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ABSTRACT
Master’s Thesis

The Relationship between Mentoring Functions and Psychological
Empowerment: The Role of Trust and Political Skills

Elmira KABDULOVA

Dokuz Eyliil University
Graduate School of Social Sciences
Department of Business Administration

Master Of Business Administration Program

The aim of this study is to examine the role of trust in mentor and mentor’s
political skill on the relationship between mentoring functions and psychological
empowerment. Specifically the study asserts that mentoring functions received by
the protégé will form positive trust in mentor perceptions, which will positively
affect psychological empowerment of the protégé. The study also claims that the
relationship between trust in mentor and psychological empowerment will be
stronger when the mentor is perceived to have high political skill by the protégé.
Data were collected from 151 employees who live in Kazakhstan through an
online survey form. The analysis indicates that hypotheses were supported. So,
protégés increases their trust in their mentors as they get good mentoring
functions and this cognitive and affective trust allows protégés psychologically
empowered. In addition, once trust in mentor perceptions are formed, politically
skilled mentors can make protégés to think and feel more empowered at the
workplace. Our findings indicate that mentors with high political skill can
increase psychological empowerment of the protégé only after establishing

interpersonal trust.

Keywords: Mentoring functions, Protégé, Trust, Political skill, Psychological

Empowerment.



OZET
Yiiksek Lisans Tezi

Mentorluk Fonksiyonlar ve Psikolojik Giiclendirme Iliskisi: Giiven ve Politik

Beceri Rolii
Elmira KABDULOVA

Dokuz Eyliil Universitesi
Sosyal Bilimler Enstitiisii
Isletme Anabilim Dah

Ingilizce Isletme Yénetimi Program

Bu calismanin amaci mentorluk ve psikolojik giiclendirme arasindaki
iliskide mentora olan giivenin ve mentorun politik becerisinin roliinii incelemektir.
Ozellikle, ¢alismamiz mentorluktan faydalanan ciragin mentoruyla ilgili pozitif
giiven algis1 gelistirecegini ileri siirmektedir, bu ise sonrasinda ¢iragin psikolojik
giiclendirmesini olumlu sekilde etkileyecektir. Ayrica calismamiz, ¢iragin
mentoru yiiksek politik becerilere sahip olarak algilamasi durumunda mentora
olan giiven ve psikolojik gili¢lendirme arasindaki iliskinin daha gii¢lii olacagini
iddia etmektedir. Veriler Kazakistan’da yasayan 151 c¢alisana yapilan ¢evrimigi
soru formu yoluyla toplanmistir. Analiz sonuglar1 hipotezlerin desteklendigini
belirtmektedir. Ciraklar mentorluk fonksiyonlarindan yararlandik¢a mentorlarina
daha fazla giivenmektedirler ve bu bilissel-duygusal dayanak (giiven) onlarin
psikolojik olarak giiglenmesini saglamaktadir. Ayrica, mentora olan giiven bir
kere olusunca politik becerisi yiiksek mentorlar ¢iraklarinin igyerinde daha
gliclenmis hissetmelerini saglayabilir. Bulgularimiz yiiksek politik becerilere
sahip mentorlarin ¢iraklarin psikolojik giiclendirmesine katki sagladigini sadece

kisileraras1 giiven olusturduktan sonra gerceklestigini gostermektedir.

Anahtar kelimeler: Mentorluk Fonksiyonlari, Cirak, Giiven, Politik Beceri,

Psikolojik Gii¢lendirme.
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INTRODUCTION

The continuous and rapid changes in markets require continuous training of
staff because knowledge becomes obsolete quickly. Staff constantly needs to upgrade
their skills and professional capacity. One of the effective tools to meet all these
requirements is mentoring (Dobryh, 2007). The main goal of the mentoring is the
training and development of the protégé within his positions and professional
activity.

It has been shown that mentoring has important effects on the protégé’s
outcomes. Several meta-analysis studies consistently show that a protégé’s outcomes
are elevated with the help of mentoring (Kammeyer-Mueller & Judge, 2008; DuBois,
Portillo, Rhodes, Silverthorn, & Valentine, 2011). Mentoring research put forward
that mentors provide three functions; psychological support, career development and
role modeling, and through these functions, protégés can increase their outcomes
such as organizational commitment, productivity, performance and job satisfaction.
One of these important outcomes is psychological empowerment (Corsun & Enz,
1999). The mentor, providing the protégé with mentoring functions, can inspire a
sense of meaning for his/her work, increase self-determination, self-efficacy and
competence to reach organizational and task related outcomes (Sun, Pan, & Chow,
2013). Sun, Pan and Chow (2013) showed the positive effect of mentoring on the
psychological empowerment by the protégé.

Despite the importance of the positive effects of mentoring on the protégé’s
psychological empowerment, there are two issues that still need to be considered.
One of the issues is how the effects of mentoring functions are transmitted to
psychological empowerment. While many of the empowerment and mentoring
studies highlight that the relationship quality is an important concept, most of the
studies do not consider relationship quality as a mediating mechanism. This study
points this gap and claims that relationship quality can be utilized to translate the
mentoring functions’ effects on to desired outcomes such as psychological
empowerment. So this study conceptualizes “relationship quality” as “interpersonal
trust” (specifically trust in mentor) which can capture social exchange interaction

between the mentor and the protégé. Generally, the mentor — protégé relationship



begins with mentoring functions; such as the mentor provides consultation,
friendship, coaching, assigning challenging tasks, and showing positive behaviors. In
turn, if the protégé thinks that the function he/she receives is beneficial then he/she
reciprocates and begins to trust the mentor. Thus, the trust in mentor can be formed
after the protégé thinks and feels sure about his/her cognitions and emotions.

The second issue is to consider the contextualizing effect of political skill on
the relation between trust in mentor and psychological empowerment. To best of our
knowledge, there is only one study (Sun, Pan, & Chow, 2013) showing that political
skill can moderate the relationship between mentoring functions and psychological
empowerment. However, the role of political skill is not examined when “trust in
mentor” is used as a mediating mechanism. In other words, when a mentor is
perceived to have high political skill, will the protégé try to enjoy the benefits of the
mentor’s skills immediately or will the protégé wait for to trust in order to enjoy the
benefits. Based on the social exchange theory, | claim that the political skill of a
mentor can be evaluated correctly only after the protégé forms trust through the
mentoring functions received. Afterwards, mentors who have high political skill are
capable of revealing more effectively the protégé’s feeling of impact, competence,
self-definition and meaning. Thus one more contribution of this research is the
consideration of political skill as a moderator in the relationship between trust in
mentor and psychological empowerment. So | develop a more precise way of
showing the role of political skill in relation to mentoring functions and
psychological empowerment.

The aim of the study is to consider the relationship between mentoring and
psychological empowerment, in which trust in mentor is a connecting factor while
the political skill of a mentor moderates the trust-empowerment relation.

Therefore, we develop the following conceptual model (please see Figure 1).
We consider mentoring functions as an independent variable. It will influence the
trust in mentor which is the mediating variable. Based on the social exchange theory,
once the mentor provides functions, the protégé will benefit from these and update
his/her trust in mentor. Then the trust in mentor will influence the psychological
empowerment, namely our dependent variable. Thus trust will enable the protégé to

show his/her contribution and impact on the organization. This relationship is



contextualized by the political skill of the mentor. As a moderator variable, political
skill interacts with trust and makes the protégé more psychological empowered, and
we claim that the political skill contextualizes the relationship between trust and
employment.

Figure 1: Conceptual Model

Mentoring +—— Trust in —> Psychological

Functions Mentor Empowerment

Political Skill of Mentor

The main contribution of this study is the consideration of trust as a linking
component of the relationship between mentoring and psychological empowerment
and determining the role of political skill when trust is entered as a mediating
mechanism. The trust in this position can help to build effective relationships and
prevent some of the difficulties that may be formed between the mentor and protégé.

The next chapter describes the general concepts, definitions, dimensions,
antecedents and consequences of study variables such as mentoring, interpersonal
trust, psychological empowerment and political skill. The following chapter provides
an overview of the content and the basis for each variable. Also, it describes the
attributes of each dimension of which these variables consist. In order to understand
in detail, the essence of each variable is defined, and then antecedents, which affect
the formation of these variables, and consequences, are described. In the second
chapter, the interrelations between mentoring and trust in mentor, trust in mentor and
psychological empowerment, and the effect of political skill on the relationship
between trust and psychological empowerment are explained. These interrelations
are the hypotheses of study. The third chapter presents the research methods and a
description of the data collection process. The final chapter consists of analysis and
the results of this study.



CHAPTER 1
LITERATURE REVIEW
1.1. WHO IS A MENTOR?

The origin of mentoring dates back to Greek mythology. During the Trojan
War, before going into battle Odysseus appointed Mentor, who was his friend and
advisor, as responsible for the education of his son, Telemahusa. Mentor taught
various skills and shared his knowledge as a mentor and teacher of Telemahusa
(Murray, 1991). Thereby the word “mentor” began to make sense as a “wise
counselor” (Murray, 1991).

In turn, interest in mentoring took the place in scientific research. Many
studies have been conducted on the issue of mentoring. One important and
considerable work is Kram’s research. In 1980, Kram had focused on the career
development of employees’ based on the relationships between the protégé and
mentor. She discovered a psychosocial advantage in mentoring, and put forward the
basic tenets of mentoring. Following Kram’s work on mentoring, many researchers
also pursued this topic, such as Noe (1988), Scandura (1992), Theresa and Holmes
(1992), and Bennetts (1996). They confirmed that mentoring is a training in the
workplace (Noe, 1988), where a more experienced employee provides training
(Theresa & Holmes, 1992), the transfer of resources and information for the less
experienced or new employee (Scandura, 1992). In addition, the purpose of
mentoring is operative involvement of new employees in the performance of official
duties and activities of the organization (Noe, 1988).

So, Kram (1985) defined mentoring as “the relationship between an
experienced person and less experienced person who helps to progress in career and
in work activities”.

Most definitions state the mentoring relationship is based on a one-on-one
relationship between a mentor and a protégé, or an advisor and an advisee. This
relationship is carried out through its members, who are the mentor and protégé. The
“mentor” person possesses a certain amount of experience and knowledge and he/she

is volunteered or assigned to help his/her ward acquire the experience necessary and



sufficient for skills development. The “mentee” or “protége” is referred to as an
individual who accepts guidance and development (Allen, 1995).

Mentor might deserve a closer attention within the mentor-protégé
relationship since mentors are scarcer when compared to protégé population in the
organizations. Since the attributes that a mentor should have makes the mentor
population less when protégés are considered. These attributes are competence of the
person, transference of knowledge, and interpersonal skills. Competence of the
mentor is formed through professional and personal experience. Also having
knowledge of business in a particular area, competence is an excellent indicator of
efficiency of the mentor. The mentor, who has worked some years in specific areas
and organizations, can give advice to the trainee from personal organizational
experience. The competent mentor is a virtue, who shares acquired skills and ability
in the mentoring relationship (Johnson, 2007).

Even if the mentor has enough professional knowledge, extensive practical
experience, the mentor cannot be evaluated as an effective mentor (Bondarenko,
2008). To be an effective mentor, the mentor needs to teach or impart knowledge,
skills or experience to the protégé. Mogilevkin (2007) and Bogatyreva (2008)
supported this view and explained that pedagogical skills were necessary to transfer
theoretical knowledge and experience to another person. In addition to possessing
teaching skills and experience, a mentor should be well understood and recognize the
behavior and actions of a protégé. Therefore, an effective mentor has to understand
the psychology has and interpersonal nature of the protége, which is to provide
support for a certain situation, in case of force-majeure moments to stay in an
equilibrated state. Fagenson (1989) considers that the good mentor has to be able to
distinguish both the personal and professional dreams of the protégée. He accepts the
dreams of the trainee as realistic and offers the easiest way for achievement.

More often in many organizations, the mentor and the supervisor are one
person. When the supervisor is the mentor, there are positive and negative sides. One
of the positive aspects is that supervisor - mentor has more power and influence on
what happens in the working process as he has full access to all sources and
resources that effectively impact on the development of a protégé (Bondarenko,

2008). Also, the supervisor - mentor, better than anyone in organization, knows the



system of the work process, thus he\she can train the protégé in all skills and abilities
that are necessary for the successful implementation of the responsibilities. The
protégé, which is under the direction of supervisor-mentor, has more of a chance of
advancement on the career ladder, because all his successes and achievements are
observed by the supervisor - mentor. Therefore, the supervisor can directly advance
the protégé’s position according to his merits (Dobryh, 2007).

Besides the advantages of the supervisor — mentor, there are some difficulties.
First, the mentor has more powers and responsibilities, consequently, he\she has a
very busy schedule and therefore on training and creation of the relationship he has
not enough time, and this can negatively affect the competence of the protégé
(Bondarenko, 2008). Second, the supervisor can observe not only the achievements
of the protégé, but at the same time he can notice faults that as a consequence can
negatively be reflected in the protégé carcer (Dobryh, 2007). In addition, it is hard to
build a friendly and trusting relationship on an emotional level with the supervisor.
Generally, the supervisor tends to adhere to subordinations with employees.

Summing up the above arguments of researchers concludes that the
effectiveness of mentoring relationship depends on the mentor. The mentor, besides
experience and qualifications, needs to possess pedagogical qualities to be the
psychoanalyst. Also as researchers noted, the mentor can perform the role of the

supervisor.

1.1.1. What are the functions of a Mentor?

Mentoring has been defined as a process in which mentors develop and coach
their protégés and provide mentoring functions to support protégés in an effort to
enhance career advancement (Kram, 1983). An integral part of mentoring is its
functions.

Kram (1985) claims that mentoring functions consists of a set of
responsibilities of a mentor. They promote the development of the protégé in the
professional environment. These functions are intrinsic to mentors which
distinguishes them from other relations in a workplace (Noe, 1988). While there can

be numerous functions listed, some functions are more common than others, and



taking into account the developmental relationship can provide a few or many of the
possible mentoring functions (Ragins & Cotton, 1999).

Kram (1985) suggested the two main functions of mentoring: career and
psychosocial support. They focus on adaptation of the protégé to the working process
and improve his/her sense in social and organizational environment (Johnson, 2007).
Many researchers have recognized these areas as primary for the mentoring
experience and argue that the successful mentoring programs include both
components (Kamler, 2006).

More recent studies have also shown that role modeling can be considered as
a separate dimension, therefore, it should not be included as part of attributes of
psychosocial mentoring (Scandura & Ragins, 1993). To provide support for this role-
modeling function, Ragins and McFarlin (1990) created a mentor role instruments
and claim that the function of role modeling has certain approaches which aren't
similar to others. Scandura (1992), in his research, asserts that role modeling has
more features as an example or an ideal to be emulated that is not associated with
psychological support. Based on this, it can be concluded that the separation of the
functions into three categories enables more carefully and correctly assessment of the
effectiveness of mentoring. Thus, based on this study to evaluate the mentoring
relationship had to take its three functions: career, psychological support, and role
modeling function.

Career Function

Career function is one of types mentoring functions which are responsible for
training and learning process of the protégé to perform his/her duties (Kram, 1983).
The basis of this function is the development and disclosure of potential and the
improvement of professional skills and abilities (Johnson, 2007). So this function is
different than psychosocial support function which builds individual merits in the
social environment of the organization, since career function aims to advance up a
career ladder. This function is directed on that to train individual to solve problems
related to career development. Also the function of career is provided by the mentor
for easy advancement in the protégé’s career (Kram, 1985). The mentor can carry out

this function thanks to his full powers and his authority (Ragins & Cotton, 1999).



The main factors of career functions are the mentor's experience, status, and
affect in the organizational environment. This structural relationship enables mentors
to provide sponsorship, coaching, protection, exposure and visibility, assigning
challenging projects to give the protégé opportunities to navigate effectively in the
organizational work place.

Sponsorship behavior can be considered as result of career function and it is
the behavior observed most frequently (Kram, 1985). So, sponsorship is the
manifestation of support to the protégé in society from the mentor. It means that the
mentor offers all existing opportunities in the form of the patron for promotion.
Sponsorship consists of the providing support, giving recommendations and approval
on behalf of the protégé for achievements and promoting their concerns and
intentions in the organization (Johnson, 2007; Mertz, 2004). Holmes (1992)
cautioned that depending on only one sponsor was risky and that sponsorship from
more than one person would likely result in a more believable recommendation.
Kram (1983) also indicated that a protégé without sponsorship in the organization
would be overlooked by advancements, regardless of skills and performance. A study
conducted by Allen (1995) found, that sponsorship is important to the protégés career
success. Protégé indicated that their sponsors or managers have supported in
achieving career goals due to their skills and status, they have provided access to the
resources and necessary materials. Also they admitted that mentors have
recommended them to supervisors for advancement on a position.

Coaching is a function when the mentor offers all possible ways for the
achievement of the professional purposes in the organization. At the initial phase the
mentor edifies and gives advice for receiving an interesting position for the protégé
in the company. At later phases, he provides access to limited information and
resources (Allen, 1995). The basis of coaching is providing knowledge and strategy
for further promotion in the organizations. The mentor acts as a coach in suggesting
strategies for succeeding at work objectives, for being recognized at work, and for
achieving career goals. The mentor providing this function helps the protégé to
understand political structures and to open his certain potential (Holmes, 1992). Also
he\she informs about the working requirement, promotes an exchange of ideas and

provides to creation of feedback.



At the phase of protection, the mentor protects his protégé from unnecessary
criticism and negative situations. The mentor protects or trains in methods of fighting
with unpleasant persons or inconsistent incidents (Gerstein, 1985). This all is
necessary for protection from risks which can adversely influence the reputation of
the protégé in the position’s promotion. The mentor protects and shields the protégé
from contact with senior personnel when that contact may be potentially damaging.
The mentor as a protector preserves the protégé from damaging relationships in
difficult situations. The protection function contains the mentor’s interference when
needful, necessary and appropriate (Mertz, 2004).

