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Abstract: Limited latest studies circulated in the 21st century of world university ranking reveal that well-designed mentoring
programs will not increase mentees’ leadership development if mentors have not implemented effective roles in the mentoring
programs. Although many studies have been done, the mediating effect of mentors’ roles is little known in the tertiary education
mentoring research literature. This study is done to examine the correlation between mentors’ roles, mentees’ self-efficacy, and
mentees’ leadership development. This study employed a cross-sectional research design. A purposive sampling plan was employed
to collect 761 survey questionnaires from undergraduate students at non-research-based public universities in Sarawak. The
survey data were analyzed by the SmartPLS package to determine the validity and reliability of the study instrument, and thus test
hypotheses for the direct effects model and mediating model. The outcomes of the SmartPLS path model analysis showed that the
majority of participants felt that the levels of information exchange, help, self-efficacy, and leadership development are high. This
situation explains that the ability of mentors to appropriately implement information exchange and help in mentoring programs
has strongly evoked mentees’ self-efficacy. Consequently, this self-efficacy can lead to higher leadership development. This finding
can help practitioners to understand the diverse paradigms of mentees’ self-efficacy concept and plan the integration of academic
and social-based approaches in formulating mentoring programs to prepare successful graduates in a time of rapid global change.
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Introduction

Undergraduate student leadership development has recently been a major focus of higher education mentoring, as
practiced by the leadership of the institutions to equip them with leadership qualities and facilitate them to practice
leadership roles in the institutions’ social and community service programs (Ismail et al., 2021; Tinoco-Giraldo et al.,
2020). This effort is very useful to help mentees achieve their objectives (Ismail et al., 2017), prepare mentees for their
transition to the new world of work (Schlesinger et al., 2021), face the rapid global changes, and handle the demands of
knowledgeable societies (Baroudi & David, 2020; Yue & Ye, 2022).

Numerous tertiary education mentoring studies have shown that the significant antecedents of mentee leadership
development are personal factors (e.g., race, gender, year of study, self-efficacy, and emotions) (Hernandez et al., 2017;
Kamali Arslantas & Kocagoz, 2021; Salas et al,, 2014) and contextual factors (e.g., education system and university
environment) (Crisp, 2016; Tinoco-Giraldo et al., 2020; Tominaga & Kogo, 2018;). The importance of such antecedents is
widely acknowledged, but only a few recently published studies have evaluated the specific effect of mentors’ roles
(Chelberg & Bosman, 2020; Napierkowski & Migliore, 2022). Mentors are generally responsible to carry out important
roles as a teacher, sponsor, advisor, agent, role model, coach, and confidante in formal and informal mentoring
relationships (Ismail et al.,, 2021; Tobin, 2004).

The significant mentors’ roles are widely recognized as cutting-edge tertiary education student development programs.
A review of the recent studies on the tertiary education system shows that the aims of well-formulated mentoring

* Corresponding author:
Aminudin Mokhtar, Universiti Kebangsaan Malaysia, Malaysia. D</ aminudin@ukm.edu.my

© 2023 The Author(s). Open Access - This article is under the CC BY license (https://creativecommons.org/licenses/by/4.0/).


https://doi.org/10.12973/eu-jer.12.4.1719
https://creativecommons.org/licenses/by/4.0/
https://orcid.org/0000-0002-5603-3990
https://orcid.org/0000-0003-2802-711X
https://orcid.org/0000-0003-2315-905X
https://orcid.org/0000-0001-9265-3292
https://orcid.org/0000-0001-9218-2099
https://creativecommons.org/licenses/by/4.0/

1720 | MOKHTAR ET AL. / Mentors’ Roles, Mentees’ Leadership Development and Self-Efficacy

programs will not be achieved if mentors have not implemented effective roles in the mentoring programs (Chelberg &
Bosman, 2020; Nikocevig-Kurti, 2022). Effective mentors have sufficient abilities to implement information exchange
and provide sufficient help in structured and unstructured mentoring programs. Mentors’ information exchange is often
defined as mentors (e.g., faculty lecturers) are willing to share the various types of information concerning education,
personal, social, and employment issues that are openly shared between mentors with mentees (e.g., faculty
undergraduate students) in face-to-face and/or online mentoring methods. This exchange may help mentees to achieve
their needs and expectations, by improving their study achievements, satisfying their career interests, and upgrading
their psychosocial and leadership skills (Ismail et al.,, 2017; Kanten et al., 2017; Napierkowski & Migliore, 2022).

Mentors’ help is usually defined as mentors (e.g., faculty lecturers) providing numerous educational support in terms of
moral aid (e.g., awareness, inspiration, compassion, resilience, and caring) and material aid (e.g., time management skills,
study techniques, social adaptability skills, problem-solving techniques, and lending some money) to assist mentees (e.g.,
faculty undergraduate students) in carrying out their tasks and responsibilities effectively (Chelberg & Bosman, 2020;
Napierkowski & Migliore, 2022), by promoting their academic performance, fulfilling their career interests, and
upgrading personal and professional development (Andersen & West, 2020; Kanten et al., 2017; Nikogeviq-Kurti, 2022).

Recent university mentoring studies acknowledge that the ability of mentors to deliver information exchange and
provide sufficient help may have a significant impact on mentee outcomes by enhancing their self-efficacy (Chelberg &
Bosman, 2020; Ismail et al.,, 2015;) and leadership development (Napierkowski & Migliore, 2022; Yue & Ye, 2022). Self-
efficacy is grounded in the Social Cognitive Theory (Bandura, 1994), which states that “people’s beliefs about their
capabilities to produce designated levels of performance that exercise influence over events that affect their lives”. It
consists of two different levels: persons with high self-efficacy and persons with low self-efficacy (Bandura, 1994). From
a tertiary education mentoring perspective, mentees with high self-efficacy can carry out challenging responsibilities,
learn skills and inculcate positive personal attributes, as well as attain mentoring results (Lejonberg & Tiplic, 2016; van
Dinther et al,, 2011). While, mentees with low self-efficacy are not able to apply knowledge and skills in performing
difficult tasks, find reasons for completing challenging tasks, and learn new knowledge, attitudes, and behavior in tertiary
education institutions (Pajares & Schunk, 2005; Rayle et al.,, 2006).

Hence, mentees’ leadership development is frequently defined as a high desire of undergraduate students to impart
leadership qualities (e.g., technical skills and soft skills) by actively being involved in tertiary education co-curricular
activities, especially mentoring programs (Napierkowski & Migliore, 2022; Yue & Ye, 2022). According to the Social
Change Model of Leadership (Astin & Astin, 1996), students’ leadership development is affected by their institution
programs, where they are taught to link their core leadership values with social responsibility at three levels, namely
individual level (consciousness of self, congruence, and commitment), group level (common purpose, collaboration, and
controversy with civility), and community/societal level (citizenship). This exposure may foster positive social change
(Dugan, 2006; Dugan & Komives, 2007). Leadership development based on social change equips mentees with
socialization skills (e.g., adjusting to a new organization or role), personal attributes (e.g., communication, helping others,
integrity, and honesty), and ethical reasoning and moralities (e.g., respect the rights and wrongs in the intellectual work)
(Baroudi & David, 2020; Yue & Ye, 2022).

