Table 15

The Value of Mentoring Perceived by Hispanic Male Mentors

Key Value of Mentoring Related Values
Appreciation of Mentors e Protégés Become Future Mentors

e Lasting Relationships with Protégés
Collaboration with Community Groups e Positive Impact on Communities

e Provide Safe Spaces for Young Men
Provides Motivation to Mentor e Power to Be a Positive Influence

e Encourages Increased Participation
Fosters Trust Among Youth e Willingness to Listen

e Healing Circles
Teaches Patience and Tolerance e Developing Wisdom

Appreciation of mentors. A related trend that emerged from the theme of the
value of mentoring was the appreciation of mentors. Participant 11, who was a former
protégé before becoming a mentor himself, became cognizant of the time commitment
required to be a mentor and commented that,

| felt that | was going to able to provide more. It’s hard. At first when you’re a

mentee and the mentor is always there you’re like, “Oh yeah, it’s easy. They’re

always there. Whenever | give them a call they’ll be there.” They do. They’re
always there. Once you’re on the mentor side, you start to see life differently.

You’re with the kids and you have time it’s fine, but sometimes it might be hard

for us mentors to make up that time, that lost time. It’s worth it, unless it’s not.

You’re a little more considerate of what the mentors have to go through to

provide that help for the children. I think it’s an outstanding job where everybody

else as a mentor does what they do because it’s not easy to try to make that time

all the time.
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Another trend related to the appreciation of mentors had to do with a “full circle”
concept, meaning that some protégés may value the work that their mentors are involved
in, recognize the importance, and decide to become mentors themselves in the near
future. Participant 12 shared that by “Just seeing the growth, even some of them
becoming mentors themselves. It’s like passing the baton,” while also mentioning that
“The biggest value isn’t really what | get myself, the feeling of purpose. | think the
biggest value is in the impact that it has on the future.” Participant 8 agreed stating that
the value in having protégés become future mentors is “That young man doesn’t commit
crime. That young man treats somebody better. That young man becomes a mentor for
someone else. It can become exponential. There is great value in it.”

One last trend related to the appreciation of mentors, was that it helped to build
lasting relationships between protéges and their mentors. Participant 12, a middle school
teacher, shared how his first group of protégés continues to stay in contact with him: “I
think the biggest value, what | valued most, is the first group that I had through the Jéven
Noble program. It was a small group, and those boys are still in touch regularly.” He
also had a unique experience apart from the other participants in that he formed a close
bond with one of his protégés that resulted in the protégé asking him to be a part of his
family life. The protége had run away from home and this mentor was the only one to be
able to reach him and convince him to return home: “I had never shared my phone
number with a student, and that ended up being a student that is now my godson.”

Collaboration with community groups. Another key value of mentoring
referenced by some participants was the ability to collaborate with other community

groups. This involved working with other organizations to achieve common objectives or
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engage in networking. Participant 6 mentioned his work with the “Boys and Girls club in
Mecca,” and how they were able to utilize their facilities to conduct mentor meetings or
activities with the youth. In addition, Participant 13 articulated the value of working with
other community groups as mentors:

We looked at these places that we try to partner up with because no one wants to

do it on their own. We understand we have to collaborate. We understand this is

bigger than us as individuals. If we want to change the world, we have to do it
with collaboration. That’s what we want to do. We’re willing to do that. That’s
why I’'m so happy we’re in the school districts. The school districts understand
that.

A trend related to the value of working with community organizations is the
positive impact to the local communities where the mentors reside. According to
Participants 7 and 10, by working with local community groups in reaching out to young
men and providing them mentorship, this will result in having a positive impact on the
community at large. Participant 7 states that:

It just makes me want to drive even harder, giving back more to kids. Not just to

the kids, but to the community. The youth is the future of tomorrow. That’s

something that we shouldn’t take lightly. We see them as our future.