Exposure and visibility are functions of communication and the expansion of
connections. In the exposure and visibility function, the mentor provides the protégé
with opportunities to show their work by assigning commitments through which the
protégé can to develop a favorable relationship with management. Main goal is to
demonstrate or show the protégé with the most positive and beneficial sides
(Johnson, 2007). Also, these relations give the chance to the protégé to show all their
talents and abilities. Mentors use their power, authority and a network for promoting
and empowerment of their protégé (Mertz, 2004). Kamler (2006) study of a
mentoring relationship suggested that the protégé who has a mentor has opportunity
to get more expanded access to organizational sources and materials.

Kram (1988) defined assigning challenging projects as specific assignments
with which the mentor charges the protégé in the training process and ongoing
feedback on the performance. The function of assigning challenging projects consists
of training, and granting skills for the solution of difficult tasks. The mentor gives the
task to the protégé, which is significant in the course of training. It allows the protégé
to obtain competence in the profession and feelings of achievement in the workplace
(Mertz, 2004). These tasks mean that the protégé has all the necessary technical and
administrative skills. This function permits the protégé to develop and show their
skills and ability. Possession of these skills gives the protégés great opportunities for
advance of career service. The protégés develop technical and managerial
competences through challenging work (Smith, 2007). In mentoring, the function of
career plays the important role. The mentor imparts valuable and important

knowledge which will promote the development of the mentee’s career.



Psychosocial support

The psychosocial functions support the protégé by improving the “individual’s
sense of competence, identity, and effectiveness in a professional role” (Kram, 1988).
It is dependent on the quality of the interpersonal relationship between the mentor
and the protégé¢ and between the protégé and significant persons inside of the
organization.

Also psychosocial function contributes to the building of interpersonal
relationships, which is based on trust and mutual understandings. The quality of this
interpersonal relationship gives opportunity to the protégé to find a model that the
younger would like to become. The mentor advises the protégé on confusing
situations that surface as the protégé advances in his career's way (Holmes, 1992).
The psychosocial function increases the protégé feeling of competence, identity and
the importance in the organizations. This function is based on the interpersonal
relations between the mentor and the protégé (Kram, 1985). As Kram (1985)
indicated psychosocial functions include: “acceptance and confirmation, counseling,
friendship”.

The function of acceptance and confirmation consists that the mentor
customizes the protégé on a positive harmony. It shows support and a favorable spirit
in relation to the protégé. Also, it promotes development of the confidential relations
and the comfortable condition of the protégé in the organization (Johnson, 2007).
The mentor with the acceptance and confirmation function provides encouragement,
support, and trust, and, at the same time, the protégé experiments with new behaviors
and takes risks in the working process. This function is directed on that participants
of the relationship got acquainted and learned each other more closely. It promotes
trust between the mentor and protégé. Thus, the trust in the relationships allows the
protégé to make the free decision and sometimes to risk in the necessary situations.

The counseling function enables the mentor to more intimately understand the
protégé and to discuss fears, anxieties, and ambivalence that detract from efficient
work (Kram, 1985). Throughout the various career stages, the protégé can have
difficulties regarding self, work, and family that can interfere with work. Noe (1988)
indicated that the protégé needed to trust mentor to communicate about concerns in

confidence without horror of retribution or exposure in the organization. During the
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consultation, the mentor allows the protégé to discuss those problems which can have
influence on the development of his career. Discussion helps the protégé in receiving
skills for the solution of the conflicts. Also, the mentor gives the guide to the protégé
using complicated situations and questions (Johnson, 2007). The mentor allows to
the protégé discussing all concerning subjects freely without condemnation.

The function of friendship permits the mentor and the protégé to engage in
social interaction that results in reciprocal liking of each other and informal social
contact “about work and outside work experiences”. Kram (1988) considers that if
between mentor and protégé will develop trust and rapport, then it will be expanded
range of functions. Friendly relations between the mentor and the protégé may be
similar as relationships with parents, partners, and good friends. Most often, this
relationship develops in a social interaction in the workflow that in a consequence
grows on the mutual sympathy. Kamler (2006) pointed out that friendship provides
encouragement, support, and being open and accessible which are the important
components of mentoring. Friendship is the informal relation between the mentor
and the protégé. The relations become more comfortable and pleasant for both parts.
This function allows the protégé to behave with the administration easily and surely.

Psychosocial function is an important element in mentoring. As this function
has an impact on the protégé at an individual level. So all this depends on the further
relationship and emotional cooperation between the members of mentoring
relationship (Ragins & Cotton, 1999).

Role Modeling

Ragins and Cotton (1999) defined role modeling as the “process in which the
mentor, whose behaviors, individual styles and specific attributes are imitated by the
protégé” and it also promotes to identity formulation. The functions of the role
modeling, the mentor is symbolized as, an ideal for imitation who inspires, motivates
and that whom try to resemble (Lockwood & Kunda, 1997). Scandura (1992)
considered role modeling to have improved by the protégé imitating the mentor’s
behavior, attitude, skills and values to help with orientating through the
organizational tasks. Lankau and Scandura (2002) conducted research for supporting
role modeling and found that mentors who serve as role models provide learning

opportunities for protégés.
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The process of role modeling has a conscious and unconscious specificity, in
which a mentor through their knowledge, behavior, attitude, skills and attitudes
causing in the protégé admiration that provokes the desire to imitation. The protégeé,
with the lapse of time, can gradually assume or incorporate some of the mentor’s
manners and work habits. The mentor as a role model is someone with whom the
protégé can take an example, and learn as well as social and emotional the relations.
Generally, the mentor as the role model forms at the protégé sense of admiration and
trust because of this protégé tries to copy his behavior and skills necessary manners,
which are necessary for a successful career development (Mason & Bailey, 2003).

In modeling roles, the mentor is presented as the example or a standard for
imitation. During the mentoring relations, the protégé observed and studied mentor's
behavior, features, and values as he\she need be guided in the organizations (Noe,
1988).

1.1.2. Mentoring Functions: Antecedents and Consequences

Mentoring is one of the effective relationships on the workplace that has
many positive results. To understand the nature and foundations of mentoring, it is
necessary to consider its antecedents and consequences. For defining the potential of
its antecedents and consequences, we will refer to several meta-analyses studies.

Kammeyer-Mueller and Judge (2008) in their meta-analysis examined the
impact of mentoring functions on operating results. As a result of this study, such
antecedents as the demographics, human capital, and core self-evaluations were
found. Also DuBois et al. (2011), as a result of their analysis of the efficiency of the
mentoring relationship for young staff members, revealed consequences of
mentoring such as social emotional, cognitive, and identity development. Eby et al.
(2013) considered in their meta-analysis potential antecedents (human capital,
demographics, and relationship attributes) and consequences (behavioral, health-
related outcomes, attitudinal and career related), which were analyzed and identified
during the research of the interrelation between the perception of protégé and the

relationship quality, psychosocial support, and instrumental support.
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On the basis of meta-analyzes in this part, we have identified potential
antecedents such as demographics characteristics, human capital, and the relationship
attributes and consequences, which consist of such categories as attitudinal, career-
related, organization’s outcomes.

Antecedents

Demographic characteristics: Previous researches considered different
demographic characteristics, and among them a lot of attention and interest aroused
indicators such as the gender of the mentor and protégé, the mentor and protégé’s
race, and age of the mentor and protégé. Such arguments have been identified as a
female mentor can affect the perception of the protégé’s psychosocial functions more
than other functions. A male mentor has a greater impact on the perception of the
protégé’s career function than other functions (McKeen & Bujaki, 2007). Moreover,
the female protégé receives more psychosocial support and less career support than
the male protégé (Ragins, 1997). This is supposed to reflect fundamental
dissimilarities in the appeal ability behavior between male and female protégés and
dissimilarities in relating between men and women (Liang & Grossman, 2007). One
more of the indicators are the age. Whiteley et.al (1992) found that age is the
theoretical value of mentoring. Many researchers in the works claim that age of the
protégé and his mentor has an impact on perception of the functions of mentoring. As
Ragins and McFarlin (1990) claimed in their research younger protégés were more
inclined to their mentor who serves by role modeling and influenced by the
perception of mentoring functions, and then were old protégés. Also in his study,
Ragins (1997) found that the young protégé has a higher potential for development
than the old protégé.

Human capital: Another one of the antecedent mentoring is human capital.
Human capital supposes that people differ with respect to the contributions they
make in improving individual competences and abilities (Allen et al., 2013). These
contributions can be in time, money and energy, which display in years of education,
degree of training and experience, level advancement (Eby et al., 2005). The
improvement of the human capital provides a significant advantage to the individual
in a competitive and an unstable economic environment (Allen et al., 2013). The

human capital of the mentor can have a positive impact on the perception of the
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mentoring function as a mentor with a high level of human capital is more
experienced, a wise and a judicious thereby arouse trust by a protégé. The mentor's
trust in a protégé can positively influence the protégé' perceptions of mentoring
functions (Eby, 2012). The protégé with high human capital has experience,
education, and development potential, and he can get more support and mentoring
functions than he who has low levels of human capital (Rhodes, 2005).

The relationship attributes can be seen as deep-level similarity, surface-
level similarity, experiential similarity and formality (Eby et al., 2013). The mentor
and protégé's similarity is widespread an antecedent in perceptions career related
support, psychological support and role modeling by the protégé. The similarity
between the protégé and the mentor is positive and even a significant factor in
mentoring. According to Harrison, Price, and Bell (1998), deep-level similarity
consists of a similarity of views, beliefs, values and other personal characteristics.
These similarities are manifested in interpersonal relations during a certain time
(Harrison et al, 1998). Also, mentor and protégé have the surface-level similarity,
namely in a gender (Harrison et al., 1998). Mentors and protégés that are similar in
terms gender promote closer and friendlier relationships (Harrison et al., 1998). The
experiential similarity is based on such factors as education background, level of
education, job tenure, departmental affiliation, functional area and geographic
location. Eby (2012), in his work, argues that the deep-level similarity has a positive
effect on the perception of protégé mentoring functions. The researchers also argue
that the surface-level similarity and the experiential similarity have a contradictory
effect of the perception of protégé mentoring functions.

One more attributes of the mentoring relationship is the formality. According
Kram (1985), informal mentoring are the relations, which are formed by the natural
way. Most often it is developed during communication at a workplace or during
socially professional actions. These relations start growing when people find
common interests, similarity in purposes and temperaments, and interest in work and
skills (Ragins & Cotton, 1999). Individuals find understanding, support, wisdom,
knowledge and friendship. These relations have friendly characteristics and are
inclined to positive psychological action, consultation, moral support and social

interaction. Informal relations have some signs of the functions of career, and it
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means coaching, difficult tasks and the visibility of the protégé. Informal mentors
treat such relations more positively, so the significant role is played by role modeling
here. According to Kram (1983), formal relations cannot be as favorable as the
relations, which develop the natural way. Formal relations are used in the
organizations for the development and training of professionalism of employees.
Generally, the members of formal mentoring are appointed by the head of the
organization, on the basis of the application of provided future mentors and the
protégé (Murray, 1991). In formal relations, the organization has structures and
control over the formed mentoring. Formal relations are short-term and directed to
the career purposes on the relation of the protégé’s positions (Gray, 1988).

There are certain distinctions between formal and informal relations, which
have an impact on their functions and resulting effect on the career (Ragins &
Cotton, 1991). It is possible to list to these distinctions as the following: the formed
relations and their structure and process. Many researchers consider that the informal
relations are much more effective for the construction and development of a career.

Consequences

Attitudinal outcomes: The protégé, who receives all the mentoring
functions, has a high level of situational satisfaction. It is defined as favorable
evaluations of a special context and experience. The protégé has the role modeling
and positive experience to participate in mentoring, he\she is able to develop positive
and favorable relationships (Chao et al., 1992). Also one of the consequential factors
in mentoring is the trust in mentor. Mentors, effectively providing the protégé with
the functions of mentoring, are capable to influence the protégé positively.
Manifesting more friendly and attentive behavior, he/she is able to make a formation
of trust for the protégé. Also mentors have shown interest in the protégé career,
provided training, support and protection, thereby formed a basis for the formation of
the trust relations with the protégé (Allen & Eby, 2007).

Career-related outcomes refer to career-related function perceptions. The
career-related outcomes include compensation, perceived career success, and career
development. Mentoring relationships give advantages for career development and
enhancement of the financial state by the protégés (Kram, 1985). The mentor

promotes the appearance of a protégé of various advantages such as high salaries and
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bonuses, and all this is possible due to career development, which is related to the
knowledge gained through the career function. Moreover, perceiving career related
support and psychosocial support could strengthen protégé’s perceptions of career
success. This can happen due to the mentors’ proposition of developmental
opportunities to the protégés and inspire sense of identification that protégé’s can
improve with a successful mentor. Also, the protégé, who received all the necessary
skills and learned all the basics of the working process, may result in career growth
and professional development.

Organization’s outcomes: Mentoring relationships exists between the
mentor and protégé, but they result in favorable consequences for the organization.
Mentoring may be used to connect the organizational expectance and improve the
organizational culture (Wilson & Elman, 1990). The benefits of organization from
this relation are turnover and climate. Mentoring maintains against organizational
turnover and enhances organizational commitment (Payne & Huffman, 2005). Also,
it reduced turnover and the propensity to leave the organization. The protégé who
received mentoring in their job are less likely to move or leave the organization than
were their non-mentored protégés (DuBois et al., 2011). Lankau and Scandura
(2002) considered that individual training as a result of mentoring forecasted
turnover intentions as well as turnover.

Organizational climate is a reflection of the organization’s value system as
the form of attitudes and perceptions held by organizational members (Whitely et al.,
1992). Climate is the mutually sensed definition of how it feels to be part of the
organization in terms of trust, approval, dynamism and experiences (Ragins &
Cotton, 1999). Employees relate their attitudes toward the organization closely with
their attitudes toward their mentors (Sucharski & Rhoades, 2002). Positive
assessments of the overall work environment will be more common among protégés
such that mentoring will improve the protégés shared perceptions of the work setting.
Positive climate improved individual motivation and enhances productivity. Through
climate, protégés understand organizational policies and norms, which result in
perception regarding job satisfaction, involvement and justice (Naumann & Bennett,
2000). This is evident that mentoring positively contributes to organizations.
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Therefore, the organization uses the program of formal mentoring in order to avoid
damage and stagnation in the workplace.

1.2. INTERPERSONAL TRUST

Interpersonal trust is one of the key components that impacts on workplaces
(Fulmer & Gelfand, 2012; McAllister, 1995). Even the earlier studies of the
organizations (McGregor, 1967) noted that human interactions are important to
perform and relationship between superior and subordinate can be considered as the
most common and important relationship in the workplaces. So trust as a key
connecting factor (Lewicki et al., 1998) helps superiors and subordinates to sustain
these relationships. Given the complexity and uncertainty in the organizational
process requiring continuous mutual coordination for the implementation of
administrative and supervisory actions, which are perhaps effectively exercise where
there is the mutual trust between members (Fulmer & Gelfand, 2012).

Hence, interpersonal trust is a significant phenomenon in the organizational
process. The trust between members increases the effectiveness of this relationship
(Lewicki & Bunker, 1995). The existence of trust promotes to the formation of the
thought or feeling that the others will not be exploited. So, when someone trusts to
another person, the person can make risky decisions. The model of Mayer et al.,
(1995) concentrate on the perceived risk of that situation, as trustor, and personal
traits of trustee, as well as to how the individual trusts others, affect the probability
that risky behaviors will occur.

As a result of their research, Mayer et al. (1995) described, trust as “a
willingness of the subordinate to be vulnerable on the relation of action of the
supervisor, based on the assumption that implementation or performance of certain
actions and decisions of the supervisor will be significant for the subordinate
regardless of his ability of monitoring and management”.

However, Mayer et al. (1995) generally argue that trust is a unidimensional
construct but McAllister (1995) showed in their empirical study that trust is a
multidimensional construct. Cognitive and affective dimensions of trust are critical to
understand the construct in detail. The study’s findings indicate affective and

cognitive based trust is necessary to formulate trust perceptions. In the meta-analysis
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of Dirks and Ferrin (2002), cognitive and affective dimensions of trust are closely
related with subordinate’s attributes, relationship attributes and leader actions. So the
trust in supervisor is based not only on the belief of the subordinates, but also the
relationship developed throughout their interactions.

After reviewing all these aspects, it is possible to come to such conclusion
that the study agrees the definition of trust developed by Mayer et al. (1995) since it
takes into account of “willingness to be vulnerable” but the study also agrees that the
interpersonal trust can be a multidimensional as supported by McAllister (1995). So
using the foundation of the McAllister (1995) will allow the study to capture broader

view of trust compared to Mayer et al.’s (1995) operationalization.
1.2.1. Trust in Mentor

Trust is an important factor in building relationships in the workplace (Huff
& Kelly, 2003). In mentoring, the trust in mentor can be also a key indicator of
effective relationships. Protégé can take risks, because the trust gives him/her the
feeling that he/she will not be used for the abusive purposes. In initial stages of the
relations, the trust is based on assumptions, such as words and decisions of the
mentor will correspond to his actions. It was also noted that protégé more focuses on
how the mentor behaves during decision-making than in a moderate situation. The
trust consists not only in the conviction of a protégé about the mentor, but about how
to use the obtained data and signals as a basis for further action. In mentoring
relationship, the mentor often attracts protégé with knowledge, namely, cognitive or
affective state (McAllister, 1995).

Cognition-based trust is built by perception and interest on the hints of
performance and the fact of achievements through direct cooperation with a partner.
This type of trust is formed on the basis of the collected information, which allows
making some predictions about what the observed person meet expectations.
Therefore, calculation, prediction and rationalization are related with cognitive type
of thinking, which is ultimately related with cognition-based trust (McAllister 1995).
According Lewis and Wiegert (1985) trust is cognition-based in that "individuals
choose whom they will believe in, which admires and under what conditions and they
base the choice on what they accept to be good reasons, contain evidence of
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trustworthiness". The selection to trust and the search for “good reasons” mean a
cognitive process by which trustor defines that an individual is reliable. This process
is descriptive of how trustor enhances “good reasons” that trustee is trustworthy.
Cognitive processes are defined as a series of careful, methodical information about
trustee and performance, skills and achievement of trustee that culminates in a
general opinion that a trustor is trustworthy. This careful, methodical process
includes the examination of “empirical evidence” (Jones & George, 1998). General
trust resultant from cognitive processes is not an immediate phenomenon, it develops
only after an individual is able to informative process and evaluate the accessible
evidence. Jones and George (1998) affirmed that trust is based on approaches, which
can be observed as (1) the knowledge structures contain of the particular thoughts
and options people have about others and (2) the process through which they
determine and structure their relationships with others.