Surprisingly, mentees’ self-efficacy has been a remarkable issue when some of the latest tertiary education mentoring
studies published in the 21st century reveal that the effect of mentors’ roles on mentees’ leadership development is
indirectly influenced by mentees’ self-efficacy (Byrne et al., 2022; Propst & Koesler, 1998). Even though many studies
have been done, the effect size and nature of mentees’ self-efficacy as an essential mediating variable is largely neglected
in the tertiary education mentoring research literature, where further examination of this issue is crucial (Baroudi &
David, 2020; Yue & Ye, 2022).

To address these gaps, many researchers debate that this condition is probably attributed to many factors. First, many
previous studies have used a univariate model, by explaining the similarities and differences of university mentoring
characteristics, such as definitions, objectives, types, and the importance of the concepts in public and private universities
(Abdullah etal., 2015; Andersen & West, 2020). Second, many past studies have used a simple causal model that analyzes
the associations between influential construct and effect construct: a) between mentoring programs and mentees’ self-
efficacy (Chelberg & Bosman, 2020); and b) between mentoring programs and mentees’ leadership development
(Akyavuz & Asici, 2021). This model was tested using simple behavioral statistical tools (e.g. descriptive, and bivariate
statistics) where the results of this test could only identify the strength and nature of the association between the study
constructs. However, the effect size and nature of mentees’ self-efficacy as an essential mediating variable are neglected
in the model analysis (Akyavuz & Asici, 2021; Chelberg & Bosman, 2020).

This study provides three important contributions to the existing literature. First, it contributes to previous university
mentoring studies by promoting mentors’ roles as more important enhancers rather than mentees’ traits and general
contextual factors, whereby mentors’ information exchange and help act as significant antecedents of mentee outcomes
(Yue & Ye, 2022). Second, this study extends the mentee success literature by exploring mentors’ roles as a major
determinant, which has not been thoroughly examined thus far. It is significant to mention that mentors’ roles may
directly upgrade mentees’ self-efficacy (Chelberg & Bosman, 2020) and mentees’ leadership development (Baroudi &
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David, 2020). Third, this is the first initiative to specifically assess the effect of combined dimensions of mentors’ roles as
antecedents of mentee outcomes, disclosing that mentees’ self-efficacy and leadership development are strongly affected
by two major dimensions, namely mentors’ information exchange, and help (Napierkowski & Migliore, 2022). Finally,
this study improves the limitations of prior research models using the mediating model. This model is developed based
on the main idea of Bandura’s (1977) Self-Efficacy Theory, which predicts that social persuasion elements, such as
mentors’ roles can indirectly influence mentees’ leadership development through mentees’ self-efficacy (Byrne et al.,
2022). The evidence justifies testing a model where mentees’ self-efficacy will be the essential mediating variable in such
relationships.

This study context is mentoring programs at Malaysian public tertiary education institutions. These mentoring programs
are used to complement formal teaching and learning programs to produce balanced and holistic graduates with an
entrepreneurial mindset, and work creators, and cultivate lifelong learning to face the 21st century of global market
challenges and difficulties (Ministry of Higher Education Malaysia, 2015). To meet this purpose, leaders of faculties,
schools, and academic departments in tertiary education institutions have been given discretionary power to formulate
specific mentoring tactics and strategies (specific objectives, content, implementation modes, and procedures), such as
appointing internal mentors (e.g., lecturers), external mentors (e.g., industrialists and/or professional trainers from
outside their centers and universities), assign mentees to their mentors, and implement structured and unstructured
mentoring methods (Abdullah et al., 2015). Previous studies about Malaysian public tertiary education mentoring show
that the willingness of mentors to spend a lot of their time and energies to practice informational exchange and help have
upgraded positive mentee outcomes, by promoting self-efficacy (e.g., increasing students’ belief in their capabilities to
improve academic studies, and adapt with campus life challenges) (Ismail et al,, 2015; Poh & Kanesan Abdullah, 2019),
and leadership development (e.g., joint students associations and voluntarily community services) (e.g., Bagheri et al,,
2013; Noori, 2021; Said et al., 2013). This relationship has widely been examined, but the mediating role of mentees’ self-
efficacy between such variables is little discussed due to the paucity of empirical studies in the context of this study. Thus,
further exploration of this issue is imperative.

This study has developed hypotheses based on the relevant theories and empirical studies pertaining to tertiary
education mentoring. This evidence has been used to discover and predict the relationship between mentors' roles,
mentees' self-efficacy, and mentees' leadership development. The influence of mentors’ information exchange in
upgrading mentee outcomes is consistent with the principal meaning of adult communication theory. For example,
Communication Accommodation Theory (Giles, 1973; Giles & Ogay, 2007) reveals that convergent-based information
exchange is normally used to strengthen social integration and approval among group members, and divergent-based
information exchange is often applied to create differences and distance among group members. Further, the theory is
expanded by Coupland et al. (1988) in which discourse management is frequently used to exchange information for
improving social relationships among group members, while interpersonal control is always applied to exchange
information for decreasing differences and forging comfortable interactions between group members. The application of
these theories in tertiary education mentoring indicates the essence of communication accommodation is often
translated as mentors’ information exchange (Napierkowski & Migliore, 2022; Villa et al., 2022).

The principal meaning of the theories is strongly supported by the previous tertiary education mentoring studies, which
disclose that mentors had often exchanged information with mentors by explaining the mentoring’s goals, content,
procedures, and advantages to mentees, discussing mentees’ tasks and responsibilities, and providing periodic
performance feedback to mentees (Ismail et al., 2015), giving verbal encouragement, providing new knowledge and skills
that meet mentees’ needs, and strengthening good relationships with mentees (Baroudi & David, 2020), willing to discuss
mentees’ social issues and challenging matters, and proposing possible problem-solving techniques (Yue & Ye, 2022),
giving advice about mentees’ study responsibilities (Napierkowski & Migliore, 2022), suggesting approachable
techniques to accomplish students’ goals (Chelberg & Bosman, 2020), and using storytelling and active listening to
improve student performance (Villa et al., 2022). Consequently, this exchange practice could lead to greater positive
mentee outcomes, such as self-efficacy (Chelberg & Bosman, 2020; Ismail et al., 2015; Villa et al., 2022), and leadership
development (Baroudi & David, 2020; Napierkowski & Migliore, 2022; Yue & Ye, 2022). Thus, the hypotheses are
developed as follows:

H1: Mentors’ information exchange positively affects mentees’ self-efficacy.
H2: Mentors’ information exchange positively affects mentees’ leadership development.

