large city. 48% were single and 45% married. 16% had no children.  They had mostly been to English medium schools and  were highly educated. There education level ranged from Bachelors to Doctorate with 83% having a Masters or professional degree.
Measures.
The questionnaire was in English as English language is taught as primary medium of instruction in all universities. All the respondents completed a questionnaire packet consisting self report measures. The predominantly close ended questionnaire contained multiple measures related to various factors related to career advancement in general and the perceptions of the importance of  mentors in their career success in particular.
Significance of mentor to success: 
Since the objective was to access the perception of managerial women regarding the importance of mentoring in their career advancement a scale used by Keeton(1996) scale was used for measuring significance of mentor for the success. It consisted of four items: Item 1; “A mentor is more important for women than men”, Item 2; “Women can succeed without a mentor”, Item 3;  “Slow advancement is due to a lack of mentor” and Item 4; “More than one mentor is needed” .Items were rated on a 5 point scale ranging from “Disagree Strongly”, ( 1 )  to “Agree Strongly” ( 5 ).  
Managerial Advancement: 
Managerial advancement was measured using a scale used by P.Tharenou(1999).It was the average of 3 items:( a) Managerial level was measured from 1, (Officer/Management Trainee) to 6, (CEO); ( b) Monthly salary, from 1,(Rs 7,000- Rs 25,000) to 6, (Rs 160,000 and above) ( c ) total managerial promotions from no promotions to 4 promotions. 
Opinions regarding their organizations: 
A scale used by Koshal, Gupta and Koshal,1998, explored opinions of women managers regarding their organizations. It consisted of statements regarding encouragement to women to assume leadership position, equity in rewards and women’s perceptions about women’s advancement in the organization. Items were rated on a 5 point scale ranging from “Disagree Strongly” ( 1 )  to “Agree Strongly” ( 5 ).  
RESULTS
The hypothesis stated that managerial women will have a positive perception of the significance of mentoring to their success .Table 1 reports  results of the study regarding the perceptions of managerial women in Pakistan regarding the role mentorship plays in their advancement and success as managers.  
The results suggest that women managers in Pakistan do not perceive mentoring as important to their advancement.  A higher proportion of women strongly disagree /disagree to the propositions that a mentor is more important for women than men, Chi square = 25.529 with 2 df, (p<.001). A high proportion of women also strongly disagreed/disagreed that slow advancement was due to a lack of mentor, Chi square = 5.893 with 2 df,  (p<.01).The proportion of women who strongly disagreed/disagreed that more than one mentor was needed was also high, Chi square = 28.137 with 2 df, (p<.001).Correspondingly,  a high proportion of women strongly agreed /agreed to the proposition that Women could succeed without a mentor, Chi square = 25.265 with 2 df,  (p<.001). Thus the hypothesis, that Pakistani managerial women will have a positive perception of the significance of mentorship to their success was discounted.
Table 2, contains cross tabulations of level of agreement of slow advancement was due to lack of mentor with managerial advancement. There was a significant association at Chi-square= 5.085 with 2 degrees of freedom at p<.01.This confirms our hypothesis that there is an association between women who feel that slow advancement was due to lack of mentor and their managerial advancement. Specifically, 67% of the women who agreed that slow advancement was due to lack of mentor were found to have slow managerial advancement. Those who strongly agreed/agreed that slow advancement was due to lack of mentor(n=62) were actually slow in their advancement(n=42). Their proportion was larger than random at  p< .005, thereby proving that those women who felt that slow advancement was due to a lack of mentor had actually a slow progression.
In order to further understand why women did not find mentoring important further cross tabulations were carried out between the items in the significance of mentoring scale and  opinions of managerial women on their organizations. It was found that women did not realize the significance of mentoring because the organizations where they were employed were low on gender bias. (Table 3 a,b,c,)
Table 3 a, contains cross tabulations of “Women can succeed without a mentor” with “My organization seeks to encourage women.” There was a significant association at Chi-square= 9.517 with 4 degrees of freedom at p<.05.This confirms that there is an association between “Women can succeed without a mentor” and “My organization seeks to encourage women.” 53% of the women who agreed that women can succeed without a mentor stated that their organization seeks to encourage women.” 
Table 3 b, contains cross tabulations of “A mentor is more important for women than men” and “Employment is based on merit not gender.” There was a significant association at Chi-square= 11.887 with 4 degrees of freedom at p<.0.05.This confirms that there is an association between women who do not feel that a mentor is more important for women than men because employment in their organization is based on merit not gender. 88% of the women who disagreed that a mentor was more important for women than men worked in organizations where employment was based on merit not gender. Their proportion was larger than random at  p< .000, thereby demonstrating that those women who disagreed that a mentor was more important for women than men worked in organizations where there was no gender bias.
Table 3 c, contains cross tabulations of “Slow advancement is due to lack of mentor” and “Employment is based on merit not gender.” There was a significant association at Chi-square=  with 4 degrees of freedom at p<.05.This confirms that there was an association between women who do not feel that slow advancement was due to lack of mentor was because they were employed in  organization  where employment was based on merit not gender. Nearly 86% of the women who disagreed that slow advancement was due to lack of mentor were working in organizations were there was no gender bias. Their proportion was larger than random at  p< .000, thereby demonstrating that those women who disagreed that slow advancement was due to lack of mentor worked in organizations where employment was based on merit not gender.
Discussion and Conclusions.
The most significant result of this study is that women in the study do not perceive mentoring as important to their advancement. On the other hand, there is an association between women who feel that slow advancement is due to lack of mentor and their managerial advancement. The question that arises is why these women don’t think that mentoring is of significance for career advancement. There are a number of possible answers.