Cognition-based trust is an important element of working relationships,
because it is necessary to distribute the training resources and efforts correctly in
these relations (Colquitt, Scott, & LePine, 2007). Individual is truly affected with a
trustee’s professional and educational preparation, experience, and knowledge and
role performance. Platform for formation of cognitive trust is possible through
positive knowledge and high performance of the other (Butler, 1991). It is also
possible that cognitive based trust develops through success of past cooperation,
social similarity, and organizational considerations (McAllister, 1995). In general,
common themes of different studies focusing on cognitive based trust asserts that the
working relationship between participants are built over time, as an individual is
necessary to make sure about advances of trustors and how he\she coped with their
responsibilities in the past (McAllister, 1995).

Affect - based trust based on the social emotional bond, which is usually,
formed in the business and professional relationships. Emotional communication is a
key factor of affect — based trust (McAllister, 1995). The author considers that the
supervisors with affect-based trust inclined to provide their employees opportunities
to meet their working needs. In the affect-based trust, an individual would trust the
hopeful, professional, well-trained colleague with a complex task. Affective trust is

belief, which formed on the basis of trustor feelings through the care and respect that
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shows a trustee (Yang & Mossholder, 2010). Also, this type of trust can be described
as safety, reliability and protection in relationships. The reputation of the trustee has
a considerable impact on affective trust, but it is limited only individual experience
in the social area. The essence of affective trust is based on emotions.

Affective interactions can enhance the trust, which was formed on available
knowledge. Also affective trust associated with the fact that the behavior of trustee is
essentially the motivating (Yang & Mossholder, 2010). It is meant that the trustee
uses such tactics as he\she is represented as the adviser who gives advice on
performance of working tasks and in difficult situations that a long time keeps
attention of the trustor. Such actions of the trustee look nobly that promotes
formation of emotional communication between participants.

The trustee makes an emotional investment in trust interactions that are based
on expressions of real care and concern for the welfare of the trustor (McAllister,
1995). In terms of behavior, this express in spoken and non-verbal instances as
supporting help and assistance, which is individually chosen behavior that isn’t role-
prescribed nor directly rewarded, which may cause the trustee to display a feeling of
benevolence. This relationship affect-based trust is, among others, important for how
trustees’ behavior may transfer into extra-work behavior of trustors (Yang &
Mossholder, 2010). Eventually, the emotional relations linking trustee and trustor can

provide the basis for trust.

1.2.2. Trust Antecedents and Consequences
Antecedents of the Trust

In order to more fully understand the nature and significance of trust is
necessary to study its antecedents. This part will examine such antecedents of the
trust as leader actions and practices, length of relationship and communicational
process.

Leader Actions and Practices: The trust in leaders is formed in two ways:
the first when people watch their actions and draw conclusions, and the second
through their leadership skills. According to theories about leadership most often, the
trust meets in transformational leadership. Transformational leaders by their actions

gain the trust of their subordinates and achieve their goals. Pillai et al. (1999) argues
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that such leaders are usually act in accordance with social and exchange relations
with their subordinates. Transformational leaders build trust, showing care and
respect for their subordinates (Jung & Avolio, 2000). In contrast to transformational
leaders, transactional leaders are more focused on providing employees reward that
helps employees fulfill work duties. Thus, the behavior of transformational leaders
are more directed to the care and attention in a relationship and transactional leaders
focus less on relationships and more on the fact that employees saw them as
reliability, honesty and fairness.

The trust and the perception of justice has positive correlation. As the trust in
leader by the employee often depends on the level of perceived fairness and justice in
organizational decisions. Justice in practice, is often regarded as the quality of
leadership character. The researchers have considered three the form of justice,
which meet in a relationship. First, is the distributed justice, which consists of a
distribution of outcomes. Second, procedural justice, which is composed of the
process, consequently leads to results or decisions. Third, interactional justice, which
consists of a process of interpersonal relationships, which is then transformed into
action. Some researchers (Elsbach & Elofson, 2000) consider that procedural justice
Is a source of trust, which show up as the respect to the employees and value of
relationship, while others consider that it is a manifestation of leadership trends as
justice. The researchers also suggested that the distribution of justice is a signal of
fairness and justice as a characteristic feature of leader. Dirks and Ferrin (2002)
believe that Interactional justice has a signal the nature of the relationship, which
consists of a level of respect that the leader shows to the subordinate.

The Length of Relationship: The durability of any relations can influence
the level of trust. It can be higher in relationships, which have long term and on a
turn than in the relations with short term. The basis of such relations is acquaintances
and the acquired knowledge. According to Lewicki and Bunker (1996) the strong
trusting relationships develop during certain time which also depend on functions of
participants throughout all history of interaction.

The length relationship is considered to be a significant indicator of a trusting
relationship. As during time the employee can, learn and understand the leader

through his manners, solutions and the attitudes towards another. Also, the individual
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can observe the behavior or action of the leader in different organizational a
situation. Based on this, the employee gradually formed a positive or negative
opinion about the leader. Thus formed the view contributes to the development of
trust in leaders (Dirks, 2002).

Communication Processes: Communication is an important element in the
development of trust between the trustee and the trustor. Communication processes
promotes the positive and understanding interaction that is generated through
exchange of information, open conversation, participation in joint projects, which
subsequently has a positive effect on the development of trust (Gardner, Fischer, &
Hunt, 2009).

The employees trust the supervisor with who have closely and open
communication (Norman et al, 2010). The trustor through a close communication
with their supervisor can more effectively verify his\her cognition and knowledge,
which in turn affects the development of cognitive trust (Jung & Avolio, 2000). The
communication process in the relationship was reviewed by as antecedents. Also it
was found that the level of trust increases when the trustee provides information and
resources in a more open and easy form of communication (Elsbach & Elofson,
2000).

Consequences of the Trust

Consequences of the trust can divide in two groups such as individual and
organizational. Individual consequences of trust can be defined as the impact of trust
on trustee at the individual level, specifically what is acquired for himself trustor
after relations with trustee. Organizational consequences consider the impact of the
trust on the trustee, which subsequently affect the activity and state organizations.

The researches of trust were considered such results as attitudinal and
behavioral. Trust in supervisors has many attitudinal consequences. Such
consequences may include job satisfaction, efficiency in management, satisfaction
from work of the supervisor, and a low level of the complexity and uncertainty in the
working process (Colquitt et al., 2012).

Employees who trust their supervisors, have increased support, believes in

obtaining information and resources, and more committed to the decisions of the
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supervisor. According to a meta-analysis Colquitt (2007) employees who trust their
supervisor more inclined to take risks. Behavioral consequences of trust include the
sharing knowledge and skills, high productivity, communication and collaboration.

According to the Golden and Raghuram (2010) the trust in supervisor
facilitates the exchange of knowledge, as the employee inclines to closer
communication with someone who trusts. Trust in supervisor promotes development
of cooperation and increases self-expression of the employees that is reflected in the
willingness to risk, especially when a supervisor has the authority (Colquitt et al.,
2012). Also the trust in supervisor positively effect on employee commitment and
reduce turnover (Dirks & Ferrin, 2002).

The next consequences of organizational level trust are organizational
commitment. Organizational commitment is the degree of definiteness of the
employee and the similarity of his\ner goals and values with the organization, which
arouses the desire to be a member of this organization (Tan & Lim, 2009). Bentein et
al. (2005) found a positive relation between the trust and commitment. He argues that
the decreasing of trust in a relationship is reflected on decreasing of commitment,
which affects the increase in turnover. Also, Cook and Wall (1980) examined the
trust in the organizational environment and conclude that trust in supervisor
promotes formation of commitment at employees.

The most of researchers in their study found a positive relationship between
affective commitment and trust (Luo, 2002), and a negative relationship between
continuance commitments and trust (Cook & Wall, 1980). Meyer and Allen (1991)
investigated influence of trust on commitment at employees. As a result of the
research they made such conclusion that the trust negatively influences continuance
commitment and has more positively interrelation with affective commitment. So,
employees who trust their supervisors have shown a positive relation to the
organization that is more favorably reflected on their commitment. They pointed out
that trust in supervisor contributes to the manifestation a sense of security and
reliability that promotes the development of moral responsibility.

One of consequences of the trust is a psychological empowerment. The trust
in supervisor by protégé contributes to the manifestation of freedom of action and

decision. An employee, who trusts his supervisor easily and positively, perceives all
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provided information, resources and training. In turn, it promotes increase of trust at
the protégé (Noe et al., 2010). Protégé trusting to his supervisor has freedom of
action, is not afraid to take risks and make decisions for self-determination. Trust in
supervisor can show the deeper need why an employee should work and how he/she
can contribute to the organization can give sense of the meaning in the organization.
Also, supervisors demonstrate trust provide an atmosphere of safety whereby
protégés become more sure about their work and start to feel of impactful in
organizational activities (Bentein et al., 2005). Thus, the trust in supervisor promotes
increase of psychological empowerment thereby, improves working capacity at the

protege.
1.3. POLITICAL SKILL

Political skill concept is first offered by Pfeffer (1981) who defines political
skill as a personal characteristic that allows showing the political action in order to
develop definite power and authority. Pfeffer (2010) also claims that the political
skill is a necessary skill in order to be successful in the organization. He believes that
certain challenges contribute to the appearance of political skill. Pfeffer (2010)
construe that power reflects the exercise of influence, politics represent tactics
employed to develop or acquire power, and political skill provides the savvy and
skill set to effectively leverage resources and execute political behavior in order to be
identified by others as being powerful. Pfeffer (2010) considers that political skill are
one of the effective tools for achieving power and authority in the organizational
environment.

Mintzberg (1983, 1985) also supports similar notions of Pfeffer and claims
that organizations as the political arenas, lead their members to have the power and
willingness to expand it. Mintzberg (1983) defines the political skill as the ability
efficiently and effectively use the authority and it consists of the ability to convince
to gain access, the ability to use their skills, resources and abilities, the ability to
negotiate delicately without hurting the feelings of others, the ability to focus their
efforts to build the necessary connections and unions. He claimed that political skill
is interpersonal style and intelligent design, which consists of charm, the ability to
persuade and attractiveness that subsequently contribute to the manipulation and
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control in the vision of negotiations. Accordingly, Mintzberg (1983) features
political skill as the key role in the concept of power.

Ferris (2000) considered that political skill represents not only knowledge,
action, and feeling in a relevant and honest manner, but leading those powers toward
relevant or desirable results. Also this type of skill is an intentional set of behaviors
and actions that explain behavioral versatility.

The individual high in political skill inspires faith and trust in others;
expanding opportunities for promotion of social capital, which is reflected in the
career development and effective implementation of work (Ferris et al., 2000).
Existence of political skill in an individual allows controlling the occurring situation.

This proves his\her competence to maneuver in organizational processes.

1.3.1. Dimensions of Political skill

There are different of definitions, which described political skill. The concept
of political skill has several important aspects, which make up its structure. These
aspects include four dimensions of political skill: interpersonal influence, apparent
sincerity, social astuteness and networking ability. Subsequent empirical and
conceptual researches have confirmed the reliability and relevance of measurements.

Social astuteness

Social astuteness is described as “the ability or skill to be socially observer
and subsequently a good understanding of certain situations, as well as the people
around them” (Ferris et al., 2005).

Individuals with political skill are usually very good observers. According to
Ferris (2005), people with social astuteness have a very strong ability to self-
knowledge and their features. They understand the relationship between people and
know how to read their behavior. Also, people with social astuteness can explore the
surrounding environment and the intention of surrounding organizational people.
They can easily build interpersonal relationships and adapt to different circumstances
and situations. In addition, they have a high level of self-awareness.

According Pfeffer (1992) this dimensions of political skill allows recognizing
the behavior and intentions, which can later promote obtaining the necessary

resources. Individuals with a high level of social astuteness are usually intellectual,
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thoughtful and sociable. Also a social insight helps to determine the strengths and
weaknesses in individual’s behavior.

Network ability

Network ability is the capability to establish the necessary contacts and
network of individuals in the workplace. This ability requires dexterity and alertness
that to be able to identify people who can assist in providing the necessary
information, resources and support. People with the ability of the network are usually
sociable and easy set up and develop a network of different contacts.

Pfeffer (1992) believes that people with this ability are professionals in the
structure and management of strong and useful contacts. People with the network
ability can easily establish necessary and friendly relations, which further contribute
to the protection of their interests, resources, status and compensation. Individuals
with high level of this ability can only not create the desired connections, but use
them when it is necessary.

The ability of the network consists of such features as: management,
evaluation, the ability to negotiate and discuss in the conflict and difficult situations.
Consequently, these people are experts on conflict resolution, the qualified ability to
conduct business negotiations and professionally enter into various deals.
Individuals, who have this ability, can maintain the benefits of individual status and
resources.

Interpersonal influence

Interpersonal influence is the type of ability, which excites desired responses
in others in terms of the manifestation of relevant behaviors or action in specified
situation. Individual with interpersonal influence may accurately understand others
inducements and intentions. This dimension of political skill allows adapting and
calibrating behavior or action the demand of to various situations (Ferris et al, 2007).
So, individual with this ability has a behavioral and managerial trend, and should
demonstrate a relatively weaker interaction with learning and attention to others. It
can exert a powerful impact on others around them.

Pfeffer (1992) considered this dimension as “flexibility,” which includes
adapting person’s behavior to different aims of impact in various circumstances to

achieve one’s goals. According Ferris et al. (2005) interpersonal influence is personal
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style. This style involves delicate, convincing behavior and may easily impact others.
People use this ability to achieve individual goals in various environments. Finally,
interpersonal influence is a particular behavior and style of an individual and it may
influence and change others.

Apparent Sincerity

Apparent sincerity is the ability to appear to others as having the highest
levels of integrity, and to be the candid and the veritable (Treadway et al. 2005). The
individual with this ability is manifested as a sincere and frank. Apparent sincerity
skill is focused on the control of behavior and self-expression that allows managing
the reaction of others. People with high apparent sincerity able to inspire trust and
faith on the others, and their behavior are not seen as a manipulation.

Kacmar et al. (2007) considers that, the individual with this ability in some
measure works as the actor who easily is able to amaze others with the sincerity,
frankness and honesty. On this basis, apparent sincerity is the ability visually to
impress people around and to create with them trust relation.

In summary, the dimensions of political skill assist in management of people
around and achievement of the personal goals. All dimensions of political skill are
related to each other. Although, the dimensions are supposed to correlate, they are

separate.

1.3.2. Political skill: Antecedents and Consequences

This part introduces antecedents and consequences of political skill.
Antecedents contain such factors as: perceptiveness, developmental experience and
active influence. Consequences consist in self-evaluation, stress management and
social behavior.

Antecedents of Political skill

The perceptiveness is an ability which to monitor and regulate behavior by
individuals. The ability of social astuteness has a relationship with honesty and self-
control that affects perceptiveness. Also, social astuteness best describes the structure
of self-control. Individuals with a high social astuteness are intuitive observers
regarding on the people surrounding them, and has idea about social situations and
therefore are able to adjust their behavior to this circumstances. Pfeffer (1992)
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considered that the particular interest to the behavior of observation is supposed that
social astuteness has connection with honesty.

Therefore, people with high political skill are not self-centered, even though it
has a high level of self-confidence. According Ferris et al. (2005) the perceptiveness
of a positively effect on the social astuteness.

Developing experience as a role of modeling and mentoring influences the
development of the four dimensions of political skill. Work with an experienced
mentor a positive effect on the development of political skill. An individual can
observe the mentor in the working process, how he provides political skill and
influence on others. They can learn how to mentor with the political skill of
negotiating, which words and gestures used to communicate, how to exercise
influence on the other to achieve their goals and how to create necessary contacts.
Effective mentors influence the protégé, not only showing, the political qualified
behavior, and also teach observation process and finds time for discussion of social
interactions (Lankau & Scandura, 2002). Mentoring also helps to structure

interpersonal and social skills, which affects an increase in the level of political skill.

Active Influence: Active personality is reflected by active behavior and
actions impact on the environment (Bateman & Crant, 1993). Crant (1995) asserts
that active individual can examine an opportunity and taking action to them. They
display initiative, take action and persistently continue to operate until they reach a
result. Active the individual, showing initiative and persistence to achieve goals,
thereby at them they observe such dimensions of political skill as interpersonal
influence and network integration. Besides, researchers declared that there is a
communication between the active personality and political skill. Also active
personality manifested as action orientation. Actions orientation can promote
regulation of behavior, knowledge and controlling emotions.

Thus, actions orientation promotes elimination of doubts, uncertainty and
negative thoughts, and to help concentrate on achievements of the objectives. These
factors have impacts on development on interpersonal influences and the formation
of useful contacts.

Consequences of Political skill
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Self-evaluation is a process of self-identification and self-regulation in the
framework of the impact of political skill (Bandura, 2001). According Ferris (2007)
individual resources are self-evaluations are made concerning one’s efficacy and
motivation, and the competence to identify possibility.

Usually the individual estimates the personal status, instrumental and
personal resources through money, time, energy, and physical objects (Hobfoll,
2002). Political skill impact on self-evaluations has focused basely on its interaction
with self-formulation. Sometimes this is related as an individual cope with a certain
task or to solve a problem in a difficult situation. Basically, it is the opinion that one
can adequately execute throughout a several of situations (Bandura, 2001). Usually
an individual with high political skill feels its influence over the events and considers
himself\herself dominant in the work environment. The feeling of understanding and
ability to influence others promotes development the sense of self efficacy, which is
reflected in increased self-evaluations.

Stress Management: Political skill can improve stress management by way
of perception of control over others and their work place (Ferris, 2007). According
Perrew et al. (2004) political skill provide with a self-confidence and individual
safety. Individual with political skill should become aware environmental hard
situations as less menacing. This is an indirect impact to operating through control
and individual safety.