The effect of mentors’ help in enhancing mentee outcomes is in line with the notion of adult learning theory. For example,
Social Integration Theory (Tinto, 1975) describes that mentoring is an important intra-institutional factor where it may
aid students to assimilate into the university environment (social integration), upgrade their persistence in performing
responsibilities, and ultimately accomplish their objectives. While, Early Adult Transition Model (Levinson, 1978)
explains that psychological and physiological aid from an experienced and knowledgeable person is necessary to
facilitate a healthy transition for a person from childhood (dependent on his/her family) to adulthood (independent from
his/her family). This aid may assist adults to understand their main duties and responsibilities, as well as more
confidence in handling new lifestyles and confronting dysfunctional conflicts in daily life. The use of these theories in
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tertiary education mentoring shows that the essence of social aid is often interpreted as mentors’ help (Napierkowski &
Migliore, 2022; Yue & Ye, 2022).

The notion of these theories has received significant support from the tertiary education mentoring studies, which reveal
that mentors had normally provided different forms of help to mentees by providing intrinsic and extrinsic motivation,
opinions, praise, and aid to mentees (Ismail et al,, 2015), inspiring, guiding and facilitating mentees to build personal and
leadership development (Campbell et al.,, 2012), sharing explicit and tacit knowledge with mentees, using teaching
experiences to develop mentees as role models, and guiding mentees to improve organizational and leadership skills
(Baroudi & David, 2020), teaching mentees to improve social skills through involvement in student associations and
community service projects voluntarily (Yue & Ye, 2022), and building a conducive atmosphere to promote mentees’ self-
esteem and confidence about their abilities to perform responsibilities for the long-term success (Napierkowski &
Migliore, 2022), concerning with mentees’ needs and provide some financial aid (Chelberg & Bosman, 2020), establishing
a friendly and supportive rapport with mentees, raising mentees’ awareness about studies, sharing expertise to increase
mentees’ professional development beyond learning in the classrooms, establishing student connections with peers, and
providing encouragement and a sense of belief in solving distressful situations (Nikogeviq-Kurti, 2022). As a result, the
forms of such help provided can lead to higher positive mentee outcomes, especially self-efficacy (Chelberg & Bosman,
2020; Ismail et al., 2015; Nikogevig-Kurti, 2022), and leadership development (Baroudi & David, 2020; Campbell et al,,
2012; Napierkowski & Migliore, 2022; Yue & Ye, 2022). Thus, the hypotheses are established as follows:

H3: Mentors’ help positively affect mentees’ self-efficacy.
H4: Mentors’ help positively affect mentees’ leadership development.

The correlation between mentors’ roles, mentees’ self-efficacy, and mentees’ leadership development is consistent with
the essence of Bandura’s (1977) Self-Efficacy Theory, which posits that self-efficacy is a situation-specific and not a global
personality trait, where individuals who have a high belief in their capabilities can successfully execute their actions to
accomplish intended results in a particular condition. Application of the theory in tertiary education mentoring displays
that the essence of mentees’ self-efficacy is a strong enhancer of mentees’ leadership development, and an essential
mediating variable in the relationship between mentors’ roles and mentees’ leadership development (Byrne et al., 2022;
Propst & Koesler, 1998). Thus, the hypotheses are formulated as follows:

H5: Mentees’ self-efficacy positively affect mentees’ leadership development.

Some empirical evidence support that the effect of mentors’ roles and mentees’ leadership development is mediated by
mentees’ self-efficacy. For example, a survey by Propst and Koesler (1998) used a sample of 194 National Outdoor
Leadership School (NOLS) course students in Wyoming, US showed that the capability of mentors to openly share
valuable information (e.g., the mentoring goals and benefits, techniques, and periodic performance feedback), and
provide useful help (e.g., exhibit a role model admired by mentees) in structured and unstructured mentoring modes had
strongly evoked mentees’ self-efficacy, which in turn might lead to greater leadership development. Conversely, Byrne et
al. (2022) surveyed 79 American undergraduates and found that the ability of mentors to openly exchange useful
information with mentors (e.g., sharing knowledge and skills, as well as periodic performance feedback), and provide
useful help (e.g., supporting active learning through interactive learning, instructional planning, facilitation, and design)
in formal and informal mentoring methods had firmly invoked mentees’ self-efficacy. Consequently, this efficacy could
lead to higher leadership development. Thus, the hypotheses are constructed as follows:

H6: Relationship between mentors’ information exchange and mentees’ self-efficacy positively impact mentees’
leadership development.

H7: Relationship between mentors’ help and mentees’ self-efficacy positively impact mentees’ leadership development.

The theoretical and empirical evidence as described in the research literature have been used as a foundation to
formulate the study model as exhibited in Figure 1. This model shows two significant relationships: First, direct effect of
mentors’ roles on mentees’ self-efficacy and leadership development. Second, mediating effect of mentees’ self-efficacy
between mentors’ roles and mentees’ leadership development.

Mentors’ Roles:
e Information exchange

Mentees’ Leadership

Figure 1. Independent Variable Mediating Variable Dependent Variable
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Methodology
Research Design

A cross-sectional research design is a quantitative method, which it is suitable to collect survey questionnaires from a
particular subject group at one point in time (Schmidt & Brown, 2019). This procedure is able to help the researchers to
collect relevant data, less biased data and high-quality data from a larger population within a short time (Sekaran &
Bougie, 2016). Hair et al.’s (2017) data analysis procedure was used as a guideline to evaluate the quality of the
measurement model (relationship between items and constructs). In this measurement model, descriptive statistics were
utilized to perform data screening by the SPSS package, and confirmatory factor analysis was further executed by the
SmartPLS package. Next, after the quality of the measurement model was achieved, the structural model (relationship
between constructs) was tested using the SmartPLS path analysis model (structural equation modeling). This analysis is
implemented to test the direct effects model and mediating model. The direct effects model was first tested to determine
the direct effect of mentors’ roles on mentees’ self-efficacy and leadership development. Further, the mediating model
was tested to quantify the effect size and nature of mentees’ self-efficacy as a vital mediating variable between mentors’
roles and mentees’ leadership development.

Sample and Data Collection

The target population was undergraduate students at non-research-based public universities in Sarawak. A purposive
sampling plan was used to distribute 1,000 self-administered questionnaires to the students. This sampling plan was
chosen because the management of universities had not provided a complete list of registered undergraduate students
for confidential reasons. This constraint did not allow the researcher to select the study sample using a random technique.
From the number, only 761 (76.1%) usable questionnaires were returned to the researchers. The majority of
respondents were females (70.8%), aged between 22-24 years old (52.6%), Malaysian higher school certificate holders
(43%), third-year students (38%), cumulative grade point average holders from 2.51 to 3.00 (38.6%), bachelor program
students (69.9%), and male mentors (39.6%).