The first possible reason could be that these women may not have had access to mentors. Global literature confirms that managerial women have difficulty in finding mentors as they outnumber the available mentors.(Berry 1983;Shockley & Stanley,1980). A study (Catalyst, 2004) found only 23% of women and 17% of men surveyed were satisfied with the availability of mentors at their workplaces. Women also face gender related interpersonal and organizational barriers that thwart them from finding a mentor as compared to men,( Kram 1985;Hunt and Micheal,1983 , Noe,1988; Ragins & Cotton, 1991) .
The second reason could be that the Pakistani managerial women’s social-cultural conditioning may have prevented them from approaching men.(Arifeen, 2008.A). Women have two choices when choosing a mentor: cross gender and same gender. Those who have to resort to cross gender mentoring relationships may find it difficult to initiate a mentoring relationship as compared to same gender.( Clawson and Kram,1984; Kram 1985). This is specially true for Pakistan where a large number of public activities are gender segregated.  Most organizations in Pakistan are male dominated with women being a numerical minority. Cross gender relationships are considered socially undesirable unless it is with an immediate male family member. A large number of women cope with this problem by having “brotherly relationships” with men in work settings. (Mirza, 2004). The same concerns that affect women in the developed/ non Islamic world are likely to affect the Pakistani women as well. Pakistani women are deeply tied to their social/cultural norms which in fact mean that these concerns are compounded.   Like women world wide, these women may feel that others in the organization may interpret the approach or initiation of a mentor relationship as a sexual advance.( Fitt and Newton, 1981, Bowen,1985;Raggins 1989, Ragins & Cotton 1991,).Besides, men may perceive mentoring women as complicated and an invitation to destructive gossip and innuendos.(Clawson & Kram 1984; Fitt & Newton 1981).Perceptions by women on their traditional gender role expectations of taking  the passive role in developing a relationship may make it difficult to start a cross gender mentoring relationship.(Bushardt & Allen, 1988;Hill,Bahniuk & Dobos,1989).In any case, women have fewer formal and informal opportunities (men’s club, sports club) than men and therefore cannot network easily with men. Even if women undertake initiate informal relationships, are cross gender relationships successful? Research on cross race and cross gender relationships reveals individual and significant difference in mentoring processes and outcomes (Atkinson, Neville & Casas, 1991; Burke, McKeen & Mckeena, 1990, 1993, Murray, 1982, Ragins & McFarlin, 1990, Thomas, 1990, 1993.) 