Also political skill makes possible management of stress by permitting
employees to elude challenging situations, which can result in stress. According to
Chang et.al (2009) perception of the organizational structure and policies can
contribute to the formation of stress, and impact on interest of the employee in the
working process. Individual high in political skill have a well-developed conception
of the work process, which permits them to clearly estimate their environment and
the incentives of others (Ferris, 2005). Ferris (2007) considered that politically
skilled person use networking ability can get access to resources about their work
process and those around them (Treadway et al., 2004). This factor joined with self-
confidence helped to navigate organizational politics (Ferris et al., 2007). As result

individual high in political skill do not perceive work environment as menacing.
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Social Behavior: Individuals are defined according to social behavior, which
is formed on the basis of the received information and signals from people around.
Therefore, political skill promotes understanding and the processing received
information and signals in working process (Treadway et al., 2004). Individuals with
political skill can effectively manage their behavior, which is reflected in the
productivity of labor. Political skill affects performance in several ways. In the first,
political skill helps to distinguish and understand a situation, which allows definition
of priorities (Hobfoll, 2002). Secondly, the understanding of situations can positively
affect forecasts of resources that promote reduction of expenses. Third, networking
skills ensure effective exchange of knowledge and experience that provides the
support and assistance from others. Fourth, individuals with political skill has
expanded and increased resources, which promote reduction of stressful situations on
a workplace (Ferris et al., 2007). Proceeding from it, individuals with political skill
are more productive because they have greater resources and can effectively manage

them for influencing on others for performance of the received assignments.

1.4. PSYCHOLOGICAL EMPOWERMENT

The empirical study examined numerous definitions of psychological
empowerment. Many scientists suggest that heightened attention to the
empowerment because of limited understanding given designs and the main process.
Each of researchers attempted to determine by the concepts psychological
empowerment.

Conger and Kanungo (1988) in their study explained empowerment as
process in which the individual has confidence in the self-assessment and self-
efficiency. On the other hand, Thomas and Velthouse (1990) considered, that the
empowerment is related with internal motivation. They claim that the basic of
cognitive element empowerment is a reflection of the internal motivational tasks and
composed of four cognitive dimensions namely mean, impact, competence and
choice. These dimensions in combination with each other reflect the orientation of
the individual in the workplace, which describes the desire to construction of their

individual roles in the work process.
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Spreitzer (1995) was focused on development and perception of structure of
psychological empowerment. Based on the study by Thomas and Velthouse (1990),
she renamed meaningful measure of the meaning and measurement of choice for
self-determination. She also claims that psychological empowerment is manifested as
a personal sense of control in the work environment with four dimensions. Based on
this Spreitzer’s (1995) work, she defined psychological empowerment as a set of
cognitive motivation, which are formed in the working environment and
consequently affect the active orientation of the individual.

Psychological empowerment can develop in the relationship with the
manager. For the formation of these relationships can promote positive behavior,
competence and interest in the work on the part of employee. According to
Zimmerman (1995), psychological empowerment described as construction, which
connects aspects such as understanding and perception of the social and political
environment, a proactive approach to lifestyle and perception of personal control. He
believes that this aspect consists of a sense belief that any goal can be achieved, and
the awareness of the necessary factors and resources, which may affect the gain or
hinder the achievement or performance goals.

Menon (2001) explains the psychological empowerment as the power or
authority to which the employee receives. He argues that there are three main
dimensions that characterize this aspect is the perception of power as a control, the
perception of power as competence and authority as a force, which induces the
achievement of goals.

After reviewing all the aspects and I will employ Spreitzer’s (1995) definition
of psychological empowerment. Since its definition is more clearly describes the

situation and the status of the employee within the organizational environment.

1.4.1. Dimensions of Psychological Empowerment

According to Speitzer (1995) psychological empowerment integrated four
dimensions. They are: meaning, competence, self—determination and impact.

Meaning

Spreitzer (1995) considers that the dimension of meaning is one of the

important elements of psychological empowerment. Employees guide by their

31



standards and opinions, seeking to achieve organizational goals (Thomas &
Velthouse, 1990). They perceive their work activities as the meaning, and are always
motivated to take part in it, especially when the activities and goals of the
organization are consistent with their objectives (Conger & Kanungo, 1988).
Individuals who believe that the work they do, makes sense that they use self-
determination and powers which the organization has provided to achieve the goal
(Forrester, 2000). Spreitzer (1995) suggests that there are situations when an
employee is abusing his/her power and authority for personal purposes and not for
the benefit of organizations. Therefore, it is important that the employee felt the
significance of their work. For this reason, many organizations are implementing
programs in which they invite employees to share their interests and goals, to further
add to the general organizational mission. Thus, an employee feels a personal
meaning of his work, and is supposed to experience a sense of inspiration, and
applied all their efforts in organizational activity (Spreitzer, 1995). According to
Spreitzer (1995) dimension of meaning has affective and cognitive approach. As
argued Forrester (2000), freedom of action and self-determination of employees
should result in a useful productivity of the organization and not on the contrary to
the cognitive differences, which sometimes occurs due to the incompatibility of
values and interests. Compliance is generally considered a contribution to the
psychological energy (Thomas & Velthouse, 1990). Spreitzer (1995) believes that
giving empowerment employees provide them with spiritual energy. Employees,
who have the empowerment, consider themselves more important to participate in
the activities of organizations. Also, they are aware of the meaning of their work,
develop a sense of self-identity through participation in the work process
(Zimmerman, 1995)

Competence

Competence is the conviction of the individual that he or she has all the
necessary skills, knowledge, and talent for successfully performance of a task, which
ultimately have a favorable outcome (Spreitzer, 1995). Competence is closely
connected with self-efficacy. Self-efficacy is the belief in the potentia to successfully
carry out assignments (Zimmerman, 1995). There are three conditions under which

the individual may feel competent or effective. First, they must always believe that
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they have the necessary ability to perform their assigned tasks. Second, that they are
able exert every necessary effort to implement the received task. The third, that the
necessary level of productivity may be achieved through their force and that no
external factors cannot prevent them to achieve a given performance (Forrester,
2000). When an employee perceived empowerment, he or she considered that has
enough competence and support from organizations, not only to perform their duties
but also possessing the necessary skills and knowledge is able to perform actions
such as problem solving, the ability to create that something new and understand the
innovation.

The organization also provides special training programs for employees,
which ultimately promotes development of competencies not only in the profile, but
also in other areas. In practice, mentoring perceived as specialized training to
enhance competencies (Spreitzer, 1995). The perception of competence increases
self-efficacy, the implementation of the commitments, thus it is an important aspect
of psychological empowerment.

Self-Determination

Self-determination defined as provided a freedom of action to the employee
to build his\ her behavior and actions which he\she perceives as a tool to achieve
organizational goals (Spreitzer, 1995). It is often associated with personal freedom
and autonomy. Self-determination expressed as the choice of the way or method of
employee in which he\she will carry out his\her the task or the assignment. Thomas
and Velthouse (1990) proposed the concept of choice, which in Spreitzer (1992)
equated to self-determination. He considered that the process of self-determination is
formed through the employee's choice. When employees have evaluated autonomy,
the main reason is their sense of themselves as part of the organization, not a pawn
for assignments.

Self-determination contributes to the development of motivation in
employees; thereby they develop a sense of responsibility for their actions.
Therefore, motivated employees take more initiative to perform their duties and
make decisions according to their views. The property right allows them to develop
and try out new ideas that over time are shown as result of their first steps on the

solution of problems. Based on these aspects, the possibility of psychological
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empowerment of employees has such consequences in order to become self-
determination is necessary to be motivated for manifestation of an active initiatives
(Thomas & Velthouse, 1990). Employees who are the initiators actively participate
in the activities of organizations. Also, employees, a sense of self-empowerment
have high levels authorization that affects their sense of internal locus of control.
Typically, these employees have the individual freedom of action in the way of
performance of their duties and tasks in an organizational process (Spretizer, 1995).

Impact

One of the four dimensions of psychological empowerment confirmed
Spreitzer (1996) is the impact. The impact is explained as a sense of belief of the
employee that he or she is able to affect the results in the organizational activities.
The sense of the impact by the employees occurs when they feel that can influence to
the organizational results through their decisions and actions. Also a sense of the
impact by the employee develops when he\she is able to affect the construction and
management strategies. The impact is estimated as the motivation that the employee
receives the approval or confirmation in the form of their impact on the development
and management to organizational goals and results. Employees feel their influence
through their work, that they are able to perform, by which they assess their
investment in the overall development or achievement. Also, they are capable of
assessing their opportunities to make their amendments and changes within the scope
of powers in general organizational results.

An employee with a sense of impact can control their behavior, and are able
to assess what changes they can affect (Forrester, 2000). Such employees have an
understanding that is an important element of the complex thinking. They tend to be
aware of all the organizational events that may impact the important decisions on
which the future of the organization depends (Zimmerman, 1995). Employees, who
know about the influences on activity of the organizations, seek to take part actively

in strategic formation of the decision and the directions (Spretizer, 1995).
1.4.2. Psychological Empowerment: Antecedents and Consequences

In this section antecedent of psychological empowerment, such as the high-

performance managerial practices, leadership and trust were reviewed. Also in the
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second half of this section, the consequence of psychological empowerment is
explained. They are: job satisfaction, organizational commitment, and turnover
inventions.

Antecedents of Psychological Empowerment

High-performance management practices are: a process that consists of an
open exchange of information, decision-making related activities, increased training
and possible compensation (Combs et al.,, 2006). Also, high-performance
management practices can enhance productivity of labor, as it increases the flow of
information that employees use in the working process, the level of skills,
competence and knowledge concerning the work, the level of motivation among
employees, which promotes the achievement of organizational goals.

Spreitzer (1996) suggests that, high-performance management practices can
promote increase the level of psychological empowerments, as it affects the four
dimensions of psychological empowerments. Increasing the flow of information and
control may cause in employees a sense of the significance of their work, which will
result in an understanding that their work is part of the overall organizational
strategies and goals. Also it is supposed that the more extensive and detailed
information promotes the definition of an employee; action may increase the feeling
of self-determination. As a result of high-performance management practices
received knowledge and skills are reflected at the employee as the increased
competence in the workplace. Also in the high-performance management practices,
high level of control promotes understanding at the employee a sense of impact in
their department or organization.

Leadership: Spreitzer (2008) considers that a trusted relationship with a
leader or a manager, one of the main antecedents of psychological empowerments.
The positive form of leadership may increase the perception of psychological
empowerment subordinates, as the leader plays an important role in the formation of
the working experience of the employee.

Leaders provided their subordinates with the necessary information about
organizational strategy or operational goals, which then allows the protégé to realize
the importance of their work and enhance the sense of meaningfulness. They provide

for greater participation and autonomy that promotes the concept in subordinates to
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self-determination and a sense of the impact in the workplace. Also leaders can show
themselves as role models and to promote formation of the trust relations and
mentoring.

According to Scandura (1992), the role of modeling is an important factor,
which provides information to improve efficiency and productivity, which is
reflected in the competence of a subordinate. The competence, increased due to the
challenging tasks and leader’s feedback, promotes the manifestation of high self-
efficacy.

Consequences of Psychological Empowerment

Job satisfaction is a pleasant or positive state as a result of achievement
working value or purpose. It is also regarded as the degree of meeting needs of the
workplace.

The certainty and the sense of meaning helps to satisfy the necessary and
important needs for promotion at the expense of self-control, the level of competence
and autonomous actions during the working process.

Competence and the sense of influence are used to perform the necessary
needs, which are reflected through the ability to exercise self-control at work. Also,
the perception of psychological empowerment increases the perception of job values,
which helps to increase job satisfaction. Cordery et al., (1991) considers that
employees, who have greater autonomy and psychological empowerment, show a
higher level of job satisfaction than those who work in limited right conditions.

Organizational Commitment: In many researches the organizational
commitment have described as a consequence of psychological capabilities.
According to Mayer and Allen (1991), the commitment of the staff in the
organization strongly influences on obtaining great commitment and work
performance with the help of fulfilling complex tasks. The autonomy, obtaining
skills, the ability to decide freely and independently and self-determination during
the working process positively affect commitment.

Measuring of the psychological possibility meaning has a close relationship
with organizational commitment, because they both assess compliance with the
requirements of workers with the needs and values of employees (Johnson et al.,

2005). Also, competence, influence and the sense of autonomy have a positive effect
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on employee commitment, because they contribute the expression of values and
interests of the employees. Leaders, allowing employees to make decisions, give an
opportunity to influence the organization of awareness thus increasing their
organizational commitment.

Turnover intention: Sager, et al (1998) determined the turnover intentions as
an intermediate mental solution of employee in relation to his work and his further
behavior to leave, or stay for the continued activity in the organization. According
this it is possible to consider that the intention of the employee turnover is affective
reaction, which affects the behavior of the leader, or the general attitude to the
organization (Zimmerman, 1995). Therefore, psychological empowerment is a
valuable resource that makes the employee a sense of duty.

The leaders providing employees with the necessary skills related to work,
give an opportunity for self-expression thereby increase their competence and
influence in the organization. Received knowledge and conditions cause the
employees a sense of loyalty to organizations that motivates the continuation of their

activities in this organization (Gartner, 2000).
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CHAPTER 2

HYPOTHESIS DEVELOPMENT

Kram (1985) defined the mentoring as “relationship between an experienced
person and less experienced person who helps to progress in the career and in the
work activities”. The basis of this relationship is to provide the functions of
mentoring to protégé. These functions consist of “psychological support”, “career
development” and “role modeling” (Scandura, 1992).

Mentor provides the knowledge, skills, abilities, support and guidance
protégé for his\her further development, establishment and achieving success in the
workplace. Psychological empowerment is indicator the protégé’s advancements in
the workplace (Conger,et al.,1988). Also the psychological empowerment is
considered the main constructor of motivational process. Consequently, in this
formulation mentoring is fundamental element. Mentors play a significant role in
provision and development in the protégé psychological empowerment, through such
means as training, providing support, protection, offering decision-making
responsibilities, giving challenging tasks and opportunities for the development of
skills, and provide freedom of action for the manifestation of their potential (Pan, et
al, 2011).

In mentoring relationships, open and easy communication and conversation
with a mentor can lead protégé to a more determined behavior. Protege with such
behavior surely fulfills all his\her obligations, is not afraid to take risks and freely
make new contacts. These actions positively reflected on his sense of meaning (Pan,
et al, 2011). Also can note, that mentors motivate a protégés on the disclosure and
expression of their abilities, to improvement their skills, the formation of future
professional goals and objectives. Thus, they contribute to formation and self-
determination of the protege.

Protégé who have mentors are active in organizations. They seek to take part
in important decisions, are able to express the opinion and defend their point of view.
Consequently, it affects the development of a sense of impact. Also the protege
constantly receives from the mentor of his\her instructions, advice, training and

guidelines for the effective performance of official obligations (Pan, et al, 2011).
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According to these increases not only protege effectiveness as an employee, but also
competence.

In conclude, mentors train and develop protege, but also contributes to the
disclosure of their cognitive and emotional abilities and capacities, which are further

reflected in the development of psychological empowerment.

2.1. Relationship between Mentoring Functions and Trust in Mentor
(Hypothesis 1)

Mentoring is one of the strong interpersonal relationships, as in all
interpersonal relationships, trust is a key component (Ralph, 1999). The mentoring
functions establish base of the trust between the mentor and the protégé. According
Mayer et al. (1995) trust is “the willingness of the object to be vulnerable to the
actions of another individual, based on the assumption that the other will perform a
particular action which significant to the trustee, regardless of the ability to monitor
or control another individual”. Mentoring consists of the positive experience from
both sides, which is dependent on the level of trust between the mentor and protégé.
According to researchers, trust level in mentor depends on his competencies, on
openness of communication, responsibility, and ability to share responsibilities. Trust
between mentor and protégé is formed on the basis of social exchange. Social
exchange is interaction, where both parties engage in give and take relationship. In
other words the interaction is depending on the proportional action of another as a
result, which have the potential to create high-quality relationships (Mitchell et al.,
2005). According to Whitener et al. (1998), managers have the powerful positions;
they should initiate a social exchange based relationship. Based on this logic, the
mentor has the powerful position, so he/she is expected to take action first to initiate
mentor-protégé relationship. Therefore mentoring functions served first to initiate the
relationship and build trust between parties.

Through mentoring functions, the mentor provides protégé with necessary
resources, protection, training, development, and inspiration in difficult or consulted
situations, which promotes the development of trust in the eyes of protégé. Mentor

provides psychological support through acceptance and confirmation, counseling,
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friendship. The mentor provides protection and gives advices at difficult situations
thereby influencing trust in mentor. If the mentor shows an important social support,
that meets the expectations of a protégé will increase the efficiency of the perception
of the relationship and trust to mentor (Young & Perrewe, 2000). This function
contributes to the development and strengthening trust between the mentor and
protégé (Erdem & Ozen, 2003). The mentor providing with psychosocial function
thereby promotes increase in feeling of competence and importance at the protégé in
the organizations.

The main factors of career functions are the mentors’ experience,
organizational rank, and affect in the organizational environment. This structural
relationship enables mentors to provide sponsorship; coaching, protection, exposure
and visibility and assigning challenging projects. In career development function, the
mentor supplies the protégé with necessary information, conducts training, and gives
challenging assignments for development of skills. Therefore as protégé receives
these career related guidance, this will increase trust in mentor.

In the role modeling function, the mentor is a model for imitation, which
inspires, motivates, and to serve as an example of desirable behavior (Lockwood &
Kunda 1997). The process of role modeling has as conscious and unconscious
specificity, in which a mentor through their knowledge, behavior, attitude, skills and
attitudes causing by protégé admiration that provokes the desire to imitation. Role
modeling increases the likelihood of similarity between mentor and protégé, since
protégé wants to look similar to mentor in terms of behavior, attitude, and skills.
McAllister (1995) showed that similarity between two people increases trust. Based
on this idea, we claim that role modeling function will also increase trust in mentor.