While Participant 10 articulated:

For example, you mentoring this child, who knows? Maybe he skips from a life

of criminal activity. Who knows? It’s one less story you’re not going to hear

about in the future. If there was more people doing what I’m trying to do, our

community will be an even better place.
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Participant 7 also further explained the value of mentoring in his definition of a

mentor
and what that constitutes for his local community and country:

A mentor is a person that, first of all, loves what he’s doing. He’s not doing it for

the money. He’s not doing it just to get his hand out there. He’s doing it because

it’s coming out of his heart. He’s doing it because he knows it’s something that
just comes natural. He’s doing it for other kids, that might not be his kids, but
he’s doing it because it’s the right thing to do. To teach kids values. To teach
kids responsibility. Just to better the community that we live in. Not just the
community, but the whole United States.

In addition, the 2015 Coachella Valley Narrative Report also highlights the
consequences of not having a mentoring program in the local community, while also
stressing the benefits and value involved with such work:

As adults, the negative impact on the community will be demonstrated by an

increase in public services such as health care, law enforcement, schools,

employers and others. In short, this investment would pay big dividends to the

community, a fact not lost on the participating agencies (p. 4).

When referencing the impact to communities that mentoring has, another related

trend which emerged from participant responses was the value of providing safe

spaces for young men. This was described as the ability to provide safe havens
for young protégés to socialize in a positive atmosphere, whether it be in the form

of a physical building or even referencing a mentoring relationship itself as a

“safe place” as articulated by Participant 13, “I think what | value most about my
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mentoring experience is the space. Being able to have a space for usto do it is, |

think, the biggest value to us, or for me” and further commenting:

The value of being able to change someone’s life, and make them a better human,

you can’t really put words to that. You’re able to put a situation together for a

person that may be the world gave up on. The value of being a mentor is

priceless. You’re able to create and provide a place for a young man to be able to
come down and feel safe, and want to be able to heal.

For Participant 14, providing a safe place for young protégés to congregate meant
that “There were less kids involved in gang violence, tragedies, and things of that
nature.”

Provides motivation to mentor. The topic of the value of mentoring also brought
up another key value, which was providing motivation to engage in mentoring. This key
value was reference by all but one of the participants. Motivation to mentor was
identified as anything which provided incentive for a mentor to engage in the work of
mentoring. This value also produced two trends, that of being a positive influence and
encouragement to continue mentoring. Participant 13 described his motivation to mentor
stating that “As a Hispanic male mentor, it’s our duty to continue the legacy of Hispanic
males. If we don’t, it’s going to go away, and it’s not going to exist.” When asked to
further clarify what he meant by “the legacy of Hispanic males,” he stated that a:

Hispanic male mentor is someone that just loves. If we don’t love, it’s going to

be hate. Hate’s already taken over a lot of our Hispanic males, and even wiped out

a lot of our culture because of hate.
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Participant 6 stated that his motivation to mentor involves “The value of

mentoring in
that you’re creating a generation that is learning the values that were taught to us 20 to 30
years ago.”

A common trend mentioned by participant in regards to this key value was the
power to be a positive influence as Participant 10 said “I think the fact that you’re making
a difference in somebody’s life is substantial” while Participant 14 concurred stating “It’s
compared to very little because it becomes bigger than life when you’re talking about
being able have a lasting impact in somebody’s life.” As Participant 14 was a former
gang member, he expressed his motivation to continue mentoring as he can be a positive
influence by,

Sharing with them some of the troubled things that you went through in life that

you hope they’ll never have to experience; like attending funerals of your friends,

and watching their parents cry, cry, and cry at the funerals because their baby is
not coming back. What I valued most was the fact that | had that opportunity, that
voice. | was a voice. | was able to share my experiences, and hope that none of
these kids have to be in those situations.

Participant 8 fondly recalled an experience when he ran into a former protégé that
he hadn’t seen in a long time at a hardware store. The protégé thanked him for his time
and the kind words that he had shared with him when he was younger; stating that he
now had a family and was an assistant supervisor at the hardware store. Participant 8
said:

To have someone be a responsible adult to have a family, to have a job, and to run
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into them and for them to tell me that it made a difference; the interactions that

they had with me made a difference. It made me want to cry. It made me want to

cry that day.

Another related value of mentoring which was referred to by several participants
is that the benefits or value obtained by Hispanic male mentors encouraged them to
increase their participation. As mentioned by Participant 12, who had faced personal
emotional issues himself, he said:

Knowing those things can be so devastating. Knowing first-hand that they can

hold your back. They can make it hurt. They can bring you down. Knowing

that, it makes me want to help more of these guys.