The survey questionnaire was drafted according to the university mentoring literature. To maintain the consistency of
the question meanings, a back translation method was used to translate the questionnaire into English and Malay
languages (Brislin, 1970). The survey questionnaire had three parts: First, mentors’ roles (MTR) consisted of two sub-
variables: information exchange (INC) and help (ELP). INC had 5 items adapted from the tertiary institution mentoring
information exchange literature (Ismail et al., 2021). Dimensions of this variable were explanation, discussion, and
feedback. While, ELP had 10 items adapted from the tertiary institution mentoring support literature (Ismail et al., 2021;
Rayle et al., 2006). Dimensions of this variable were moral aid and material aid.

Second, mentees’ self-efficacy (EFF) had 10 items adapted from the tertiary institution undergraduate students’ self-
efficacy literature (Bandura, 1977, 1994; Pajares & Schunk, 2005; Propst & Koesler, 1998). Dimensions of this variable
were mentees' beliefs to improve study performance, communication skills, personal life, and social relationship. Finally,
mentees’ leadership development (LDP) had 8 items adapted from the tertiary institution undergraduate students’
leadership development literature (Astin & Astin, 1996; Byrne et al., 2022; Dugan & Komives, 2007; Yue & Ye, 2022).
Dimensions of this variable were mentees know how to solve problems, play a role model, make decisions, and provide
caring. These items were assessed using a seven-item Likert scale ranging from “strongly disagree/dissatisfied” (1) to
“strongly agree/satisfied” (7). Respondents’ features were used as control variables because this study focused on the
general attitudes of undergraduate students.

Data Analysis

The survey questionnaire data were analyzed according to Hair et al.’s (2017) data analysis procedure. At the initial stage
of this procedure, data screening is first checked by the SPSS program to ensure the items for each construct have no
missing values, extreme values, straight-lining answers, non-normal data distribution, and non-response bias. The
outcomes of data screening showed three important results: First, the study questionnaire data had no missing values,
extreme values, and straight-lining answers, as well as satisfied the normal data distribution assumptions (all items have
Kurtosis and Skewness values less than +/-2.0). Second, the sample sufficiency was assessed according to the rule of
thumb, which stated that the highest number of formative indicators in the survey questionnaire should have more than
10 times, and items for measurement models had outer loading higher than the standard threshold of 0.70 (Hair et al,,
2017). The formative indicators in the questionnaire refer to 15 items that were used to measure mentors’ roles. The
study sample satisfied the minimum size of at least 150 respondents as determined by the rule. Finally, the response bias
was assessed according to Harman's single factor test, revealing the value of variance percentage for all items was 41.52,
which was less than 1.0 (Podsakoff et al., 2003), indicating that the survey questionnaire data were free from the bias
problem.

Further, the SmartPLS package was used because it can analyze data simultaneously on the study model either relative
or/and formative through path analysis, does not need normally distributed data, can analyze data with a small sample,
and user-friendly with an attractive interface display (Hair et al., 2017). The first step of this data analysis procedure, the
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quality of measurement model is evaluated using the PLS Algorithm. The analysis displays four significant outcomes:
First, convergent validity is achieved if item loadings for the study variables are greater than .70, and the average variance
extracted values for the study variables are higher than .50 (Henseler et al., 2009). Second, the composite reliability
values for the study variables are more than .80 (Nunnally & Bernstein, 1994). Third, discriminant validity is fulfilled
when the heterotrait-monotrait (HTMT) ratio of correlation values for the study variables are smaller than .90, and the
confidential interval values for the study variables are lower than 1.0 (Hair et al., 2017). Finally, collinearity problem is
not present if the variance inflation factor values for the correlation between the study variables are smaller than 5.0
(Hair etal., 2017).

The second part of the data analysis procedure, the structural model is tested using the Bootstrapping, Blindfolding and
Important-Performance Model Analysis. This test shows six important findings: First, Bootstrapping is used to test
hypotheses for the direct effects model and mediating model. Significant hypotheses are recognized when the t-value is
significant (t > 1.95). Second, model strength is judged based on the three types of RZ values, namely 0.26 (strong), 0.13
(moderate), and 0.02 (weak) (Cohen, 1988). Third, model fit is achieved if the value of estimated root mean residual
square (SRMR) smaller than 0.08 or 10.0 (Hu & Bentler, 1999). Fourth, effect size of constructs is determined based the
three categories of f2 values: 0.35 (strong), 0.15 (medium), and 0.02 (small). Fifth, predictive accuracy is fulfilled if the
blindfolding value (Q?) is greater than zero. Finally, Importance-Performance Map Analysis (IPMA) is used to determine
a crucial management problem in the hypothetical model (Hair et al., 2017).

Results

Model Measurement

Table 1 shows the item loadings for all study variables are higher than .70, and the average variance extracted (AVE)
values for the study variables are greater than .50 (Henseler et al., 2009), disclosing that they have met the convergent
validity standards. The composite reliability values for the study variables are bigger than .80 (Nunnally & Bernstein,
1994), revealing that the study instrument meets the internal consistency standards.

Table 1. The Results of Convergent Validity Analysis

Construct Number of Items Factor Loading AVE Composite Reliability
INC 5 .780 - .847 .666 909
ELP 10 .739 -.805 .610 940
EFF 10 .768 - .871 674 954
LDP 8 .779 - .862 671 942

Table 2 presents the values of heterotrait-monotrait (HTMT) ratio of correlation for the study variables are smaller than
.90, and the values of confidential interval for the study variables as shown in the parenthesis are lower than 1.0 (Hair et
al,, 2017), revealing that all study variables have met the discriminant validity standards.

Table 2. The Results of Discriminant Validity Analyses

Construct HTMT
INC ELP EFF
643 621
EFF (308, .489) (:328,.520)
540 525 599
LDP (127, 295) (105, 287) (218, .408)

The values in the parenthesis are the values of confidential interval at 2.5% and 97.5%

Table 3 shows the means for the study variables are between 5.272 and 5.609, revealing that most respondents perceive
that the levels of INC, ELP, EFF, and LDP are starting from high (4) to the highest level (7). Hence, the variance inflation
factor values for the correlation between the study variables are smaller than 5.0, disclosing that the correlation has not
affected by the colinearity problem (Hair et al., 2017).