Existence of trust in a mentoring relationship allows risky actions thus allow
protégés to prove himself/herself. Even if protégé make a mistake, he or she can be
sure that the mentor will still help to understand and to correct it (Kram, 1985). Also,
trust level in the mentoring relations positively influences quality of training and
perception at the protégé (Dymock, 1999). The trust in mentor improves reception
and transfer of knowledge. In addition, protégé who trusts his mentor has a
progressive development in the career and organizations than the one who does not

trust his mentor. Protégé, trusting his mentor through provided mentoring functions,
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has the ability easily to create effective and professional behavior and
communication style with people around (Allen, Poteet, & Russell, 2000).

As argued by Liang et al. (2008), in critical situations related to protégé
responsibilities and career, they are more preferred to contact trusted mentor. Based
on this, trust in mentor helps the development of a more free and confident behavior
by protégé. So it can increase the quality and efficiency of mentoring relationship

(Erdem & Ozen, 2003).

H1: Mentoring functions received by the protégé positively influence

trust in mentor.

2.2. Relationship between Trust in Mentor and Psychological Empowerment
(Hypothesis 2 & 3)

Trust in supervisors, in our case mentors, is a psychological state, which
provides many opportunities such as job satisfaction, work effort, productivity,
organizational commitment in the workplace (McAllister, 1995). Also one of the
opportunities in the workplace is a psychological empowerment (Corsun & Enz,
1999). Spreitzer (1995) defines psychological empowerment as a set of cognitive
motivations, which are formed in the working environment and consequently affect
the active orientation of the individual.

The psychological empowerment is increased with the help of internal
motivation, expressed in four cognition set, which reflect the direction of the
employee to work: impact, competence, meaning, and self-determination (Spreitzer,
1995). The trust in supervisor allows the employee confidently acts, that it affects
their perception of meaning, impact, competence and self-determination (Corsun &
Ents, 1999). Supervisors demonstrate trust provide an atmosphere of safety whereby
protégés become more sure about their work and start to feel of impactful in
organizational activities. Subordinate, who trusts in his supervisor feel supported in
their actions and behavior, and is capable of manifesting itself in the organizational
process. These actions allow the development in understanding the impactful of

protégé in his department or organization (Bentein et al., 2005).
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Trust in supervisor or mentor makes protégé to receive his/her assignment
with responsibility and dedication (Erdem & Ozen, 2003). Therefore, the employee
perceives all provided training and knowledge very carefully and attentively. As a
consequence, it can be reflected on the employee's perceptions of self-competence
(Fey et al., 2004). Spreitzer (1996) showed that reflections of trust in supervisors, in
our case mentors, such as support and access of information increase the perception
of psychological competence.

Moreover, trust in mentor can show the deeper need why an employee should
work and how he/she can contribute to the organization can give sense of the
meaning in the organization. Protégé, who trusts in supervisor, takes responsibility
for the empowerment and more vibrantly receives praise in his address, such factors
contribute to creating a sense of meaning in a protégé of his work (Forrester, 2000).

Supervisors creating an environment of trust promote to employee explore
ideas, communicate openly and work towards organizational goals that to help
exercise their self-determination. This allows the protégé to exercise self-
determination through self-achievement of the purposes, personal autonomy and
freedom of action, which is possible through the trust in supervisor (Parayitam &
Dooley, 2007). Such powers enable them to participate in the activities of
organization, for achieve personal and organizational goals (Chan et al., 2008). From
the same token, we think that high trust in mentor will also increase autonomy and
determination. Based on these arguments, the trust has an impact on each dimension
of psychological empowerment. Thereby it can be argued that the trust is an
antecedent for psychological empowerment. Thus, the trust in supervisor increases
the level of psychological empowerment by protégé. So, it is possible to assume that
between trust in supervisor and psychological empowerment is a positive

interrelation.

H2: Trust in mentor positively influences psychological empowerment of

the protégé.

H3: Trust in mentor mediates the relationship between mentoring

functions and psychological empowerment of the protégé.
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2.3. The Effect of Political Skill on the Relationship between Trust in Mentor
and Psychological Empowerment (Hypothesis 4)

Political skill defined as a personal characteristic that allows showing the
political action in order to develop or purchase definite power and authority (Pfeffer,
1981). Political skill has four dimensions. It is social astuteness, interpersonal
influence, networking ability, and apparent sincerity (Ferris, et al., 2005). Social
astuteness is “the ability to be socially observer and subsequently a good
understanding of certain situations, as well as the people around them” (Ferris et al.,
2005).

Interpersonal influence refers to “the ability demonstrates situational
appropriate behavior on purpose to elicit agreeable responses in others” (Ferris et
al., 2005). Network ability is the capability to establish the necessary contacts and
network of individuals in the workplace. Apparent sincerity is “the ability to appear
to others as having the highest levels of integrity, and to be the candid and the
veritable” (Treadway, et al. 2005). Using its four dimensions, political skill has
ability effectively realize and see other motives at work place and using this data can
influence on the others.

The supervisor high in political skill is capable to direct working relationship
S0 as to receive desired result through successful influence. According to Harris and
et al. (2007) supervisors high in political skill are using social signals for a good
understanding of their protégés. Also supervisors high in political skill accommodate
and use the calibration of behavior depending on the situation. Possessing such
abilities they are able to influence feelings of admiration and stimulates desire to
imitate the supervisor, and it promotes to formation of trust. The emerging trust in
manager leads the more open and decisive behavior, that is the increase of
psychological empowerment. Therefore, an executive who has political skill can
have a positive impact on the relationship between trust in supervisor and
psychological empowerment.

Supervisors high in political skill easily build and develop relationships with

various important people, thereby expanding their network of contacts. They

43



consider these relationships or contacts as assets that are necessary to achieve
personal and organizational goals. Also the supervisor with high level of political
skill is sociable, that allows them easily gets new friends and to develop a strong,
friendly and beneficial relations and cooperation. Such factors are capable to increase
in feeling of meaning by the protégé, which is formed of realization that his
supervisor has a considerable network of contacts thanks to which has influence in
the organization. Due to this, protégé reveals himself/herself and all the skills free
and liberated.

Supervisor with political skill can manage with stressful situations, to find a
mutual solution in the conflict social situations and thereby to increase the reputation
(Ferris, et al., 2002). Stress resistance at the supervisor is related to political skill, a
positive effect on the psychological state of a protégé. Based on this supervisor is
able to create harmony in the relationship, which contributes to the increase of trust
and psychological empowerment.

So, political skill of the supervisor \ mentor can be the moderator between
trust and psychological empowerment, and contribute to the development of quality
relationships. As, supervisor with political skill have high qualification in conduction
negotiations and skillfully gain people. This ability of the supervisor attracts the
employee on open communication that subsequently can lead to trust. Supervisor
with high political skill having the trust of the employee can use his influence skills
for motivation him\her confidently self-expression. This behavior leads to increased
employee's psychological empowerment.

Thus, the political skill enhances the relationship between the trust in
supervisor and psychological empowerment. The supervisor, who has political skill
more strongly and more competently, influences this relationship. So, it can be
assumed that the political skill can positively influence the relationship between the

trust in supervisor and psychological empowerment.

H4: Trust in mentor will positively influences psychological
empowerment only if the mentor has high political skill.
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CHAPTER 3

METHODOLOGY

3.1. Participants and the Procedure

Data were collected from a sample of 250 office workers from the public and
private sectors working in construction, education, tourism, finance, real estate, oil
processing, justice, management of human resources and consulting sectors in major
cities of Kazakhstan.

The data was collected by method of mailing of questionnaires by e-mail. E-
mails were sent to both private and public organizations. Among such organizations
were generally selected institutions such as banks, construction companies,
universities, large companies for recruitment, tax agencies and law firms. Addresses
of the study participants were gathered in the open for the people and general using
sites of these organizations. In the e-mails were attached an accompanying letter and
a link to the questionnaire. All survey was dispatched in electronic form by means of
specially prepared links. The questionnaire was translated on Kazakh and Russians.
As Kazakhstan was long time as a part of the USSR it considerably, affected
government structure and language. Therefore, in the country at the moment in all
the organization and institutions are equally used, as well as Kazakh, and Russian.
The total number of responses received was 156. Of these, completely filled in the
Kazakh language was 29 and on Russian was 127. Participation in research was
voluntary and all participants were informed on confidentiality of the obtained data.
Out of 156 surveys returned, 5 were dropouts due to incomplete and missing data.
The statistical analyses were carried out with the remaining 151 surveys. The
questionnaire took about 20—25 minutes to complete.

The prepared questionnaire was tested in the pilot version. The purpose of
this testing is identification of shortcomings, mistakes, complex and obscure
guestions, and duration. Questionnaires were dispatched to incidentally chosen
researcher's acquaintances, on their e-mail address. Also the questionnaire was
accompanied by a letter asking them to answer on it and to give subjective criticism

or recommendations about an occasion of this questionnaire. Pilot participants noted
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some grammatical and spelling errors, which were formed in the process of
translation from English to Kazakh. They also confirmed that the duration of the
questionnaire coincides with the specified time in the questionnaire. The specified all
bugs has been corrected and the recommendations were taken into consideration and
as far as possible applied. Some of them noted that the questionnaire is an interesting

research topic and is current as of the current economic situation in Kazakhstan.

3.2. Sample Characteristics

The table 1 shows the demographic data of the study. In this table, have data
of those who provides mentoring functions are divided into two groups is a mentor
and supervisor. In this category is observed that the amount of mentors(79; 52.3%) is
not significantly more than the supervisors (72; 47.7%). In a protégés' gender
indicator of a male (84; 55.6%) is slightly higher than for female (63; 41.7%). And
the opposite,the gender mentor indicator of female (81; 53.6%) higher, than male
(66; 42.7%). Age data protégé divided into four scales is 18-25; 26-35; 36-46, 47 and
above. And in this category the highest indicator identified in 26-35 (76; 50.33%).
The category mentor experience also is divided into four scales is: 1-10; 11-20; 21-
30; 31-40. And the highest indicator identified in 1-10 (80; 53%). In the relationships
length, significant duration is defined in 0-7 years (142; 93%). In the form of
mentoring relationship, such as formal (69; 45.7%) and informal (78; 51.7%), a
significant difference was not observed. During research was revealed that the
frequency of communication with the mentors, the highest number of protégé
indicated that they had contact with mentor every day (71; 47%). Also in this study,
in particular, initiators of the relationships are mentors (72; 47.7%) and organization
(63; 41.7%). In this study, most of the participants pointed out that are employed by
private organizations (99; 65.6%).
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Table 1: Descriptive statistics of the demographic variables

Categories Variables Descriptive Percentage
Statistics (%)
) Mentor 79 52,3
Mentor vs. Supervisor i
Supervisor 72 47,7
Male 84 55,6
Gender
Female 63 41,7
Male 66 43,7
Mentor Gender
Female 81 53,6
18-25 64 42,38
26-35 76 50,33
Age
36-46 5 3,31
47+ 1 0,7
1-10 80 53
11-20 40 26,6
Mentor Experience
21- 30 19 12,6
31-40 7 4,7
) ) 0-7 142 94
Relationship Length
8-15 3 2
Formal vs. Informal Informal 8 SL7
assignment 69 45,7
Formal
Never 5 3,3
Once or Twice 14 9,3
Frequency of About Once a 20 132
L Week
Communication
Several Times a
Week 37 24,5
Every Day 71 47
Organization 63 41,7
Mentor 72 477
Who Initiate Protégé 12 7,9
Private 99 65,6
Organization
Type of Organization Public Organization 48 31,8

47



3.3. Measures
3.3.1. Psychological Empowerment

Psychological empowerment was measured using Spreitzer (1995)
Empowerment at Work Scale. The measurement contained of 12 items. It includes 4
dimensions of psychological empowerment which were: competence, self-
determination, meaning and impact. Each of the 4 dimensions was designed to
measure with 3 items. Sample items for the psychological empowerment dimensions
estimation included: meaning - “The work I do is very important to me”; competence
- “I am confident about my ability to do my job”; self-determination - “I have
significant autonomy in determining how | do my job"; impact - “My impact on what
happens in my department is large.” Items were responded using a 7-point Likert-
type scale ranging from “1- strongly disagrees” to “7 - strongly agree”. Higher score
meant higher psychological empowerment. In this study, coefficient alpha for

empowerment was reported .859.

3.3.2. Trust in Mentor

Trust in mentor was measured using McAllister’s (1995) Trust Scale. The
measurement assesses types of trust which contain of affect- and cognition-based
trust. The scale consists of 11 items. The mentors’ affect-based trust was measured
with five items and the mentors’ cognition-based trust was measured with the six-
item.

Sample items were as follows: affect - based trust "If I shared my problems
with this person, I know he\she would respond constructively and caringly” and
cognition - based trust "Given this person’s track record, I see no reason to doubt
his/her competence and preparation for the job.". The participants indicated on a
scale ranging from 1 “disagree” to 5 “agree”. Their agreements with various
statements are about a special respondent at workplace. In this study, Cronbach's
alphas reliability assesses for the cognition and affect-based trust measures are .932.
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3.3.3. Political Skill of Mentor

Political skill was measured with the Political Skill Inventory by Ferris et al.
(2005). The measure contain of a 15-item measure that estimates a mentor’s social
astuteness, interpersonal influence and networking ability. Items of dimension
apparent sincerity did not include in this scale because they is not related on
relationship between mentor and protégé perception. 6 items are described to
measure networking ability, 5 items for social astuteness and 4 items for
interpersonal influence skills. In measurement, all of the items the word of "I" was
changed to “My mentor". Since in this study evaluated the level of political skill by
mentors. Sample items for the political skill dimensions estimation included:
networking ability "My mentor spend a lot of time and effort at work networking
with others™, social astuteness "My mentor has good intuition or savvy about how to
present himself/herself to others", and interpersonal influence "My mentor is able to
communicate easily and effectively with others".

Respondents indicated their responses on a seven 7-point rating scale from 1
“strongly disagree” to 7 “strongly agree”. Higher scores mean a higher level of

political skill by mentors. According result of this study alpha reliability is .933.

3.3.4. Mentoring Functions

Mentoring Functions was measured using Scandura’s (1992) Mentoring
functions scale. Items represented as mentoring functions, which consist in career
related support, psychosocial support and role modeling. The measurement contain
of 15 items. Six items are designed to measure psychosocial support, five for career
related support, and four for role modeling.

The measurement divides to three sections such as career, psychosocial support and
role modeling. These sections include dimensions of mentoring functions. Career
related support consist of coaching, protection, exposure and visibility and assigning
challenging projects, and psychosocial support include acceptance and confirmation,

counseling, friendship. All this items characterize those dimensions.
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For example psychosocial support is described friendship like" I consider mentor to
be a friend", career related support is described coaching like "Mentor gives me
special coaching on job™. Participants were requested to indicate agreement with
statements about their mentor. Items are responded categories from 1 - "strongly
disagree" to 7 - "strongly agree". Higher scores mean a higher level perception

mentoring functions. The scale’s alpha reliability in this study is .939.

3.3.5. Control variables

This survey contained of four scales and a detached section in which
demographic information regarding the respondents’ gender, mentor's work
experience in the organization, status of mentor (supervisor of different person),
length of relationship, type of mentoring relationship( formal and informal), frequent
of communication ( once or everyday), initiator of relationship ( protégé, mentor or
organization), quantity of under coworkers (coworker work under protégé), and type
of organization( private or government). Gender similarities or differences between
the mentor and the protégé can describe the strong or weak relationship. Experience
of mentor in organization contains information about the resources, which mentor
can provide protégé. The status of mentor makes it possible to determine the benefits
and opportunities which mentor can provide due to its position in the organization.
The question about a particular or a rarity of communications between the mentor
and the protégé gives the chance to determine the level of the friendly relations. The
question about the initiator of the relationship defines how there will be relations that
is friendly and voluntary or compulsory and aggressive.

The item about types of the organizations promotes researching, in what of
organizations, that is in private or state the relationships between supervisor and
employees it is formed closer and confidential.
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CHAPTER 4
RESULTS

4.1. Data Analysis Technique

Hierarchical regression is used to estimate the predictability of changes,
which are related to later entered predictors in the analysis on earlier presented
predictors. Hierarchical regression is an incremental process that includes entering
predictor in the analysis by stages. Hierarchical regression is relevant instrument
when in analysis variance on a dependent variable is being explained the correlation
between the independent variables. Also, this analysis promotes to the prediction of
values of the dependent variable using the independent. Hierarchical regression
defines a contribution of separate independent variables to a variation dependent.

In hierarchical regression, the tested model can include a number of
intermediate variables, which being dependent for some other independent variables
are independent in relation to the ultimate dependent variable. In such cases, the
hierarchical regression can be used consistency regressions not only for the ultimate
dependent variable, and for each mediate variable.

Moderator mediation occurs when the size of the indirect effects depends on
the value or the level of the moderator variable. Moderator variable is a variable that
affects the relationship between two or more variables. Moderated mediation process
can be described as the estimated size of the indirect effect is the cause of the results
that occur when the mediator change as a function of the moderator variable.
Moderated mediation models focused on the study and evaluation of the relationship

between the moderator and the indirect effect (Frone, 1999).

4.2. Preliminary Analysis
4.2.1. Discriminant Analysis

The Confirmatory factorial analysis (CFA) tries to define, whether there
corresponds the quantity of factors and loading of the measured variables to that is
expected, on the basis of the preliminary theory. Bentler (1990) suggested, a number

of fit indices were used in evaluating the proposed structural model: (a) the chi-
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square statistic; (b) The relative chi-square (x2/df ratio); (c) the Tucker Lewis Index
(TLI); (d) the comparative fit index (CFI); (e) root mean square residual (RMSEA).

Chi-square test determines whether there is a significant difference between
the expected frequencies and observed frequencies in different categories. It occurs
such that even if the chi-square is significant, then the observed model is regarded as
unacceptable. Each researcher distinguishes criterion for acceptance, it ranges from
less than 2 (Ullman, 2001) to less than 5 (Schumacker & Lomax, 2004). TLI is an
unbiased estimation of a quantity that incorporates the parsimony ratio (McDonald &
Marsh, 1990). The CFI examines ratios between discrepancy of independent model
and discrepancy of target model. Values that approach 1 indicate acceptable fit. The
root means square error of approximation (RMSEA) contributes to avoid problems
with the size of the sample through analyzing the discrepancy between the expected
model which optimally selected with parameters estimates and the covariance matrix
of the population.