As far as the same gender relationships are concerned one of the main reasons for lack of same gender mentoring is there is a shortage of female mentors ( Brown, 1986;Noe 1988; Parker& Kram,1993,Ragins,1989;Warihay,1980;Couric,1989) mainly because there are not enough women at the high organizational ranks( Blau & Ferber, 1987).This is true for Pakistan, where very few women are found in managerial positions (Arifeen,2008.B). Some researchers have claimed that a few women at high ranks are unwilling to mentor other females as they are competitive and do not want to share the limelight with others.(Parker & Kram, 1993; Powell and Mainiero, 1992; O’ Leary, 1988). Contrary to these findings Ragins and Scandura( 1994)  while investigating the costs and benefits associated with being a mentor (Sample of 80 male and 80 female executives) found women as likely as men to mentor and reported equivalent expected costs and benefits. Other factors, age, career stage, socio economic class, and education, can also influence mentor functions and protégé outcomes, which may vary according to group membership(Fagenson and Amendola,1993; Knouse, 1992; Paludi, Meyers, Kindermann, Speicher & Haring-Hidore, 1990). Are same gender mentoring relationships more successful? Ragins and McFarlin(1990), found that protégés in same gender mentoring relationship were more likely to engage in social activities with their mentors and also provided role modeling functions. Same gender relationships provided more trust and mutuality than cross gender relationships. (Thomas,1990).

A third reason could be that those few women who are present at senior levels may be deliberately avoiding mentoring relationships. Mentoring has negative implications for the mentor. Mentors can suffer from job stress( Ford & Wells, 1985) work alienation (Koberg , Boss, Chappell and Ringer1994), organizational socialization( Chao et al 1992; Ostroff & Kozolowski, 1993) career commitment( Bachman & Gregory, 1993) positional power ( Fagenson, 1988)turnover intentions( Scandura & Viator,1994), job satisfaction( Chao et al,1992)Fagenson, 1989;Koberg et al 1994) and role stress and burnout ( Ford & Wells).

 A fourth reason could be the fact that the organizations where these women are currently employed in, are free from gender bias. This has helped contribute to the phenomena of low significance of mentoring by playing a positive role. The women who disagreed on the importance of mentoring did so because their organization encouraged women. The organizations employment practices were based on merit not gender. As a consequence, they ended up thinking that mentoring was not significant to their career success. 

As a result, it seems that Pakistani managerial women have been left to cope on their own and survive and have done so quite well. The questions now arises what implications or repercussions will this attitude have on the future of managerial women in general and on their career success in particular. As more women join the managerial ranks in Pakistan, a shift in employment patters can occur from predominant employment in multinational companies to local companies. The culture of the local companies is likely to be different from the multinationals. At that point in time women may feel the significance of mentoring. Noe,1988 concludes after studying some research( George & Kumnerow,1981; Solomon, Bishop,& Bresser,1986;Stewert & Gudykunst,1982) that “With out a mentor, women are often unable to understand the reality of the male dominated business culture and they fail to obtain the sponsorship needed to identify them as highly talented and to direct them in their career advancement”

Though Pakistani women managers’ perceptions may be that mentors are not a significant factor in their career advancement, the actuality is that those Pakistani Managerial women who admitted that slow advancement was due to a lack of mentor, actually are facing slow advancement.   This means that Pakistani women managers due to lack of mentoring may be missing out on an opportunity to quicken career advancement. If they understand the significance of mentoring, they will be open to mentoring and will seek out a mentor.

Therefore it is strongly recommended that the current managerial women of Pakistan adopt same gender mentoring as a first option. If same gender mentors are unavailable then they will have no alternative but to use cross gender mentors. They will be likely to face barriers to cross gender mentoring due to socio-cultural/religious factors. However these obstacles can be handled.
It is also recommended that organizations encourage informal mentoring if formal cannot be done. “The primary focus of the mentoring relationship is on the development of inter- and intra-organizational power for the protégé and to a lesser extent the mentor.” (Ragins 1997).Thus the main beneficiary in all this is the organization itself. Organizations should encourage current senior managerial women to initiate informal mentoring relationships with the junior managerial women. Role models ( McCormick et al, 2003) “are important for developing interpersonal skills and for providing inspiration especially when the model is a highly regarded other.” Keeton(1996) in her paper states, “Unless women train and mentor other women, there will only be a few successful women in local government.” 