Table 3. The results of variance inflation factor and descriptive statistics

Variance Inflation Factor

Construct Mean Standard Deviation EFF LDP
INC 5.609 .856 1.344 1.524
ELP 5.272 981 1.344 1.766
EFF 5.410 .935 1.880

LDP 5.517 .863
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Structural Model

The structural model test presents five outcomes: First, the value of the standardized root means square residual (SRMR)
is .049, which is lower than .1 (Hair et al., 2017). This result confirms that this model has a good fit. Second, the outcomes
of the model strength test display that INC and ELP have explained 48 percent of the variance in EFF, which is higher
than .26 (Cohen, 1988), revealing that this model has a substantial effect. INC and ELP have explained 33 percent of the
variance in LDP, which is greater than .26 (Cohen, 1988), disclosing that this model has a substantial effect. EFF has
explained 32 percent of the variance in LDP, which is bigger than .26 (Cohen, 1988), showing that this model has a
substantial effect. The inclusion of INC, ELP, and EFF has explained 48 percent of the variance in LDP, which is greater
than .26 (Cohen, 1988), disclosing that this model has a substantial effect.

Third, the outcomes of the effect size test display that the correlation between INC and EFF has an f?2 value of .24, which
is bigger than .15 and lower than .35 (Hair et al,, 2017), signifying that INC has a medium effect on EFF. The correlation
between ELP and EFF has an f?2 value of .266, which is greater than .15 and smaller than .35 (Hair et al.,, 2017), revealing
that ELP has a medium effect on EFF. The correlation between INC and LDP has an f? value of .045, which is higher than
.02 and lower than .15 (Hair et al,, 2017), displaying that INC has a small effect on LDP. The correlation between ELP and
LDP has an f? value of .043, which is greater than .02 and smaller than .15 (Hair et al., 2017), showing that it has a small
effect on LDP.

Fourth, the results of the predictive relevance test (Q?) shows that EFF has a Q2 value of .320 and LDP has a Q2 value of
.252, indicating that it has predictive relevance (Hair et al., 2017). Fifth, the outcomes of the predictive performance test
show that the PLS-SEM (Q2-predict values =.195 to.348) and LM RMSE (Q?2-predict values =.172 to .340) have all items
are more than zero, indicating that the prediction errors are distributed symmetrically. PLS-SEM values for all items have
many lower prediction errors than the item values for LM RMSE, indicating that this model has high predictive
performance power (Shmueli et al., 2016).

Table 5 shows seven important results of testing the research hypotheses. First, INC is positively and significantly
associated with EFF (B = .396;t = 8.228), therefore H1 is supported. Second, ELP is positively and significantly
associated with EFF (8 = 0.417;t = 8.300), therefore H2 is supported. Third, INC is positively and significantly
associated with LDP (B =.209;t = 5.180), therefore, H3 is supported. Fourth, ELP is positively and significantly
associated with LDP (8 = .206;t = 4.374), therefore H4 is supported. Fifth, EFF is positively and significantly associated
with LDP (8 = .565;t = 18.437), therefore H4 is supported. Six, the relationship between INC and LDP is positively
mediated by EFF (8 = .564;t = 17.755), therefore H5 is supported. Finally, the relationship between ELP and LDP is
positively mediated by EFF (8 = .564;t = 18.604), therefore H7 is supported. The outcome shows that mentees’ career
development and mentees’ leadership development are significant results of mentors’ information exchange and help.
Hence, the effect of mentors’ information exchange and help on mentees’ leadership development is positively mediated
by mentees’ self-efficacy.
Table 5. The Results of the Research Hypothesis Testing

Hypothesis B t Statistics Result R? Decision
E% 2\1{(1:3 3 Eél;l; 2?2 gg(z)g gﬁgggxgg 480 Substantial effect
:i g\i(pi i LL‘,DDI; ;82 251,32 gﬁgggng 330 Substantial effect
H5: INC - LDP .565 18.437 Supported .565 Substantial effect
72 5L 3 EFE > Lop S64 5 Swpomed 491 Substantialeffe

*significant at t statistics > 1.96 (two-tail test)

As an extension of the hypothesis testing, IPMA results show that LDP (75.375) is the highest performance and followed
by EFF (73.037), and MTR (72.943). Further, MTR has been recognized as the most critical problem that should be
appropriately treated to enhance the success of tertiary education mentoring programes.

Discussion

This study confirms that all hypotheses for the direct effects model and mediating model are supported. The hypothesis
testing results for the direct effects model show three essential findings: First, mentors’ information exchange has
successfully upgraded mentees’ self-efficacy and leadership development. This result is consistent with the principal
meaning of adult learning theory, namely Communication Accommodation Theory (Giles, 1973; Giles & Ogay, 2007)
promotes convergent-based information exchange; and Expanded Communication Accommodation Theory (Coupland et
al, 1988) encourages discourse management. The use of such communication styles in exchanging mentoring
information may strongly induce positive individual outcomes, by reducing divergent opinions and improving social
integration among group members (Napierkowski & Migliore, 2022; Villa et al., 2022).
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The principal meaning of the theories has been supported by the previous tertiary education mentoring studies, which
disclose that the ability of mentors to properly execute information exchange in structured and unstructured mentoring
activities may lead to higher positive mentee outcomes, such as self-efficacy (Chelberg & Bosman, 2020; Ismail et al,,
2015; Villa et al., 2022), and leadership development (Baroudi & David, 2020; Napierkowski & Migliore, 2022; Yue & Ye,
2022).

Second, mentors’ help has effectively enhanced mentees’ self-efficacy and leadership development. This result is in line
with the notion of adult learning theory, namely Social Integration Theory (Tinto, 1975) describes that help is an
important intra-institutional factor; and Early Adult Transition Model (Levinson, 1978) explains that help is done in the
forms of psychological and physiological support by experienced and knowledgeable persons. Execution of various help
types may upgrade positive individual outcomes, by promoting social integration, understanding their main duties and
responsibilities, and strengthening their confidence to handle new lifestyles and confront dysfunctional conflicts in daily
life (Napierkowski & Migliore, 2022; Yue & Ye, 2022).

The notion of these theories has received significant support from tertiary education mentoring studies, which reveal
that the competency of mentors to properly practice moral and material help in structured and unstructured mentoring
modes can upgrade positive mentee outcomes, by promoting self-efficacy (Chelberg & Bosman, 2020; Ismail et al., 2015;
Nikogeviq-Kurti, 2022), and leadership development (Baroudi & David, 2020; Campbell et al., 2012; Napierkowski &
Migliore, 2022; Yue & Ye, 2022).

The results of testing hypotheses for the mediating model display that the effect of mentors’ roles on mentees’ leadership
development is mediated by mentees’ self-efficacy. This result is consistent with the essence of Bandura’s (1977) Self-
Efficacy Theory, which states that individuals” high belief in their capabilities is strongly determined by social persuasion
factors (e.g., mentoring) and this can strongly inspire them to accomplish their intended results in a particular condition
(Chelberg & Bosman, 2020; Villa et al., 2022). This notion has received strong support from previous empirical evidence,
which discloses that the capability of mentors to appropriately perform information exchange and help in structured and
unstructured mentoring methods will strongly invoke mentees’ self-efficacy. Consequently, this efficacy may lead to
greater mentees’ leadership development (Byrne et al., 2022; Propst & Koesler, 1998).