All of the indices suggest that the observed four factor model provided a good
fit to the data (table2).

Generally, item parceling used when the data for analysis are non-normally
distributed, coarsely categorized, or the conditions that infringe the suppositions on
which normal theory completely probability and basis on generalized least squares
estimation techniques (Bandalos, 2002). Marsh et al. (1998), found the solution for
CFA through using items of parceling for take the greater numbers of proper
solutions. The using parceling is the proper solution s for all samples.

The number of parceling increase ratio the chi-square—degrees of freedom
and it is the highest for solutions based on individual items. The using parceling for

solution CFA has great strength and small mean squared error.

Table 2 Results of Confirmatory Factor Analysis (CFA)

Model x? df x*/df CFl TLI RMSEA

Four- factor
132.178 48 2.754 0.937 0.913 0.108
Model

52



Data of Means, standard deviations, correlation between variables of this
research are presented to Table 3. In this table, there is a significant correlation
between variables such as trust and mentoring, as well as between psychological
empowerment and variables such as mentoring and trust. There is a significant
correlation between political skill and mentoring, trust and psychological
empowerment. As shown in Model 1 (at table 4) Formal and informal relationships
are significant in relation to psychological empowerment; (Beta = .254, p < .05). In
addition, mentoring functions are also significant related to the psychological
empowerment (Beta = .254, p < .001). These results are in line with the mentoring
literature.

Consistent with Hypothesis 1 mentoring functions are positively related to
trust in mentor (Beta = .656, p < .001). In addition, supporting the hypothesis 2, the
trust in mentor has a positive relationship with psychological empowerment (Beta =
272, p <.001). Consistent with mediation hypothesis 3, in Model 3, trust in mentor
positively related to psychological empowerment while mentoring functions lose its
positive effect on psychological empowerment (Beta = .078, ns).

After review the previous models interaction which is presented separately as
a unique model. In the model 4 (hypothesis 4), according to results of interaction
between trust in mentor and political skill has positively related to psychological
empowerment (Beta=0.115, p < .01), and it confirms the assumption of the
hypothesis. Also this model as | assumed political skill is significant related to

psychological empowerment (Beta =0.235, p <.01).
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In addition, in this model there is still a significant relationship between trust
in mentor and psychological empowerment (Beta=0.299, p <.01). But as shown
indicators of mentoring functions is not significant to related psychological
empowerment (Beta=- 0.024, ns).

So trust in mentor mediates the relationship between mentoring functions and
psychological empowerment. Index of moderated mediator strength is .0673 (SE
Boot) .0258, LLCI .0203, ULCI .1189. Since the confidence intervals do not include

“0”, then I can conclude that moderated mediation is supported.

Significant results of positive relationships that confirm the hypothesis
illustrated in Figure 1. This figure shows the two slopes, one of the slopes is one
standard deviation below named low level of political skill and the other is
designated one standard deviation above named as high level of political skill. As
this figure demonstrates, when political skill is low, the relationship between trust in
mentor and psychological empowerment does not get stronger (B = .148, SE = .084,
ns). However, when political skill is high, the relationship between trust in mentor
and psychological empowerment gets stronger (B =.369, SE =.093, p <.001). Based
on the indicators of the figure, it can be concluded that the high political skill
increased the level of psychological empowerment. Based on the indicators of the
figure, it can be concluded that the high level of trust and political skill increased the

level of psychological empowerment.
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Figure 1. Sample plots of the second stage moderating effects
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DISCUSSION

In recent years, the mentoring relationship on the workplace has become a
topical issue in the literature. As the mentoring is a tool to increase the productivity
on the work process. Mentoring correlated with many factors which promote
increasing and the development of efficiency, such factors may include the trust and
political skill. Therefore, the development of mentoring relationships on a workplace
has positive results as a psychological empowerment. This study examined the
relationship between these variables.

The aim of the study was to focus on the relationship between the mentoring
functions and psychological empowerment, and | specifically claim that trust in
mentor and political skill of the mentor will shape this relationship. So, one of the
assumptions of this research is that mentoring functions positively influence on the
trust in mentor. It is a contradictory assumption when compared to trust positively
influence mentoring functions (Wang, Noe, & Tomlinson, 2010), since it is highly
possible that mentoring functions can be received even the protégé might not pose
enough information about the mentor. In formal mentoring programs, mentor or
supervisor initiated programs can be considered in this category which the protégé is
ready to perceive mentoring only after that he\she formed the trust in mentor. The
studies argue that the protégé perceives certain information more effectively if he/she
trusts his/her mentor. The protégé is ready to build mentoring relationships after he
\she estimated the mentor and will start to trust him.

In this study I assumed that trust in mentor by protégé is formed after the
mentor provides mentoring functions. Because in the organizations there are such
cases that the mentoring relationship is formed before the interpersonal trust. In such
cases sometimes the mentors become initiators of the relationships. The main
objective of the mentor is to adapt and to train the new employee or the protégé in
work place. The mentor ensures with all the necessary resources, training,
instruction, advice, and also provides psychosocial support, protection and assistance
in career development. All these factors are capable by the protégé to form feeling of
reliability and trust in mentor. These assumptions were confirmed in this research.

The results of analysis have shown that the protégé estimates his mentor through his
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assigned challenges, care, and support, opportunity for career development,
confidence of behavior, and status in the organization. On this basis, the
consideration of mentoring functions and trust in mentor in this combination is a
small contribution to literature on mentoring.

Also, a similar hypothesis was by a study of Buckley and Farrell (2007) in
which they conclude that there is a significant relationship between the mentoring
functions and the trust in leader. According to the results of their analysis, the
mentoring functions have significant correlation to relative the trust in leader. Their
research is also evidence, about that there are positive relationship between
mentoring functions and the trust in mentor, which were confirmed with results of
this research.

One more issue of this study is to investigate the trust in mentor as a mediator
in the relationship between mentoring and psychological empowerment. While,
previous studies treat trust/relationship quality as an antecedent variable, in this
study, the trust in the supervisor is viewed as a mediator. The trust in supervisor is
disposed the employee on free and open action on a workplace (Dirks & Ferrin,
2002). On this basis, the trust in mentor allows the protégé feel empowered and
meaningful. The results of analysis confirmed that the trust in mentor positively
impact on psychological empowerment of protégé. These results mean that the trust
in mentor are promoted to manifest the protégé a sense of meaning and that he\she is
part of the organization and that his\her goals and values have a certain similarity
with the organizational principles. They also believe that his/her mentor is
competent, responsible and reliable, that in case of any difficulties he will help to
cope with it. The trust in mentor helps to increase self-expression, as well as the
formation confident behavior in the organization.

There is also a previous work that has investigated the relationship between
the trust in supervisor and the psychological empowerment (Ergeneli, Ar1, & Metin,
2006). The results of their study have demonstrated that there is a significant
connection between the trust in supervisor and psychological empowerment. This
proves that the results of this study are not unique and has a previous confirmation of

the fact that trust in a mentor have a positive effect on psychological empowerment.
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One more hypothesis of this research is political skill as an interrelation
moderator between trust in mentor and psychological empowerment. Ferris (2000)
defined political skill as ability which represents not only knowledge, action, and
feeling in a relevant and honest manner, but leading those powers toward relevant or
desirable results. Political skill is considerable or evens a key element in the
organizational process. The supervisor\mentor who has this skill can more effectively
improve and understand the relationship with the protégé or employees. The
supervisor\mentor with high political skill is capable to help the protégé to adapt to a
working environment. Also the supervisor\mentor with the high political skill
accommodates and uses the calibration of behavior depending on the situation. The
supervisor \mentor with such ability is capable to influence feelings of admiration
and stimulates desire to imitate the supervisor, and it promotes to formation of trust.

There are not many studies which explored the political skill in mentoring
relationships. One of the works that explore this relationship is the study of Pan, Sun,
and Chow (2011). In their research, they concluded that attribute of mentor has a
significant impact on the formation of an effective mentoring relationship. According
to the literature review, the political skill is an important attribute of an effective
leader. The results of their research showed that leader who has a high level of
political skill, positively influences on efficiency of mentoring.

Based on the analysis of this study revealed, that a political skill positively
influences on interaction. According to collected data a protégé indicated that the
existence of the political skill in their mentors more favorably effect on their
autonomy in the organization. Political skill of mentor allows the protégé to
confidently operate implementation of the commitments. As the protégé is sure that
if he\ she even makes a mistake, his\ner mentor will correct it, and it will not cause
serious consequences. According to these arguments, the protégé can have the
feeling of meaning, freedom of action, improving competence, and the formation of
confident behavior, namely the increasing the psychological empowerment. Research
results have shown that a mentor with high trust and high level of political skill
contributes to rising of psychological empowerment. Based on these, | concluded
that mentors with the political skill have not only a positively effect on psychological

empowerment, but also contributes to increase it.
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LIMITATIONS AND SUGGESTIONS FOR FUTURE RESEARCH

As well as in all researches this work has certain limitations. One of these
limitations is data collection, namely the questionnaires were collected only the
respondents with the self- report method. As indicated in the literature, this method
has several disadvantages. The main disadvantage of the self- report is a problem
with reliability. As people do not always know what effect on their behavior or
decision (Nisbett & Ross, 1980). Also, the collected data by this method are most
often personal and unique that may have a little relation to " reality ". Also, when
completing questionnaires sometimes people are not always true or not objectively
assess their abilities and results. Based on this for future studies it would be
appropriate to collect data not only the respondent but also of his colleagues, friends
and people who are close cooperation with him.

Another limitation of this study that dimension political skill. The
questionnaire included only three dimensions(network ability, social astuteness,
interpersonal influence). As the literature about the political skill and their
dimensions indicated that the fourth dimension(apparent sincerity) had some
problems in the evaluation. On the basis of these commentary, i decided that the
fourth dimension do not include for the assessment of political skill. For future
research would be quite good to consider political skill in all four dimensions. As it
is possible in other circumstances and conditions dimension political skill in all
dimensions could lead to new results.

The third of the limitations of the present research was that the data was
collected in Kazakhstan organizations only. Mentoring in the workplace are the
topical topic in many modern organizations and issues to improve the quality and
efficiency interests many managers. In the literature about mentoring, there are many
factors and aspects which affect mentoring. | consider that the relationship between
the mentoring functions and psychological empowerment in different contexts and
conditions may result to a variety of outcomes and results. Therefore, for more
expansion and specific understand with these matters would be nice to consider this
model of study in different cultures. Future studies can test the developed model in

other countries.
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APPENDIX 1: The Mentoring and Psychological Empowerment Survey;
Russian version

YBaxkaecMblii YuacTHUK, JlaHHas aHKeTa SIBJSICTCS YacThlO HCCIICAOBaHUSA,
KoTopoe BeaeT Onbmupa KabmynoBa. OnHa sBIIeTCSl CTYACHTKOH MarumcTparypsl
buznec AamuHHCTpUpOBaHUS W pabOTaeT MOJ PYKOBOACTBOM JIOIEHTA JOKTOpa
Ourun bareim O3typk Yauepcutet Jloky3 Einmyne (Typuwms). Ml npuriamiaem,
Bac mpuHsATh yyacTMe B 3TOM HCCIEIOBATEIHCKOM IPOEKTE, MOTOMY UYTO BbI B

HacToslIee BpeMsl paboTaeTe B OpraHU3alluy, U Bbl B Bo3pacTe crapiie 18 jer.

Llenbto 1aHHOTO MCCIENOBAaHUS SBJISIETCS OOJbIIE y3HATh 00 OTHOLIEHHE K
JTIOJIIM Ha pabouuMx MecTaX, B OCOOCHHOCTHM OTHOIICHHUS MEXIy HadyaJlbHUKOM M
nongunHeHHbIM. [Iponeaypa: OTo uccienoBaHue BKIIOYAET B ce0sl IECTh KOPOTKUX
yacTel, 3ajjaBacMble BOIPOCHI KAcarOTCsl B3aMMOOTHOIIEHWH Ha paboyeM MecTe U
nemMorpauueckux BONPOCOB. MBI HajeeMcs, YTO Ha BOMPOCH BBl OTBETHTE

oTkpbITo. McciienoBanne OyneT IuThest He Oomnee 20 MUHYT.

JloOpoBonibHOE yuyacTHe © AHOHHUMHOCTH. Bamie yuactue B 3TOM
UCCIICIOBAaHUM SIBIISIETCSI TOOPOBOJIBHBIM M aHOHHMMHBIM. BBl MoxkeTe BooOOIE He
NPUHUMATh y4acTHE B 3TOM HCCIEAOBAHUU. MBI MPUIOKUM BCE YCHUIIUS, YTOOBI
COXpaHUTh Bamry wuHpopmanuoo KoHpuUIeHIIHaTsHON. Bame wuMsa He Oyayr
CrpallivBaTh, W CBS3bIBATh C BalllMMU OTBETAMH, M JaHHBIE OYIYyT XpPaHUTHCS
3alMIIEHHBIM MapoJieM B (aiiine Ha koMmbloTepe. [lanHble, coOpaHHBIE ¢ TTOMOIIBIO
ATOr0 ompoca OyayT HUCHONIB30BaHBI TOJBKO B JAHMCCEPTAlMM MaructpaHTta. Mbl
HajJieeMcsi, 4To B Oyayliem, ApYyrue JIOAM MOTYT H3BJIEYb BBITOAY M3 3TOTO
WCCJICIOBAHMS ISl yAYUIICHUS] TTOHUMaHUSI TOTO, KaK JIFOJU IyMaloT U BEAyT ceOs

BO B3aMMOOTHOIICHUAX APYT C APYI'OM Ha pa6oqu MCCTC.

Pucku: Her Hukakux puCKOB (3paBOOXpaHEHHE M T.JA.), CBA3aHHBIX C
JAHHBIM ~ uccienoBaHveM. Ecnu  Bbl  pelIMaM  INPUHATH  y4acTHE JAHHOTO

UCCIEeI0BaHMs, TO, TOXKayiicTa, HaxxMute "Crnenyromui".
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Crnenyroniye yTBEp:KACHHUS OIPEACNIAT Ballld MBICIM M YYBCTBAa B Pa3JIMUHBIX

cUTyalusax. B KaXI0M ITyHKT€ YKa)KUT€ COOTBETCTBYIOIUN HOMEP IIKaJbl, KOTOPBIXA

HanboJee XOpOo1Io OIMMCEIBACT Bac.

1- Kareropuyeckuii He COTJIaceH;
2- He cornacen;

3- UYacTU4YHO HE COIJIaceH;

4- He mory BbIOpath;

5- YacTuuHO COIJIaceH;

6- Cornacen;

7- TIomaHOCTBIO COTJIACEH.

Pabota, koTOpyIO 5 A€Nar0 OueHb BaKHA
JUTS. MEHSI.

Most paboyast 1eATeNbHOCTh UMEET JTUUHYIO
3HAYMMOCTD U1l MEHS.

Pa60Ta, KOTOPYIO 4 ACJIar0, 3HAYUMa JJIsL
MCHAI.

51 yBepeH B CBOCH CIIOCOOHOCTH BBITIOJIHSATH
CBOIO padoTy.

A YBEPCH B CBOUX BO3MOXKXHOCTAX
BBITIOJIHATDH CBOIO TPYAOBYIO ACATCIIBHOCTD.

51 obnanaro HEOOXOIUMBIMU
npodeCCHOHATHLHBIMI HAaBBIKAMH JJIs1 MOCH
paboTHI.

VY MeHs ecTh 3HAUUTEIbHAS HE3aBUCUMOCTD
B OTIpeIeNIEHUH TOr0, KaK MHE JeJIaTh CBOIO
pabory.

S Mory pemuTh CaMOCTOSITETFHO O TOM, KaK
BBITIOJIHSITH CBOIO PaboTYy.

51 nmero SHAYUTCIBbHYIO BO3BMOKHOCTb
HE3aBHCHUMO M CBOOOTHO BHITIOJTHSTH CBOIO
pabory.

Moe BrusiHUE Ha TO, YTO MIPOUCXOIUT B
MOEM OT/IeJIe BEJIHKO.

S umero IMAPOKUEC BO3MOKHOCTU
YIIpaBJICHUA HAA TEM, UTO IIPOUCXOANT B
MOEM OTACIIC.

78



S1 mMero 3HaUMTENIFHOE BIUSHUE Haza TEM, @) @) O O OANO) Q
49TO NPOUCXOIUT B MOCM OTACIIC.

HacraBHu4ecTBO ONMUCHIBACTCS KaK OTHOIICHUS OJMH K OJHOMY MEXIy Ooliee
ONBITHBIM M BBIIIECTOSAIUM YEJIOBEKOM (HACTaBHUKA) U HOBBIM YYACTHUKOM WIIH
MEHEEe OIBITHBIM YeIOBEKOM (ero / ee TMpoTexke) B OpPraHU3aIlOHHOM
cTpykType. HacraBuuk He 00s3aTeNIbHO JODKEH OBbITh  HEMOCPEICTBEHHBIM
PYKOBOAMTENIEM WIM HAaYAJIbLHUKOM OTJeJIa, WK K€ C TaKOTo ke oTaena. HactaBHuk
MOKET BOOOIE OBITH ONPEJCIICH B KAYeCTBE BIUSATEILHOTO 4YEIIOBEKAa B BaIllCH
paboueii cpene, KOTOPBIM C TOBBIIIEHHBIM OINBITOM U 3HAHUSMH, M KOTOPBIHA
CTpPEeMHUTCSl 00eCleyuTh Bac MOJACPKKON U MPOJBMKEHHEM BBEPX IO KapbepHOM
nectHuue. [loxanyiicra, OTBETbTE Ha CIEAYIOLIME BOIPOCHl OTHOCUTEIBHO BaIIEro

HaCTaBHHKa.