It is also recommended that current managerial women make a personal effort. All managerial women have a responsibility towards mentoring new entrants in managerial positions thereby being a catalyst in the success of these future generations of women managers. Consequently, the existing women managers of Pakistan will become the role models for the new generation of women managers.  This is also important in increasing the numbers of women in managerial work force. ( Kanter,1977). In Taiwan ( Wang, 1986)women managers had good academic backgrounds but lacked role models and that resulted in their continually adjusting managerial roles and learning norms through trial and error. Burke and Mckeen (1996) also focused on the need for female role models. They found that the proportion of female gender in management accounted for significant differences in job satisfaction and intention to quit among managerial women. 

Our study has focused on existing women managers so we have no idea how many women, who entered the managerial work force and quit, might have remained if they had found a mentor in a senior woman manager. 

In conclusion, the findings of this paper carry important implications for the future success of managerial women in Pakistan. It is hoped that as a result of the discussion in this paper, managerial women of Pakistan will realize two factors:  that mentoring is one of the tools of achieving success; and that they have to shoulder the responsibility of developing managerial women on an individual level if they wish to accelerate the numbers of managerial women in Pakistan. The current managerial women in Pakistan must be the role models for tomorrows’ managerial women and initiate mentor-protégé relationships. 

TABLE 1
Significance of Mentor to Success.

	
	Strongly Disagree /Disagree  
	Neutral 
	Strongly Agree

/Agree   

	
	N              %
	N              %
	N            %

	A mentor is more important for women than men

Chi-square= 25.529 with 2 degrees of freedom (p<..001)
	102       50.0 a.
	52           25.5
	50        24.5

	Women can succeed without a mentor 

Chi-square= 25.265 with 2 degrees of freedom (p<..001)
	45         22.1 a.
	58          28.4
	101      49.5

	Slow advancement is due to a lack of mentor

Chi-square= 5.893 with 2 degrees of freedom (p<..01)
	85        41.3 b.
	59          28.6
	62        30.1

	More than one mentor is needed Chi-square= 28.137 with 2 degrees of freedom (p<..001)
	99         48.3 a.
	69           33.7
	37        18.0


a. Proportion larger than random, p<.001 

b. Proportion larger than random, p<.01 
TABLE 2
Cross Tabulation of Slow advancement is due to lack of mentor and actual managerial advancement.

	
	
	Managerial

Slow
	Advancement

Rapid
	

	Slow advancement 
	Strongly Disagree /

Disagree
	N             %

43          35.5
	N             %

42          51.2
	N

85

	is due to lack
	Neutral
	36         29.8
	20          24.4
	56

	of mentor
	Strongly Agree/

Agree
	(a)
42         34.7
	20          24.4
	62

	
	Total
	121
	82
	203


Proportion larger than random, p<.005 

TABLE 3 a.
Cross Tabulation of “Women can succeed without a mentor” with “My organization seeks to encourage women.”

	
	Women can 
	succeed
	without a
	mentor
	

	
	
	Strongly Disagree /

Disagree
	Neutral
	Strongly Agree/

Agree
	Total

	My organization 


	Strongly Disagree /

Disagree
	N             

8          
	N             

7         
	N

21
	N

36

	seeks to
	Neutral
	6         
	22        
	26
	54

	encourage women
	Strongly Agree/

Agree
	31        
	28         
	54
	113

	
	Total
	45
	57
	101
	203


    Chi-square= 9.517 with 4 degrees of freedom (p<.05)
TABLE 3 b.
Cross Tabulation of “A mentor is more important for women than men” and “Employment is based on merit not gender.”