The IPMA results have recognized that mentors’ roles are a crucial management problem that should be given major
attention. To deal with this problem, practitioners should focus on the following aspects: Firstly, training methods and
content should be revised to help mentors implement mentoring tasks effectively. For example, training content that is
designed to focus on andragogy (adult learning) is very useful to increase the understanding of mentors about university
students’ wants, needs, and/or demands. This knowledge will help mentors to educate diverse mentees’ backgrounds in
structured and/or unstructured mentoring programs through systematic learning methods, namely learning by
observation (e.g., mentors deliver clear information about the mentoring’s procedure and goals, and road maps to
increase mentees’ well-being), and learning by doing (e.g., mentors allocate times and energies to inspire, guide and
facilitate mentees in achieving objectives) can strongly drive mentees to meet their objectives.

Secondly, close connections between mentors and mentees should be developed based on respect, trust, honesty,
cooperation, and support to promote developmental relationships. This relationship is normally practiced by face-to-
face and online methods to inspire young adults to discover who they are, cultivate abilities to shape their own lives and
learn how to engage with and contribute to the world around them. This initiative may cultivate mentees’ abilities to
become more independent, innovative, and responsible in thriving for their future careers. Thirdly, considering the
limited job opportunities offered by the government sector and high competition among graduates to fulfill job vacancies
in the present industry, then entrepreneurial mentoring programs should be given priority to overcome a serious
unemployment problem for university students. This specific mentoring target will inspire mentors to give the most
focus on upgrading mentees’ latest entrepreneurial values, knowledge, and skills. As a result, this initiative can nurture
mentees to become prospective entrepreneurs in the real world of work.

Finally, talented lecturers should be hired to make a significant impact on mentoring programs. Talented lecturers have
distinctive competencies, such as knowledge, technical skills, cognitive and affective abilities, good moral values, and
other capabilities that are consistent with changing environments. They can improve mentoring effectiveness by
applying their competencies to guide and facilitate mentees in improving academic performance, linking academic
knowledge to the real world of work, developing psychosocial and career advancements, and cultivating mentees to
become innovative and credible future leaders in society. If the above suggestions are given more attention this can
stimulate mentees to achieve their personal and tertiary education mentoring goals.

Conclusion

This study tested the study models established based on the tertiary education mentoring research literature. The
measurement scale has satisfied the validity and reliability standards. The outcomes of hypothesis testing have shown
that mentors’ roles (information exchange and help) are significant antecedents of mentees’ self-efficacy and leadership
development. Hence, mentees’ self-efficacy is a significant mediating variable between mentors’ roles and mentees’
leadership development. This outcome also is consistent with and has broadened the tertiary education mentoring
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studies mostly circulated in Western and Asian countries. Therefore, current research and practice within tertiary
education institutions need to consider mentees’ self-efficacy as a crucial dimension of the undergraduate mentoring
domain. This study further suggests that the ability of mentors to properly implement their roles will strongly invoke
subsequent positive mentee outcomes (e.g., career, psychosocial, study performance, and employability). Thus, this
positive outcome may lead to maintaining and enhancing the performance of tertiary education institutions in the global
university ranking.

Recommendations

The study provides several important suggestions to strengthen future research. First, gender, age, education, academic
discipline, academic performance, and mentor gender are critical respondents’ features that should be considered
because they may increase our understanding of the similarities and differences between respondents’ perceptions of
the correlation between the study variables. Second, longitudinal studies could be carried out in future research if we
want to make a comparison between after and before the implementation of mentoring programs and keep track of the
effectiveness of mentoring programs at different times. Third, private universities should be used in future research to
get a better understanding of the effectiveness of mentoring programs within Malaysian tertiary education institutions.
Fourth, two dimensions of mentors’ roles, like participation and learning methods should be considered because they
have widely been acknowledged in previous tertiary education mentoring studies as a significant antecedent of mentee
outcomes. Fifth, two major types of mentees’ self-efficacy, namely high self-efficacy, and low self-efficacy should be used
because they are extensively recognized in past tertiary education mentoring studies as an important link between
mentors’ roles and mentees’ leadership development. Finally, several important components of mentee outcomes such
as academic achievement, career choice, and personal and professional development should be used because they have
widely been discussed in previous tertiary education mentoring research reports. Thus, the importance of the above
suggestions should be further advanced in future research.

Limitations

The study has some methodological and conceptual limitations. Firstly, a cross-sectional research method is only able to
describe the general respondents’ perceptions of the correlation between the study variables. Second, the correlation
between the specific indicators for the study variables is not examined. Third, respondents’ features are not used to
measure the correlation between the study variables. Fourth, a purposive sampling plan does not provide sufficient data
to represent the study population. Finally, public universities established by the Malaysian federal government are only
used in this study. These limitations may decrease the generalizability of the study results to various kinds of tertiary
education institutions.

Acknowledgements

The researchers thank the Ministry of Higher Education, Malaysia (Research Grant: FRGS/05(14)/669/2007(34)),
Universiti Kebangsaan Malaysia, Suleyman Demirel University, and DRB-HICOM University of Automotive Malaysia for
supporting this research, as well as all the research participants.

Authorship Contribution Statement

Aminudin and Azman: Conceptualization, design, analysis, writing, final approval, supervision, editing, reviewing, final
approval. Mustafa and Azman: Writing, data acquisition, data analysis / interpretation, statistical analysis, drafting
manuscript. Suja and Anis: Writing, critical revision of manuscript, statistical analysis. Aminudin: Technical and material
support.

References

Abdullah, N. A,, Ismail, A, Latif, M. F. A,, & Omar, N. (2015). Peranan program pementoran dalam meningkatkan kejayaan
menti: Kajian empirikal amalan komunikasi di sebuah universiti awam Malaysia [Mentoring program roles in
enhancing mentees’ success: An empirical study of communication practices at a Malaysian public university].
Malaysian Journal of Society and Space, 11(10), 89-100. http://journalarticle.ukm.my/9536/

Akyavuz, E. K., & Asicy, E. (2021). The effect of volunteer management mentoring program on mentors’ entrepreneurship
tendency and leadership self-efficacy. Participatory  Educational Research, 8(2), 1-16.
https://doi.org/10.17275/per.21.26.8.2

Andersen, C. L., & West, R. E. (2020). Improving mentoring in higher education in undergraduate education and exploring
implications for online learning. Revista de Educacién a Distancia, 20(64), Article 2.
https://doi.org/10.6018/red.408671

Astin, H. S., & Astin, A. W. (1996). A social change model of leadership development: Guidebook: Version IIl. Higher
Education Research Institute at the University of California.



http://journalarticle.ukm.my/9536/
https://doi.org/10.17275/per.21.26.8.2
https://doi.org/10.6018/red.408671

1728 | MOKHTAR ET AL. / Mentors’ Roles, Mentees’ Leadership Development and Self-Efficacy

Bagheri, A, Lope Pihie, Z. A,, & Krauss, S. E. (2013). Entrepreneurial leadership competencies among Malaysian university
student  entrepreneurial leaders.  Asia Pacific ~ Journal  of  Education, 33(4), 493-508.
https://doi.org/10.1080/02188791.2013.822789

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. Psychological Review, 84(2), 191-215.
https://doi.org/10.1037/0033-295X.84.2.191

Bandura, A. (1994). Self-efficacy. In V. S. Ramachaudran (Ed.), Encyclopedia of human behavior (pp. 71-81). Academic
Press.