SIBjfieTcA JIM Balll HACTABHHK TeM K€ CaMbIM YE€J0BCKOM, 4YTO H Ball

PYKOBOJAUTEIb UJIH K€ APYIr'UM yeJ10BeKoM?

QO Jla, MOit HACTABHHUK TAK)KE U MOU PYKOBOUTEIb.

Q HCT, MO# HaCTaBHUK HE SIBISETCS MOMM HaYaJIbHUKOM.

CJ'ICI[YIOH_II/IC YTBCPIKACHUA OHNPCACIAT Ballld MBICIIM U YYBCTBA B PA3JIMYHBIX
CUTyallusiIX. B kaxxgom IMYHKTC YKaKHUTC COOTBeTCTBy'IOH_II/Iﬁ HOMCDP HIKAaJIbI, KOTOpBIfI

HauoOoee XOpomo OMUCBIBACT Bac.

1 ‘ 2 134|586 |7
HacrtaBuuk mposBisieT TUYHBINA HHTEPEC B O O o lo o o
MOEH Kapbepe.
HacraBHuk Ha3zHa4YaeT MHE Ba)KHBIC 3alaHUs. O O O O O O
HacraBHuk naet MHe CrieIIUAIbHYIO OO0 O/l o o o
MOATOTOBKY Ha padore.
HacraBuuk naet MHE COBETHI O OO0 O /0o | o oo
BO3MOXHOCTAX IO IPOJABUKCHHIO
HacraBHuk momoraer MHe CKOOPIMHUPOBATE | Q|1 O O O O 'O | O
npodeccuoHanbHbIE LEH.
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HacraBHuk ynensier BpeMsi u ocoboe
BHUMAaHHE K MOEU Kapbepe.

51 pacckasbiBaro 0 JIMYHBIX MpobIemMax
HACTaBHHUKY.

51 BBIXOKY M 00IIIat0Ch C HACTABHUKOM TOCJIE

paboTHI.

1 © MOM HACTaBHUK MOYKEM MOJIOKUTHCH
APYT Ha Apyra.

S cunTaro HaCTaBHUKA APYTrOM

SI gacto XO0XKXY Ha O6CI[ C HaCTaBHUKOM.

bl CTaparCb CMOACIUPOBATH CBOC IMTOBEACHUEC

4Ucpe3 HaCTaBHUKA.

SI BocxmIIaroCh CIIOCOOHOCTHIO HACTABHUKA

MOTHUBUPOBATH JIPYTUX.

51 yBakaro HacTaBHMKA 3a
npodeccrHoHaIbHbIC 3HAHUS.

51 yBaxaro HaCTaBHHMKA 3a CIIOCOOHOCTD
o0y4ath APYyrux

Ecnu BBI ynTaere 1o, noxanyicra,
BBIOCPUTE, KATETOPUYECKH HE COTJIaceH.

O
O
O
O
O
O
O

© O O O
©c O O O
© O O O
© O O O
©c O O O
©c O O O
©c O O O

O
O
O
O
O
O
O

CJ'IGI[YIOI_HI/IC YTBCPKACHUA OIIPEACIIAT Balll MBICIIM U YYBCTBA B PA3JIMYHBIX

CUTyallusiIX. B kaxxgom IMYHKTC YKaKHUTC COOTBeTCTBy'IOH_II/Iﬁ HOMCDP HIKAaJIbI, KOTOpBIfI

HauoOoee XOpomo OMUCBIBACT Bac.

MgxI HMeeM B3aMMHO OOMEHHBIE
oTHOIIEHUS. MBI MOYKEM CBOOOIHO
JENUTHCS CBOMMH HJIESIMHU, UyBCTBAMH U
HaJIe)KIAMH.

S Mory TOBOpHUTH CBOOOTHO C ITUM
YEJIOBEKOM O 3aTPYIHEHUSX, KOTOPHIE I
UCIBITHIBAIO Ha paboOTe M 3HAIO, UTO OH
TOTOB BBICTYIIATb.

MpI 00a ucrbITanu 6bl 4yBCTBO MOTEPH,
€cJIi MbI 0oJiblIIe He MOTJIN Obl paboTaTh
BMECTE.

Ecnu s mogenuics Obl CBOUMH
nmpoOJeMaMu ¢ ITUM YEJIOBEKOM, 5 3HAIO,

ST T

OO O o 0o O O
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OH OTpearupoBail Obl KOHCTPYKTUBHO U
3a00TJINBO.

SI OBI cKa3ajl, 4To MBI 00a caetaiu
3HAYUTENBHBIN BKJIAJ B HAIIIKH OTHOIIICHUS
HACTaBHUYECTBA.

DTOT YeJIOBEK MOJIXOIUT K CBOCH padoTe ¢
podecCHOHATTU3MOM U
CaMOOTBEPKEHHOCTHIO.

YuuThIBas NOCIY>KHOU CIIUCOK 3TOT0
YeJIOBEKa, 51 He BUXKY OCHOBAHUH, YTOOBI
COMHEBATHCA OTHOCUTENIBHO €r0
KOMIIETEHTHOCTH U MOATOTOBKH K paboTe.

S1 Mory noslaraTbCst Ha 3TOr0 4€JI0BEKA, B
TOM 4TO OH HE C/IeJaeT MO paboTy Goiee
TPYAHOM, TyTEM HE3HAYUTEIHHON pabOTHI.

BonpmnHCTBO MI0aEH, gaxke Te, KTO He
SABJISICTCS] OJTU3KUMU JIPY3bSIMU 3TOTO
YeJI0BEKa, YBAXKAIOT U JIOBEPSIOT EMY.

Jlpyrue Mou KOJIIeTu 1o paboTe, ¢
KOTOPBIMH B3aUMOJICHCTBYET 3TOT
YeJIOBEK, CUATAIOT €Tro\ee
HaJIe)KHBIM\HAICKHOM.

Ecau 65l s1roau 3Ha1u 00JIbIIE 00 3TOM
4eJIoBeKa U ero\ee 00pa3oBaHKUHU U OIIBITE,
TO OHH OBbI 00JIee 3aMHTEPECOBAHO U
BHUMATEIHHO BOCIIPUHUMAITH ObI ero\ee
paborty.

Cnez[yloume YTBCPKACHUA ONIPECACIIAT Ballll MBICIIM U YYBCTBA B Pa3JIMYHBIX

CUTyalusaX. B KaXJI0M ITyHKTE YKa)KUT€ COOTBETCTBYIOIINI HOMEP IIKaJIbl, KOTOPBIXA

HauoOoee XOpomo OMUCBIBACT Bac.

Moii HacTaBHUK MMPpUKIIAABIBACT MHOT'O

YCWJIHI ¥ POBOJAUT MHOTO BPEMEHH, YTOOBI

HaJ1aauThb KOHTAKThI

MOGMy HAaCTaBHUKY yJacTCs YCTaHABJINBATH

XOpOomHre B3aMMOOTHOIIICHUS C
BJIMATCIIBHBIMHU JIFOJBMH HA pa60Te

Moii HacTaBHUK Hajlaaui IIHUPOKYIO CCTh
KOHTAKTOB C KOJJIETaMU 110 pa60Te, K

ST T

O

O

O

O

O

O

O
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KOTOPBIM OH MOXET 00paTUThCS, KOTaa
emy\eil O4eHb HEOOXOUMO YTO-TO CIETATh.

Ha paboTe Moii HacCTaBHUK 3HAaE€T MHOTO
BAYKHBIX JIFOJICH, U OH XOPOIIIO MOJICPKUBAET
C HUMH CBSI3b.

Moit HaCTaBHHUK MPOBOIUT MHOTO BPEMEHH,
HAJTAKUBasl CBS3HM U 3HAKOMCTBA IO pabdoTe.

MOGMy HAaCTaBHHUKY yAacTCs UCIIOJIb30BaTh
CBOU CBA3HM U KOHTAKTHI, KOT'1a HCO6XOI[I/IMO
YTO-TO CACIATh I10 pa60Te.

Moii HacTaBHUK OTJIMYHO IIOHUMAET JIIOCH.

Mot HaCTaBHUK OTJIMYHO yIaJbIBacT
IIPUYUHBI U CKPBITBIE MOTUBBI ITIOBEACHHUS

JIpYTruX.

I/IHTYI/II_II/ISI u C006pa3I/ITeHLHOCTL MOCTO
HAaCTaBHHKaA BCCraa MOACKAa3bIBACT CMY, KaK
IMpaBUJIbHO IIOJ1IaBaTb cebs APYIruM JIFOJSIM.

Mol HacTaBHUK KaXKeTCs BCEra,
WHCTUHKTUBHO 3HAET IIPaBUJIbHBIC BEIIH,
4yTOOBI CKa3aTh WIH CJIEJaTh, KOTOPBIE
BIIMSAIOT Ha IPYTUX JIOACH.

Mot HaCTaBHHK yJENseT IPUCTAIBHOE
BHHUMAaHUE K BBIPAXKCHUIO JIULL JIFOJIEH.

Moii HacTaBHUK MOJKET CACIATh TakK, YTOOBI
OOJBIIMHCTBO JIFO/IeH YyBCTBOBAJIO ce0s
CBOOOJHO ¥ KOM(POPTHO BOKPYT MEHS.

Moi¥i HaCTaBHHUK JIETKO U ITPOJYKTUBHO
00I11aeTCsl ¢ OKPYKAIOIIUMHU

Moli HaCTaBHHK JIETKO YCTAaHABJIMBAET
XOPOILIKE B3aUMOOTHOILIEHUS €
OOJIBITMHCTBOM JITOJIeH

Moii HacTaBHUK CIIOCOOEH CAeaTh TaK
YTOOBI S HPABUJICS JIFO/ISIM.

Ecnu BBI ynTaere 1o, noxanyicra,
BbIOEPUTE , IOJTHOCTHIO COTJIACEH.

IIpu o6uIeHny ¢ APYTUMH JHOABMHU, S
CTaparoch ObITh HCKPEHHUM B TOM, UTO 5
TOBOPIO U JIENAI0.

BaxxHo, 4TOOBI TIOIM CUUTAIIA, MEHS
HMCKPEHHHUM B TOM, YTO 5 TOBOPIO U JIEJIAl0.

S meITarock OKa3aTh UICKPEHHUN UHTEPEC K
JIPYTUM JIFOSM.
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Bam nmoJ

Q Myxckoii
QO XKenckuit

ITos Bammero HacTaBHHKA

Q Myxckoii
Q XKenckuii

CKoJbLKO BaM Jet?

HoxanyiicTa, ykaxkuTe ONbIT padoThl Ballero HACTABHUKA B OPraHU3aluM

(K0JIM4eCTBO JIeT)

Kak moaro (B roaax) AJWJjnch BallM B3aUMOOTHOLIEHHMSI ¢ HACTABHHKOM B

nocJieIHui pa3?
Bam HacTaBHMK Ha3Ha4YeH BaM (pOPpMaJIbHO WJIH He popMaTbHO?

Q ®dopmainbHO
O He dopmansHO

Kak gyacTo BbI 0011aeTeCh €O CBOMM HACTABHUKOM?

Q Huxkorma

Q Opnun wy Ba pasa

Q OpnuH pa3 B HEENIO

O HeckonbKo pa3 B HEJIEIIO
O Kaxnaplii 1eHb

KTO0 0b1J1 HHUIINATOPOM OTHOIICHHMIT HACTABHUYECTBA?

QO Opranuzanus
QO HacraBauk
QO TIIpotexe

Kak MHOro corpyAHHKOB pad0oTaOT MO BAILIMM YIIpaBJeHUueMm?

Hoxkanyiicra, onpeaeanTe BUI Ballled OPraHu3auuu
O TocynapcTBeHHas OpraHU3aIHsI

QO YacrHas opraHu3amus
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APPENDIX 2: The Mentoring and Psychological Empowerment Survey;
Kazakh version

Kypmerti Kateicymsl, byn cayanmnama Onemupa KaOpynoBaHBIH 3epTTey
JKYMBICBIHBIH, Oip Oemimi. Omn, Jloky3 Einyn VYamBepcureri, Ickepmix Oackapy
MarucTpaTypa CTYACHTI jKOHE JKeTeKimici goneHT JHruH bawimn O3typk (Typkws).
bi3 ci3ai Oyt 3epTTey KYMBIChIHA KaThICYFa IaKbIpaMbl3, ce0ebi Ci3 yibIM/Ia KYMBIC
icTeyeci3 xoHe )kachIHbI3 18-11eH ackaH.

Makcatel: Byn  3epTTey JKYMBICTBIH MakcaThl JKYMBIC — OpPHBIHJAFbI
TYJIFAJIap/IbIH, 9Cipece KOFapFbl KOHE TOMEHT1 KaWFaChIMIAFBl KYMBICIIBLIAPIBIH
apachIHIaFbl KAPBIM -KaTIHACTAPBIH 3€PTTEY.

Topti6i: byn cayanHama »XYMBIC OpHBIHIAFbl KATbIHACTAp >KAWIBI KOHE
neMorpausIbIK  CypakTapAaH KypaiFaH aiTbl KbicKa OeriMHEH Typanbl. byn
Oemimaepzeri cayammpapra Oypmanaychl3 kayan OepyiHi3ai erinemi3. 3eprrey 20
MUHYTTaH Ken Oonmaiiasl. EpikTi KaTeicy skoHe anoHMMIUTiK Ci3miH Oy 3epTreyre
KATBICYBIHBI3 €PIKT1 oHE aHOHUM/I OoibIn Tabbutaabel. KaThICKBIHBI3 KenMmece Oac
Taprcanbl3 na Oomanel. Ci3miH OepreH akmaparTapAbl KYINUSJIBIFBIH CakKTayFa
KOJIBIMBI3/IaH KEJITeHIH )acaiMbI3. Ci3/IiH aTbIHBI3 CypalMaiiia >KoHe Ci3/IiH aThIHbI3
JKayarnTapbIHbI3IbIH CIIKANCHICBIMEH KaThICThI OonMaiiabl. Ci3/ieH albIHFaH aKmapat
KUTITCO30€H KOpFalFaH KOMIbIOTEp (alplHAa cakranaabl. byn cayairHamanan
JKUHAJIFAaH akKmapaT MAarucTpiiK JUCCEPTAlUsIIBIK 3epTTeyAe KOJNJIaHBLUIAIbI.
bommakra,6acka kicinepre Oy 3epTTey, *KYMBIC OPHBIHIAFBI JKEKe TYJIFalap.bIH
OiJIaHybl MEH KaTbIHACTAPBIH TYCIHY apKbUIbI Maiijalibl 00JIaTIHBIHA YMITTEHEMI3.

Kayin-katepnep: byn cayamnamara THICTI €IIKaHAAM Kayll-KaTep OK
(meHcaynbIKKa THICTI, T.C.CC) 3epTTey JKYMBICBIHA KaThicaThiH OoJyicanbi3 «Kemeci»

TyliMeciHe OachIHbI3.
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Temenneri cayanHamara kayarm — Oepy

opTYpIIL

KarJaalmapaarsl OWIAaphIHBI3 O€H OpKeTTepiHi3ai Oimyre kemek Oepeni. Opbip

TapMaKTaKTarbl THICTI Kayarl, CI3JiH MiHe3IeMeHi3al kepcereni. CayaaHamasna

MBIHA/Ial MIKaJIajgap KOJIIaHbLIa b

1 - Mynaem kemicrieiiMiH;
2 — Kenicreiimig;

3 -Xaprbuiaii kemicneimis,
4 - IllenriMci3 KaJIIbIM,;

5 - XKapTtseuiaii kemicemiH,

6 — KenicemiH;

7 - TonplKTal KEniceMiH.

MeHiH iCTen XKYPTeH )KYMBICHIM MEH YIIIiH 6Te
MaHBI3/IbI.

MeHiH >XYMBICBIMJIAFbI 1C-OPEKET MEH YIIIiH
MaFrbIHAJTBL.

MeHiH >kacall )YpreH ’KYMBICHIM MEH YIIIiH
MarbIHAJIBI.

MeH e31MHIH THICTI )KYMBICBIMIIBI aTKapyaa
Kall1eTiMe CeHIMIIMIH.

O3 KbI3METIM/II aTKapyFa MyMKIHAIKTEPIMHIH
JKETKUTIKTI EKEHIIrHE CEHIMIIMIH.
JKyMbICBIM/IBI aTKapy YIIIH KOCiOM OUTIKTLIINM
KETKUTIKTI.

JKyMBICBIMITBI Kastail aTKapaThIHBIMA OaliTIaHBICThI
nepOecTirim Gap.

O3 »KYMBICBIM/IBI KaJlall aTKapy TypaJibl IIEeIIiM/I1
©31M KaObLTAalMBIH.

O3 KYMBICBIM/IBI €PKIH KoHE JiepOec aTKapyra
ailfTapibIKTail MyMKIHIIKTEpiM Oap.

MeHiH XyMBIC kacarl )XYpreH Mekeme 0esiMiHe
00J1aThIH KafFAaliIapra MaHbI3bIM 30D.

MeHiH XyMBIC ’kacarl )XypreH Mekeme 0eJiMiHJer1
XKaraaimapapl OakbUIayIaFbl YIeciM 30p.
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MeHiH XyMBIC Xkacal XypreH MekeMe 0omiMinzeri | O ' Q |1 Q1 QO O/ Q1 O
0OJaTHIH JKaFIaiIapFa 6Te MaHbI3IbI dcepiM Oap.

Tonmimrepnik - YHWBIMIBIK KYPBUIBIMJA, CallaJiaFrbl aHAFYPJIBIM TXIpUOemi
JKOHE JKOFapFhl TYJIFa (TTIMIep) MEH jKaHa Tallallkep HeMece TOKipuOeci ogaH Kem
TYIFa apachlHIarbl (OHBIH TpoTexeci) Oip-OipiMeH KapbIM-KaThlHAC  JEm
cunarraiaapl. TomMrepiH KeTekill HeMmece 0eyiM MEHIepyIIici, TINTi oI Coi
OeNIMHIH >KYMBICIIBICEI OONYybI mapT eMec. TomiMrep peTiHae SJeTTe MaHCaIKa
KETYIHI3[e KOFapFbl YTKBIPIBIK JKOHE KOJIJay KOpceTe allaThlH, CI3MIH JKYMBIC
OPHBIHBI3/IA BIKMAIIBI, O3bIK TOXKIPHOE MEH OUTIM Heci OOMBINT TaObUIATHIH TYJIFAHBI
aiityra Oomanel. Ci3liH ToMIMrepiHisre KaThICThI TOMEHJEri cypakTapra jKayarl

OepyiHi3/i eTiHEeMI3.