	
	A mentor is more
	important
	for men
	than
	women

	
	
	Strongly Disagree /

Disagree
	Neutral
	Strongly Agree/

Agree
	Total

	Employment
	Strongly Disagree /

Disagree
	N

7
	N

6
	N

8
	N

21

	is based on
	Neutral
	5
	10
	5
	20

	merit not gender
	Strongly Agree/

Agree
	90 (b)

	36
	37
	163

	
	Total
	102
	52
	50
	204


 Chi-square= 11.887 with 4 degrees of freedom (p<.05)
(b). Proportion larger than random, p<.000

TABLE 3 c.
Cross Tabulation of “Slow advancement is due to lack of a mentor” 

and “Employment is based on merit not gender.”

	
	               Slow 
	advancement
	is due 
	to lack 
	of mentor

	
	
	Strongly Disagree /

Disagree
	Neutral
	Strongly Agree/

Agree
	Total

	Employment is 


	Strongly Disagree /

Disagree
	N

6
	N

7
	N

8
	N

21

	based on merit
	Neutral
	6
	11
	     3
	20

	not gender
	Strongly Agree/

Agree
	73 c.

	40
	51
	164

	
	Total
	85
	58
	62
	205


 Chi-square= 9.961 with 4 degrees of freedom (p<.05)
c. Proportion larger than random, p<.000

REFERENCE

Adams, J. (1979). Women on Top, Hawthorne, New York.

Allen, T. D., & Poteet, M. L. 1999. Developing effective mentoring relationship: Strategies from the mentor’s viewpoint. Career Development Quarterly, 48: 59-73.

Arifeen, S. R., (2008.A) “Influence of gender role identity on the advancement of managerial women of Pakistan.” Presented at Engendering leadership Conference, July 22-24, University of Western Australia, Perth, Australia .
Arifeen, S. R., (2008.B) “A Biographical Portrait of Private Sector Professional Managerial Women in Pakistan.” Presented at Oxford Business and Economics Conference, June 22-24, Oxford, U.K.
Atkinson, D.R. Neville. H., & Cases, A. 1991. The mentorship of ethnic minorities in professional psychology. Professional Psychology: Research and Practice, 22: 336-338.

Bachman, S.I., & Gregory, K. 1993. Mentor and protégé gender: Effects on mentoring roles and outcomes. Paper presented at the Society for Industrial and Organizational Psychology Conference, San Francisco.

Barnier, L.A. (1982) A study of the mentoring relationship: An analysis of its relation to career and adult development in higher education and business. Dissertation Abstracts International, 42(7-A), 3012-3013.

Berry, P. (1983), “mentors for women managers: fast track to corporate success”, Supervisory Management, Vol. 28, pp. 36-40.

Blau, F. D., & Ferber, M. A. 1987. Occupations and earnings of women workers. Ini K. S. Koziara, 

Bowen, D.D. 1985. Were men meant to mentor women? Training and Development Journal, 39(2): 31-34.

Bowen, D. (1986). ‘The role of identification in mentoring female protégés’, Group and Organization Studies, 11 March-June, 61-74.

Bragg, A. 1989. Is a mentor program in your future? Sales and Marketing Management, 141 (September): 54-59.

Brown, D.A. 1986. The role of mentoring in the professional lives of university faculty women. Dissertation Abstracts International, 47: 160A.

Burke, R.J. (1984) Mentors in organizations. Group & Organization Studies, 9, 353-372.

Burke, R. J., & McKeen, C.A. 1990. Mentoring in organizations: Implications for women. Journal of Business Ethics, 9: 317-332.
Burke, R.J., Mckeen, C.A., & McKenna, C.S. 1990. Sex differences and cross-sex effects on mentoring: Some preliminary data. Psychological Reports, 67: 1011-1023.