Baroudi, S., & David, S. A. (2020). Nurturing female leadership skills through peer mentoring role: A study among
undergraduate students in the United Arab Emirates. Higher Education Quarterly, 74(4), 458-474.
https://doi.org/10.1111/hequ.12249

Brislin, R. W. (1970). Back-translation for cross-cultural research. Journal of Cross-Cultural Psychology, 1(3), 185-216.
https://doi.org/10.1177/135910457000100301

Byrne, V. L, Jardine, H. E., Williams, A. Y., & Donlan, A. E. (2022). Academic peer mentorship as a leadership development
experience: Fostering leadership self-efficacy. The Journal of Leadership Education, 21(1), 1-12.
https://doi.org/10.12806/v21/il1/rl

Campbell, C. M., Smith, M., Dugan, ]. P., & Komives, S. R. (2012). Mentors and college student leadership outcomes: The
importance  of  position and process. Review of Higher  Education, 35(4), 595-625.
https://doi.org/10.1353/rhe.2012.0037

Chelberg, K., & Bosman, L. (2020). American Indian college student mentoring: A study to measure changes in self-
efficacy. Education Sciences, 10(2), Article 38. https://doi.org/10.3390/educsci10020038

Cohen, ]. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Taylor & Francis Inc.

Coupland, N., Coupland, |, Giles, H., & Henwood, K. (1988). Accommodating the elderly: Invoking and extending a theory.
Language in Society, 17(1), 1-41. http://www.jstor.org/stable/4167896

Crisp, G. (2016). Promising practices and programs: Current efforts and future directions. New Directions for Community
Colleges, 2016(175), 103-110. https://doi.org/10.1002/cc.20216

Dugan, J. P. (2006). Explorations using the social change model: Leadership development among college men and women.
Journal of College Student Development, 47(2), 217-225. https://doi.org/10.1353/CSD.2006.0015

Dugan, ]. P., & Komives, S. R. (2007). Developing leadership capacity in college students: Findings from a national study (A
report from the multi-institutional study of leadership). National Clearinghouse for Leadership Programs.
https://bit.ly/30lIKwFF

Giles, H. (1973). Communicative effectiveness as a function of accented speech. Speech Monographs, 40(4), 330-331.
https://doi.org/10.1080/03637757309375813

Giles, H., & Ogay, T. (2007). Communication accommodation theory. In B. B. Whaley, & W. Samter (Eds.), Explaining
communication: Contemporary theories and exemplars (pp. 293-310). Lawrence Erlbaum Associates.

Hair, J. F,, Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on partial least squares structural equation modeling
(PLS-SEM) (2nd ed.). SAGE Publications Inc.

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The use of partial least squares path modeling in international
marketing. In R. R. Sinkovics & P. N. Ghauri (Eds.), New challenges to international marketing (Vol. 20, pp. 277-319).
Emerald Group Publishing Limited. https://doi.org/10.1108/S1474-7979(2009)0000020014

Hernandez, P. R, Estrada, M., Woodcock, A., & Schultz, P. W. (2017). Protégé perceptions of high mentorship quality
depend on shared values more than on demographic match. Journal of Experimental Education, 85(3), 450-468.
https://doi.org/10.1080/00220973.2016.1246405

Hu, L., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus
new  alternatives.  Structural  Equation  Modeling: A  Multidisciplinary  Journal,  6(1), 1-55.
https://doi.org/10.1080/10705519909540118

Ismail, A, Abdullah, N. A,, Zaiedy, N. I, Ghani, A. A,, & Omar, N. (2015). Mentoring program as an instrument of enhancing
mentees’ self- efficacy. Acta Universitatis Danubius, 9(1), 14-32. https://bitly/3XByknA

Ismail, A., Ibrahim, N., & Keliwon, K. B. (2021). Mentor-mentee interaction and mentees’ psychosocial development: The
mediating effect of mentees’ self-efficacy. Eurasian Journal of Educational Research, 21(94), 79-100.
https://bitly/43c1Z0


https://doi.org/10.1080/02188791.2013.822789
https://doi.org/10.1037/0033-295X.84.2.191
https://doi.org/10.1111/hequ.12249
https://doi.org/10.1177/135910457000100301
https://doi.org/10.12806/v21/i1/r1
https://doi.org/10.1353/rhe.2012.0037
https://doi.org/10.3390/educsci10020038
http://www.jstor.org/stable/4167896
https://doi.org/10.1002/cc.20216
https://doi.org/10.1353/CSD.2006.0015
https://bit.ly/3oIKwFF
https://doi.org/10.1080/03637757309375813
https://doi.org/10.1108/S1474-7979(2009)0000020014
https://doi.org/10.1080/00220973.2016.1246405
https://doi.org/10.1080/10705519909540118
https://bit.ly/3XByknA
https://bit.ly/43c1Zop

European Journal of Educational Research | 1729

Ismail, A, Omar, N., & Abdullah, N. A. (2017). Mentoring communication practices and their relationship with study
performance. Jurnal Personalia Pelajar, 20(2), 49-57. https://bitly/41XP35x

Kamali Arslantas, T., & Kocagdz, O. E. (2021). Examining the mentoring process in collaborative project-based learning
of preservice instructional technology teachers. Education Reform  Journal, 6(1), 47-61.
https://doi.org/10.22596/erj2021.06.01.47.61

Kanten, S., Kanten, P., & Ulker, F. (2017). The effects of mentoring functions on career adaptabilities and career self-
efficacy: The role of career optimism. European Journal of Multidisciplinary Studies, 2(7), 259-272.
https://doi.org/10.26417 /ejms.v6i2.p259-272

Lejonberg, E., & Tiplic, D. (2016). Clear mentoring: Contributing to mentees’ professional self-confidence and intention
to stay in their job. Mentoring & Tutoring: Partnership in Learning, 24(4), 290-305.
https://doi.org/10.1080/13611267.2016.1252110

Levinson, D. ]. (1978). The seasons of a man'’s life. Knopf.