Cizain TosTiMrepini3 skoHe JKeTeKIIiHi3 0ip TysFa ma?
QO Ho, TonmimMrepiMm KETEKIIIM Jie OOJIBIN Ta0bLIAIbI.

QO Kok, TomimMrepiM MeH KETEKIIIM dp TYpJIi TyJiFaiap.

Temenaeri TYXbIpbIMJIAMaliap Ci3iH OpTYpJIi KaFaaiiapaarbl OlIapbIHbI3 OCH
ce3iMIipiHi3al Oimyre >xkopaeMm Oepemi. Opbip TapMakka THICTI HOMIpAI TaHIAy
apKplIbl  CI13[1 KAHLIAJIBIKTBl CHUMNIMATTayblH Kepceredl. MblHagail 1mikaia

KOJIJaHbIIa/Ibl.

ToniMrepimM MeHIH MaHCalnKa KeTylMe KeKe O O /0 O 0o OO0
KBI3BIFYIIBUIBIK TAaHBITYAA.

ToniMrepiM MaFaH MaHBI3/IbI TATICBIpMAIIAp O O /0 O 0o OO0
TarauBIHIA 5.

TomimMrepiM MeH1 KbI3MeTiMe OalIaHbICTBHI O O 0O lo o ol o
apHaiibl )KaTTHIKTHIP/IbI.
ToniMrepiM MeHIH KeTuTy, ecy O O 0O lo o ol o

MYMKIiHJIIKTepiMe OailIaHbICThI KeHeC Oepei.

ToniMrepiM MaraH KociOM MaKCaTTapbIMJIbI O O /0 O 0o OO0
KaJIBIITACTBIPYFa KOMEKTECE 1.

ToniMrepiM MeHiH KeTUTyiMe apHailbl yaKbIT
NIeH KOH1I Oeei.

ToniMrepime xeke MaocenenepiM/Il alTaMbIH.
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MeH ToniMrepiMMeH KyMBICTaH KeHiH e O O 0O lo O ol o
KE3JIECiIl apajiacambi3.

MeH xoHe TanmmMrep O6ip-0ipiMi3re ceHiM aprTa
aJIaMbI3.

MeH TomimMrepiMii TOCHIM JIeT CaHAHMBIH.

MeH TonmiMrepiMMeH TYCKi acka »Kui O 10 o lo ! o oo
OapaMbIH.

MeH, TomMrepiM/Ii yJri €Tin MiHe3-

KYJIKBIMJIBI COFaH OQilJIaHBICTBI ©3TePTYTe Q 10 0 10 0 00
THIPBICAMBIH.

MeHn TonimMrepiMHiH 6acKaiapsl O 10 o lo !o oo

XKIrepiaeHaipy KabijieTine TaH1aHAMbIH.

MeH TomiMrepimMai KociOn OUTIKTLIIT YIIiH O 10 o lo ! o oo
ChIMJIaMBbIH.

ToniMrepimii 6ackanapabl YUPETY any O O o lo o oo
KaO1J1eTi YIIiH ChIIIaliMBbIH.

Erep ci3 OCBIHBI OKBIIT OTBIPCAHBI3, MYJIIEM Olo O o o oo
KeJIiCEeNMIH TaHIaHbI3.

Temenzeri TYXbIpbIMAaMaap Ci3IiH OpTYpJI Karmaiaparbl OWJIapbIHBI3
OcH ce3iMaipiHi3al OuTyre xopaem Oepemi. OpOip TapMakKa THICTI HOMIPAI TaHIAY
apKbUIBl  Ci3/i KaHIIAJNBIKTHI CHINATTAyblH Kepcereni. MpblHamail mikanma

KOJIJaHbIIabl.

bi3 e3apa mikipiepimM3/i aiMaca ajlaThlH
nopexenemis. Ekeyimis e eMiH-epKiHO30H- | 'O 'O O O 1O/ O
MIKIpJIepIMI3/IL, ce31MaepiMi3/il KIHE
YMITTepiMi3ail Oestice alaMbl3.

TomimrepiMe KbI3MET OApBICHIH/IAFbI
KUBIHABIKTAPBIMIBI €PKiH aiiTa ajJaMblH jKOHE O 0 0 O O OO0
OHBIH MeHI1 THIHIaHThIHBIHA CEHIMIIMIH.

Bynan keitin Gipre xyMmbIc icTei
QIMaNTHIHBIMBI3JIBI €CTICEK, EKeYyMi3 J1e O 10 00 000
OipHOpCe JKOFaJITaThIHIAl Ce3iHep elliK.

Erep MeH TomimMrepiMme xeke Mocenenepim
Typalbl aiiTcaM, OHBIH MaFaH MYMKIHJINHIIE | O | O QO O 'O 1O/ O
CBIHJIAPJTBI JKOHE KAMKOPIIBLT jKayar
OepeTiHiH O1IeMiH.
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MeH 6i311iH TOIIMIepIliK KaThIHACHIMBI3/Ia
EKeyMI3[IiH JIe alTapbIKTal yiec
KOCKaHBIMBI3]IbI aliTa aJIaMBIH.

By kici »KyMBICBIH OUTIKTI opi afan
aTKapapl.

by kiciHIH KbI3MET TOXIpHOECiHe Kaparl,
TOIMIep peTiHAe MyMKIHJIIT1 MCH
OUTIKTLITITIHE KYMOHIM KOK.

MeHiH TaniMrepiM MaraH KaXKeTci3 JKYMBbIC
JKYKTEII, MEHIH KbI3METIM/I1
KUABIHIATIANTHIHIBIFBIHA CEHIM/IIMIH.

TomimMrepiMHIH >KaKbIH JTOCHI OOJIBITI
TaOBUIMAWTHIH KOTITETEH afamaap aa Oy
KiCire CeHiM >KOHE KYPMETIICH Kapaibl.

JKymbIc GapbIChIHIA TOTIMIepiMMEH
apaJjiacaTblH MEHIH 0acka opinrecTepim e
OFaH CCHIM apTaJibl.

Erep 6acka amammap TomiMrepimi, OHbIH
OUTIKTLIIr MEH ToXiprOeciH OUITeH 1e, OHBIH
KBbI3METIH JKaKbIHHAH OaKbliall,
KBI3BIFYIIBUTBIK TAHBITYIIIBI €11

Temenzeri TYXKbIpbIMAaMaNap Ci3fiH OPTYPJ JKarnailiapaarbl OWJIapbIHbI3

OcH ce3iMaipiHi3al OuTyre ®opaeM Oepexdi. OpOip TapMakKa THICTI HOMIpAI TaHIAY

apKbUIBl  Ci371l KAHIIAJIBIKTHl  CHUMMNATTaybIH

KOJIJaHbIIa/Ibl.

kepcerenl. MperHagai

aIKajia

MemiH TonmiMrepim 6ackaiapMeH OalIaHbIC
KYpyFa KOIl YaKbIT KOHE KYIII KYMCailbl.

MeHiH TaniMrepiM *KYMbIC OPHBIHIAFbI
BIKIAJI/IbI KiCIIEPMEH JKaKChl KapbIM-KaTbIHAC
Kypa ajajbl.

MeHiH ToniMrepiMHIH KKETT1 JKaFaanmapaa
xabapraca anaTblH apinTecTepl MeH
CEepIKTEepiHEeH KypalFaH KeH )KYMBIC JKeici
Oap.

MeHiH TaniMrepim >KyMbIC OPHBIH/IA KOIITEreH
MaHBI3/IbI TYJIFaJIapabl OUTE Il )KOHE OJIapMEeH
KaKChl KapbIM-KAaThIHACTA.

88



TomimMrepiM )KyMbIC OPHBIHJIA OacKa
KiciJIepMEeH KapbIM-KaTbIHAC KYPY YIIiH Ko
YaKbIT )KYMCaHIbI.

TonmimMrepim *)yMbIC OpHBIHA iC-TIapanap
JKacaraH/ia TAHBIC )KOHE OPINTECTEp KEICIH
MKAKCHI KOJIIaHa aJla/ibl.

Tonimrepim GackaapMeH >KaKchl TiJ TadbIca
aaipl.

Tonmimrepim GackanappIH MiHe3-
KYJIBIFBIHJIAFbI )KaCBIPBIH ce0enTep MeH
HUETTEP/Ii TYCIHE anajpl.

TomimMrepiM 631HIH UHTYHIIUSACHI )KOHE
3epEeKTUIIT apKBUTBI ©31H 0acKaiapra KaKchl
TaHbBITA aJTA]BI .

TonmiMrepiM opKamran 0ackaisapra Typbic Oi
aliTy HeMece TYPBIC OPEKET JKacay/IbIH
YKOJIIapbIH OLIeTiH CeKiai

TomimMrepiMm agaMaapabplH MUMHKAFa KaTThI
Hazap ayaapajsbl.

ToniMrepimM MeHiH )aHbIMIa OacKaIap IbIH
€PKEH JKOHE JKalJIbl Ce3iHyiH KaMTaMachl3
ereni.

Tomimrepim 6ackalapMeH OHal KoHE
HOTIDKEIl apajaca ajajbl.

TomimMrepiMe KenTereH KiciiepMeH OHal Tijl
TabbIca anajbl.

TonimrepimM MeHiH OacKaapblHa YHAYBIMIbI
KaMTaMachl3 €Te anajbl.

Erep ci3 OCBIHBI OKBINT OTHIPCAHBI3, TOIBIKTAN
KeJIICEMIH TaH aHbI3.

Ci3aiH KBIHBICLIHBI3

O Oiien
QO Ep

TaniMrepiHizaiH KbIHBICHI

Q Oiien
Q Ep

KacbIHbI3

89




ToniMrepinizain 6yJ1 YbIMAAFbI OTIiJTIH KOPCeTYiHi3l 6TiHeMi3 (SKbLJI CAHBIMEH)
TosimMrepiniz0eH KapbiM -KATBIHACBIHBI3 KAHIIA KbLJ1 CYPAI (KbLJI CAHBIMEH)?
TosimMrepiHiz pecmu TarabIHIAJIBI Ma, Oeiipecmu Me?

O Pecmu
QO beiipecmu

TosimrepinizoeHn Kanaail :KuJIIKTe apajachin Typacbi3?

eIIKAIIaH
Oip HeMece eKi per
anrazga Oip pet

antaza OipHerie pet

©C 0 0 0O

KYHJIE

TaniMrepJiik KaTbIHACKA KiM YHTKBI 0011617

Q ¥iieM
Q TomimMrep
Q mporexe

Ciznin KapaMarbIHbI31a KaHIIA Kici :KyMbIc icTeiimi?
¥ BIMBIHBI3AbI CHIIATTAHBI3

Q MeMmJeKeTTiK YiibIM

O JKekemeHIiK YibIM
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APPENDIX 3: The Mentoring Functions and Psychological Empowerment
Survey; English version

Dear Participant,

This survey is a part of a research run by Elmira Kabdulova. She is a Master
of Business Administration student and working under the supervision of Assistant
Professor Dr. Engin Bagis Ozturk at Dokuz Eylul University (Turkey).

We are inviting you to participate in this research project because you are currently
working in an organization and you are over the age of 18.

Please read the following information before you start the survey:

The purpose: The aim of this research is to learn more about workplace attitudes
towards people, especially superior and subordinate relationships.

Procedure: This survey involves six short parts asking questions regarding workplace
attitudes and demographic questions. At these parts we expect you to answer these
questions sincerely.

The study will last no longer than 20 minutes.

Voluntary Participation and Anonymity: Your participation in this study is voluntary
and anonymous. You may choose not to take part in this research at all. We will do
our best to keep your information confidential. Your name will not be asked and
associated with any of your answers, and the data will be stored in password-
protected computer files.

Data collected through this survey will be used in a masters’ thesis study. We hope
that, in the future, other people might benefit from this study through improved

understanding of how people think and behave in relationships at the workplace.

Risks: There are no risks (health etc.) associated with the survey
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The following statements inquire about your thoughts and feelings in a variety of

situations. For each item, indicate how well it describes you by choosing the

appropriate number using this scale.

1
2- Disagree;
3- Moderate;

Strongly disagree;

4- Agree;
S)

Strongly agree.

The job I do is important to me.

My working activity has personal
significance to me

The job I do is significant to me

I am sure of my ability to perform my
job.

I am confident in my ability to perform
my working activities

I have the professional skills necessary
for my work

I have considerable independence in
determining how | do my job.

I can decide on my own about how to do
my job

I have a significant opportunity to
independently and freely carry out my
work

My influence on what happens in my
department is large.

I have a great deal of control over what
happens in my department.

I have significant influence over what
happens in my department.

©c O 0O O

O

o o o oY

O

O O O O

O

©c O 0O O

O

o o o oled

O

©c O 0O O

O

©C O O OFm

O
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Mentoring is described as a one-to-one relationship between a more
experienced and senior person (the mentor) and a new entrant or less experienced
person (his/her protégé) in the organizational setup. The mentor need not be the
immediate supervisor or department head and not necessarily from the same
department. A mentor can generally be defined as an influential individual in your
work environment who has advanced experience and knowledge and who is
committed to providing upward mobility and support to your career. Please answer

the following questions regarding your mentor.

Is your mentor the same person as your supervisor or different person?
QO Yes, my mentor is also my supervisor.
QO No, my mentor is different from my supervisor.
The following statements inquire about your thoughts and feelings in a
variety of situations. For each item, indicate how well it describes you by choosing

the appropriate number using this scale.

=
N

|

)
o
N

Mentor takes a personal interest in my career.

Mentor has placed me in important
assignments.

Mentor gives me special coaching on the job.

Mentor advised me about promotional
opportunities.

Mentor helps me coordinate professional goals.

Mentor has devoted special time and
consideration to my career.

I share personal problems with mentor.
| socialize with mentor after work.

I exchange confidences with mentor.

I consider mentor to be a friend.

| often go to lunch with mentor.

c 0 0 000 0 0 0 0o O ©
c 0 0 000 0 0 0 0o O ©
c 00000 0 0 0o 0o O o
c 00 000 0 0 0o 0o o0 o©
©c 0 0 0 0 0 0 0 0 0 0O O
c 00000 0 0 0o 0o o0 o
c 00 000 0 0 0 0o O ©

| try to model my behavior after mentor.




I admire mentor’s ability to motivate others.

profession.

I respect mentor’s ability to teach others.

Mentor takes a personal interest in my career.

o
I respect mentor’s knowledge of the
o

o

¢ O O

o

© O O

O

© O O
©c O O
©c O O

O

Q

O

©c 0 O O

The following statements inquire about your thoughts and feelings in a

variety of situations. For each item, indicate how well it describes you by choosing

the appropriate number using this scale.

We have a sharing relationship. We can both
freely share our ideas, feelings and hopes.

I can talk freely to this individual about
difficulties |1 am having at work and know that
(s)he will want to listen.

We would both feel a sense of loss if we could no
longer work together.

If | shared my problems with this person, | know
(s)he would respond constructively and caringly.

I would have to say that we have both made
considerable investments in our mentoring
relationship.

This person approached his/her job with
professionalism and dedication.

Given this person’s track record, I see no reason
to doubt his/her competence and preparation for
the job.

I can rely on this person not to make my job more
difficult by careless work.

Most people, even those who aren’t close friends
of this individual, trust and respect him/her.

Other work associates of mine who must interact
with this individual consider him/her to be
trustworthy.

If people knew more about this individual and
his/her background, they would be more
concerned and monitor his/her performance more
closely.

H123‘4567

o

o

o

o

o

o

O

O

O

Q

O

O

O

Q
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The following statements inquire about your thoughts and feelings in a
variety of situations. For each item, indicate how well it describes you by choosing

the appropriate number using this scale.

My mentor spends a lotof time andeffortat o | 'O 'O | O 'O O
work networking with others.

My mentor is good at building relationships | o 'O 'O 'O | O O O
with influential people at work.

My mentor has developed a large network
of colleagues and associates atwork whom | o ' O O O 'O O
my mentor can call on for support when my
mentor really needs to get things done.

At work, my mentor knows a lot of
important people and he/she is well Q@ Q@ QO O O 10O
connected.

My mentor spends a lot of time at work o 'O 'O 'O | O 'O O
developing connections with others.

My mentor is good at using his/her
connections and network to make things O 10 O 10 O Q1 Q
happen at work.

My mentor understands people very well.

My mentor is particularly good at sensing
the motivations and hidden agendas of O 10 0O 0O 0 Q10
others.

My mentor has good intuition or savvy
about how to present himself/herself to O 10 0 0O 0 Q10
others.

My mentor always seems to instinctively
know the right things to say or do to O 10 0O 0O 0 Q10
influence others.

My mentor pays close attentionto people’s | | 'O 1O | O o JNe)
facial expressions.

My mentor is able to make most peoplefeel o o O |0 O O O
comfortable and at ease around me.

My mentor is able to communicate easily o 1o O O | QO 'O O
and effectively with others.

It is easy for my mentor to developgood o O O O | O o 36
rapport with most people.

My mentor is good at getting peopletolike | o o o 1o | o 1O O
me.
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If you are reading this, please select
strongly agree. O 10 O

Your gender

O Female
QO Male

Mentor gender

O Female
O Male

Please state your mentor's work experience in the organization (number of

years)

How long (in years) did the relationship with mentor last?
Does your mentor assigned formally or informally?

O Formal

QO Informal

How frequent do you communicate with your mentor?

O Never

QO once or twice

O about once a week

O several times a week
Q every day

Who initiated the mentoring relationship?
QO Organization

Q Mentor
QO Protégé

How many coworkers work under your authority?

Please indicate your type of organization
QO Governmental Organization

QO Private Organization
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