Burke, R.J., McKeen, C.A., & McKenna, C.S. 1993. Correlates of mentoring in organizations: The mentor’s perspective. Psychological Reports, 72: 883-896.
Burke, R.J., McKeen, C.A., 1997.Not every managerial woman who makes it has a mentor Women in Management Review, Vol 12, Number 4; 136-139
Bushardt, S. C., & Allen, B. 1988. Role ambiguity in the male / female protégé relationship. Equal opportunity International, 7(2): 5-8

Catalyst, (1993) Mentoring A guide to Corporate Programs and Practices. Catalyst, New York, NY, 
Catalyst study (2002), Women of Color in Corporate Management: Three years later, New York, NY, 
Catalyst study (2004), Women and Men in U.S. Corporate Leadership: Same Workplace, Different Realities, Catalyst, New York, NY,
Chao, G.T., Walz, P.M., & Gardner, PD. 1992. Formal and informal mentorships: A comparison on mentoring functions and contrast with nonmentored counterparts. Personnel Psychology, 45: 619-636.
Clawson,J.G.,&Kram,K.E.( 1984) Managing cross gender mentoring. Business Horizons,27(3),22-31
Colarelli, S. M., & Bishop, R. C. 1990. Career commitment: Functions, correlates, and management. Group & Organization Studies, 15: 158-176.

Collins, E. G. and Scott, P. (1978). ‘Everyone who makes it has a mentor’, Harvard Business Review, 56, 89-101

Collins, N. (1983). Professional Women and their Mentors, Prentice Hall, Inc., Englewood Cliffs, New Jersey.

Couric, E. 1989. Women in the large firms: A high price of admission? National Law Journal, December 11: 2-3. 10-12.

Dreher, G. F., & Ash, R. A. 1990. A comparative study of mentoring among men and women managerial, professional, and technical positions. Journal of Applied Psychology, 75: 539-546.

Eby, L. T., McManus, S., Simon, S. A., & Russell, J. E. A. 2000. The portege’s perspective regarding negative mentoring experiences: The development of a taxonomy. Journal of Vocational Behavior, 57: 1-21.

Fagenson, E. A. 1988. The power of a mentor: Proteges and nonprotégés perceptions of their own power in organizations. Group and Organization Studies, 13: 182-192.

Fagenson, E. A. 1989. The mentor advantage: Perceived career/job experiences of protégés versus nonprotégés. Journal of Organizational Behavior, 10: 309-320.

Fagenson, E. A., & Amendola, K. A. 1993. “TQM – total quality mentoring”: Factors influencing mentoring functions provided and received. 1993 Academy of Management Best Paper Proceedings: 58-62.

Fitt, L. W., & Newton, D. A. (1981) When the mentor is a man and the protege is a woman. Harvard Business Review, 59(2)

Ford, D.L., Jr., & Wells, L., Jr. 1985. Upward mobility factors among black public administrators: The role of mentors, Centerboard, 3(1): 38-48.

George, P., & Kumnerow, J. (1981) Mentoring for career women. Training, 18(2), 44-49.

Glawson, I.G., & Kram, K.E. (1984) Managing cross-gender mentoring. Business Horizons, 27(3), 22-31.

Henning, M and Jardim, A., The Managerial Woman, Anchor Press/Doubleday, New York, NY, 1977.

Hill, S. E. K., Bahniuk, M. H., & Dobos, J. 1989. The impact of mentoring and collegial support on faculty success: An analysis of support behavior, information adequacy, and communication apprehension. Communication Education, 38: 15-33.

Hunt, D.M., & Michael, C. 1983. Mentorship: A career training and development tool. Academy of Management Review, 8: 475-485.

Ilgen, D.R., & Youtz, M.A. 1986. Factors affecting the evaluation and development of minorities in organizations. In K.M. Rowland & G.R. Ferris (Eds.), Research in personnel and human resources management: A research annual, vol. 4: 307-337. Greenwich, CT: JAI Press.

Kanter, R. M. 1977. Men and women of the corporation. New York: Basic Books.

Kanter, R.M. 1989. When giants learn to dance: Mastering the challenge of strategy, management and careers in the 1990s. New York; Simon & Schuster.

Keown, A.L. and Keown, C.F., “Factors of success for women in business”, International Journal of Women’s Studies, Vol. 8 No. 3, 1985, pp. 278-85.
Keeton,K.B.,(1996) “Characteristics of successful women managers and professionals” Women in Management Review. Vol 11. Number 3,.pp27-34

Koshal,M.; Gupta,A.K. & Koshal, R.(1998). “Women in Management: A Malaysian Perspective.”Women in Management Review, Vol 13, No 1, pp 11-18

Klauss, R. (1981, July-August) Formalized mentor relationships for management and development programs in federal government. Public Administration Review, 489-496.