Ministry of Higher Education Malaysia. (2015). Pelan Pembangunan Pendidikan Malaysia (PPPM) 2015-2025 (Pendidikan
Tinggi) [Malaysia Education Blueprint (MEB) 2015-2025 (Higher Education)]. https://bit.ly/3LvURh1

Napierkowski, D., & Migliore, D. A. (2022). Paid mentors develop leadership skills and promote socialization into nursing.
Nursing Education Perspectives, 43(6), E56-E58. https://doi.org/10.1097/01.NEP.0000000000000975

Nikogeviq-Kurti, E. (2022). Predictive power of five-factor mentoring model on student teachers’ teaching self-efficacy
beliefs. European Journal of Educational Research, 11(3), 1245-1257. https://doi.org/10.12973 /eu-jer.11.3.1245

Noori, A. Q. (2021). Students’ experiences of their leadership development through the leadership subject taught in
Universiti Teknologi Malaysia. Journal of World Englishes and Educational Practices, 3(8), 1-9.
https://doi.org/10.32996/jweep.2021.3.8.1

Nunnally, ]. C., & Bernstein, 1. H. (1994). Psychometric theory (3rd ed.). McGraw-Hill

Pajares, F., & Schunk, D. H. (2005). Self-efficacy and self-concept beliefs: Jointly contributing to the quality of human life.
In H. W. Marsh, R. G. Craven, & D. M. Mclnerney (Eds.), International advances in self research (pp. 95-122). Age
Publishing.

Podsakoff, P. M., MacKenzie, S. B., Lee, ].-Y., & Podsakoff, N. P. (2003). Common method biases in behavioral research: A
critical review of the literature and recommended remedies. Journal of Applied Psychology, 88(5), 879-903.
https://doi.org/10.1037/0021-9010.88.5.879

Poh, R, & Kanesan Abdullah, A. G. B. K. (2019). Factors influencing students’ research self-efficacy: A case study of
university students in Malaysia. Eurasian Journal of Educational Research, 82, 137-168. https://bitly/3Avn]2

Propst, D. B, & Koesler, R. A. (1998). Bandura goes outdoors: Role of self-efficacy in the outdoor leadership development
process. Leisure Sciences, 20(4), 319-344. https://doi.org/10.1080/01490409809512289

Rayle, A. D., Kurpius, S. E. R, & Arredondo, P. (2006). Relationship of self-beliefs, social support, and university comfort
with the academic success of freshman college women. Journal of College Student Retention: Research, Theory &
Practice, 8(3), 325-343. https://doi.org/10.2190/R237-6634-4082-8Q18

Said, H., Pemberton, C. L. A,, & Ahmad, 1. (2013). Effectiveness of leadership training programs in public universities of
Malaysia in developing students’ knowledge of leadership. World Applied Sciences Journal, 28(1), 1-8.
https://idosi.org/wasj/wasj28(1)13/1.pdf

Salas, R., Aragon, A., Alandejani, J., & Timpson, W. M. (2014). Mentoring experiences and latina/o university student
persistence. Journal of Hispanic Higher Education, 13(4), 231-244. https://doi.org/10.1177/1538192714532814

Schlesinger, J., O’Shea, C., & Blesso, J. (2021). Undergraduate student career development and career center services:
Faculty perspectives. The Career Development Quarterly, 69(2), 145-157. https://doi.org/10.1002/cdq.12255

Schmidt, N. A., & Brown, ]. M. (2019). Evidenced-based practice for nurses: Appraisal and application of research (4th ed.).
Jones and Bartlett.

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill-building approach. (7th ed.). Wiley & Sons, West
Sussex.

Shmueli, G., Ray, S., Velasquez Estrada, ]. M., & Chatla, S. B. (2016). The elephant in the room: Predictive performance of
PLS models. Journal of Business Research, 69(10), 4552-4564. https://doi.org/10.1016/j.jbusres.2016.03.049

Tinoco-Giraldo, H., Torrecilla Sdnchez, E. M., & Garcia-Pefialvo, F.]. (2020). E-mentoring in higher education: A structured
literature review and implications for future research. Sustainability, 12(11), Article 4344.
https://doi.org/10.3390/sul12114344


https://bit.ly/41XP35x
https://doi.org/10.22596/erj2021.06.01.47.61
https://doi.org/10.26417/ejms.v6i2.p259-272
https://doi.org/10.1080/13611267.2016.1252110
https://bit.ly/3LvURh1
https://doi.org/10.1097/01.NEP.0000000000000975
https://doi.org/10.12973/eu-jer.11.3.1245
https://doi.org/10.32996/jweep.2021.3.8.1
https://doi.org/10.1037/0021-9010.88.5.879
https://bit.ly/3AvnJ2J
https://doi.org/10.1080/01490409809512289
https://doi.org/10.2190/R237-6634-4082-8Q18
https://idosi.org/wasj/wasj28(1)13/1.pdf
https://doi.org/10.1177/1538192714532814
https://doi.org/10.1002/cdq.12255
https://doi.org/10.1016/j.jbusres.2016.03.049
https://doi.org/10.3390/su12114344

1730 | MOKHTAR ET AL. / Mentors’ Roles, Mentees’ Leadership Development and Self-Efficacy

Tinto, V. (1975). Dropout from higher education: A theoretical synthesis of recent research. Review of Educational
Research, 45(1), 89-125. https://doi.org/10.3102/00346543045001089

Tobin, M. ]. (2004). Mentoring: Seven roles and some specifics. American Journal of Respiratory and Critical Care Medicine,
170(2), 114-117. https://doi.org/10.1164 /rccm.2405004

Tominaga, A, & Kogo, C. (2018). Attributes of good e-learning mentors according to learners. Universal Journal of
Educational Research, 6(8), 1777-1783. https://doi.org/10.13189/UJER.2018.060822

van Dinther, M., Dochy, F., & Segers, M. (2011). Factors affecting students’ self-efficacy in higher education. Educational
Research Review, 6(2), 95-108. https://doi.org/10.1016/j.edurev.2010.10.003

Villa, L. K., Ruth, A, Luchmun, R, & Cantt, E. (2022). Increasing self-efficacy in mentoring relationships for aspiring
entrepreneurs in community colleges. Community College Journal of Research and Practice, 46(10), 693-711.
https://doi.org/10.1080/10668926.2021.1896397

Yue, X, & Ye, Y. (2022). The development of a training program to improve students’ social leadership capacity in normal
Universities of Yunnan Province, China. Scholar: Human Sciences, 14(1), 373-387. https://bitly/42500nt



https://doi.org/10.3102/00346543045001089
https://doi.org/10.1164/rccm.2405004
https://doi.org/10.13189/UJER.2018.060822
https://doi.org/10.1016/j.edurev.2010.10.003
https://doi.org/10.1080/10668926.2021.1896397
https://bit.ly/425oont