Knouse, S. B. 1992. The mentoring process for Hispanics. In S. B. Knouse, P. Rosenfeld, & A.L. Culbertson (Eds.), Hispanics in the workplace; 137-150. Newburry Park, CA: Sage.

Koberg, C. S., Boss, R. W., Chappell, D., & Ringer, R. C. 1994. Correlates and consequences of protégé mentoring in a large hospital. Group and Organization Management. 19: 219-239.

Kram. K. E. 1983. Phases of the mentor relationship. Academy of Management Journal, 26: 608-625.

Kram, K.E. (1985), Mentoring at Work, Scott, Foresman & Co.Glenview, IL.

Kram, K.E., & Isabella, L.A. (1985) Mentoring alternatives: The role of peer relationships in career development. Academy of Management Journal, 28, 110-132.

Lunding, F.S., Clements, C.E. and Perkins, D.S. (1979), “Everyone who makes it has a mentor”, Harvard Business Review, Vol. 56, pp. 89-101.

Martinko, M.J., & Gardner, W.L. (1982) Learned helplessness: An alternative explanation for performance deficits. Academy of Management Review, 7, 195-205.
McCormick,M.J,Tanguma,J. and Sohn,A.,” Gender Differences in Beliefs about Leadership Capabilities: Exploring the Glass Ceiling phenomena with Self-Efficacy Theory”, Kravis Leadership Institute Leadership Review , Spring 2003.
Merriam, S. (1983), “Mentors and protégés: a critical review of the literature”, Adult Education Quarterly, Vol. 33. Pp. 161-73.

Missirian, A.K.(1982) The corporate connection: Why women need mentors to reach the top. Englewood Cliffs, NJ: Prentice-Hall.
Mirza, Jasmin (2002). Between Chadoor and the market. pp.179-233, Oxford University Press, Pakistan
Mobley, G. M., Jaret, C., Marsh, K., & Lim, Y. Y. 1994. Mentoring, job satisfaction, gender, and the legal profession. Sex Roles, 31: 79-98.

Morrison, A.M., White, R.P. and Van Velsor, E. (1987) Breaking the Glass Ceiling, Addison-Weseley. Reading, MA.

Murray, M. M. 1982. The middle years of life of middle class black men: An exploratory study. Unpublished doctoral dissertation, University of Cincinnati. 

Nelson, D.L., & Quick, J.C. (1985) Professional women: Are distress and disease inevitable? Academy of Management Review, 10, 206-218.

Noe, R.A. (1988), “Women and mentoring: a review and research agenda”, Academy of Management Review, Vol. 13, pp. 65-78.

O’Leary, V. E. 1988. Women’s relationships with women in the workplace. In B. A. Gutek, A. H. Stromberg, & L. Larwood (Eds.), Women and work: An annual review, vol. 3: 189-213. Newbury Park, CA: Sage.

Ostroff, C., & Kozlowski, S. W. J. 1993. The role of mentoring in the information gathering processes of newcomers during early organizational socialization. Journal of Vocational Behavior, 42: 170-183.

Paludi, M. A., Meyers, D., Kindermann, J., Speicher, H, & Haring-Hidore, M. 1990. Mentoring and being mentored: Issues of sex, power, and politics for older women. Journal of Women and Aging, 2: 81-92.

Parker, V. A., & Kram, K. E. 1993. Women mentoring women: Creating conditions for connection. Business Horizons, 36(2): 42-51.

Phillip – Jones, L. (1982). Mentors and Proteges, Arbor House, New York.

Phillip – Jones, L. (1983). ‘Establishing a formalized mentor program’, Training and Development Journal, February, 38-42.

Powell, G.No., & Mainiero, L. A. 1992. Cross-currents in the river of time: Conceptualizing the complexities of women’s careers. Journal of Management, 18: 215-237.

Ragins, B. R, & Scandura, T. A. 1999. Burden or blessing? Expected costs and benefits of being a mentor. Journal of Organizational Behavior, 20: 493-509.

Ragins, B. R., & Cotton, J. L. 1991. Easier said than done: Gender differences in perceived barriers to gaining a mentor. Academy of Management Journal, 34: 939-951.

Ragins, B. R., & McFarlin, D. 1990. Perceptions of mentor roles in cross-gender mentoring relationships. Journal of Vocational Behavior, 37: 321-339.

Ragins, B. R., Sundstrom, E. 1989. Gender and power in organizations: A longitudinal perspective. Psychological Bulletin, 105: 51-88

Ragins, B.R. (1989), “Barriers to mentoring: the female manager’s dilemma”, Human Relations, Vol. 42, pp. 1-22.

Ragins, B.R., “Gender and mentoring: a research agenda”, presented at the 40th Annual Meeting of the Southeastern Psychological Association, New Orleans, LA, 30 March – 7 April 1994.

Reich, M. H. (1986) The mentor connection. Personnel, 63(2), 50-56.

Riley, S., & Wrench, D. (1985) Mentoring among women lawyers. Journal of Applied Social Psychology, 15, 374-386.

Roche, G.R. (1979) Much odo about mentors. Harvard Business Review, 57(1), 14-31.

Ragins, B. R., & Scandura, T. A. 1994. Gender differences in expected outcomes of mentoring relationships. Academy of Management Journal, 37: 957-971.

Scandura, T. A. 1992. Mentorship and career mobility: An empirical investigation. Journal of Organizational Behavior, 13: 169-174.

Scandura, T. A. 1998. Dysfunctional mentoring relationships and outcomes. Journal of Management, 24: 449-467.

Scandura, T. A., & Viator, R. E. 1994. Mentoring in public accounting forms: An analysis of mentor-protégé relationships, mentorship functions, and protégé turnover intentions. Accounting Organizations and Society, 19: 717-734.

Schockley, P.S., Stanley, C. M. (1980) Women in management training programs; What they think about key issues. Public Personnel Management, 9, 214-224.

Solomon, E.F., Biship, R.C., & Bresser, R.K. (1986) Organizational moderators of gender differences in career development: A facet classification. Journal of Vocational Behavior, 29, 27-41.

Spiezer, J. (1981). ‘Role models, mentors and sponsors: The elusive concepts’, Signs, 6, 692-712.

Stewart, L, P., & Gudykunst, W. B. (1982) Differential factors influencing the hierarchical level and number of promotions of males and females within on organization. Academy of Management Journal, 25, 586-597.

Stumpf, S. A., * London, M. (1981) Management promotions: Individual and organizational factors influencing the decision process. Academy of Management Review, 6, 539-549.
Tharenou, P. (1999), “Is there a link between family structures and Women’s and Men’s Managerial Career Advancement?”, Journal of Organizational Behavior, Vol.20, No.6.(Nov),pp.837-863.

Thomas, D. A. 1990. The impact of race on managers’ experiences of developmental relationships (mentoring and sponsorship): An intraorganizational study. Journal of Organizational Behavior, 11: 479-492.

Thomas, D. A. 1993. Racial dynamics is cross race developmental relationships. Administrative Science Quarterly, 38: 169-194.

Tyler, K. 1998. Mentoring programs link employees and experienced execs. HR Magazine, 43(5): 98-103.
Vertz, L. L. 1985. Women, occupational advancement, and mentoring: An analysis of one public organization. Public Administration Review, 45(3): 415-423.

Wang Mei.(1986) Do strong women play secondary roles. Leader. Februaury 1986;14-24

Warihay, P.D. 1980. The climb to the top: Is the network the route for women? Personnel Administrator, 25(4): 55-60.

Whitely, W., Dougherty, T.W. and Dreher, G.F. (1991), “Relationship of career mentoring and socioeconomic origin to managers’ and professionals’ career progress”, Academy of Management Journal, Vol. 34, pp. 331-51.

Zey, M. G. (1984) Mentoring programs: Making the right moves. Personnel Journal, (642), 53-57.

PAGE  
23
[image: image1.jpg]


June 24-26, 2009

St. Hugh’s College, Oxford University, Oxford, UK