Participant 14 relayed how “It definitely increased my involvement because |
knew that the more that | continued to share my life stories, the more impact that | was
making because | was telling the kids.” Participant 7 also agreed in that he was
encouraged to continue mentoring due to the value obtained citing that “It drives me to
become a better mentor. It drives me to continue doing what we’re doing.” For
Participant 9, the value or benefits obtained from mentoring “...does make you
participate more or work harder, enjoy the moment or the process, or the feeling of a
program that’s growing like that.” He also added that he observed in regards to the
specific mentoring curriculum that was used that “a lot was done. That seemed a really
out of the box way in healing our youth. Of course, that was encouragement to continue
that.”

Fosters trust among youth. An additional category related to the value of

mentoring mentioned by participants was that it fosters trust among the youth. This was
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viewed as building positive relationships with protégés, which, in turn, resulted in mutual
feelings of trust established. It also involved related trends of: having youth willing to
listen and the importance of healing circle activities. Participant 7 noted, in regards to
fostering trust with youth, that,

By just being a culture, we know this guy is for real. He’s not just saying it, he’s

lived it. He can relate to us. By that, it builds a stronger bond. It builds a trust

with our mentees. They know that we’re for real. They know that we’re not just
talking. We could relate to them. It’s like where we’re speaking from; we’re
sharing what we lived.

Participant 2 also felt the same as he liked that “I was able to serve as, basically, a
guidance counselor when he couldn’t go to anybody else that he trusted. 1 think that
having that open door, it really helped him open up.” Participant 9 also articulated that
when a mentor establishes trust with a protégé and an incident occurs where a protégé has
made a mistake of some sort, it’s important in “realizing the situation and playing it with
ease and understanding, instead of being quick to judgement, and harsh, and yelling.”

A related trend which also emerged from the category of fostering trust among
youth was observing how protégés demonstrated a willingness to listen. Establishing a
trusting relationship with paved the way for mentors to be heard by their willing and
eager protégés. Participant 14 opined “What | valued most was being in a room full of
youth that, for some, didn’t even know why they were there that day, but they had open
ears.” Participant 4, who was the second eldest mentor in the group, laughed that *“kids
will listen to an old man.” He also stated that “The value I get is the ability for them to

speak to somebody that is not their age.” Participant 12 was surprised at his protégé’s
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willingness to listen and take advice from him, especially when he had members of his
own family say to him, “I don’t need your help.” He also added that:

I’ve learned that it’s got to be accepted. Mutually, I think to receive the advice,

the guidance, and some students, some kids are actually seeking it out. | think

that’s where it really becomes powerful, when the students see the good in it.

The last related trend within this category of fostering trust with youth which was
referenced by almost all participants consisted of healing circle activities. A “healing
circle” was defined as group sharing activity which infused Hispanic cultural teachings
throughout the group dialogue. These healing circle activities were mentioned by
participants as being crucial in establishing trust with their protégés and important for
emotional healing of both the mentor and protégé. The 2015 Coachella Valley Youth
Leadership Narrative Report states that “This indigenous based life view promotes
culturally grounded physical, emotional, mental, and spiritual principles and practices”
and that “Healing Circle camps have been successful in reducing school suspensions and
youth violence” (p. 3).

While the mentors who are engaged in healing circle activities understand its
value, Participant 11 explained how it can be an unclear concept for Hispanic parents
who may not experience or value strong communication within their family unit:

In the Hispanic community, you start talking to people like “You and me are

going to try to get some mentees in the program.” 1 talked to parents and told

them about the program. They laughed and were like, “How’s that helping? It’s
just counseling. You’re not going to change a kid’s life by talking to them.”

That’s what | feel the Hispanics lack. That sit down and talk, especially here in
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the U.S. where everybody has their own social lives and everything centers

around it. In our era, nobody sits down and talks anymore.

He continued with his frustration in attempting to explain the value of mentoring

and healing circle activities to other Hispanics stating:

Just trying to explain this program to somebody who has never had something

like it, and for them to picture it in their mind as needing it is not there. “Why

would we need that? Our life is good.” We lack to see what’s missing and stuff
like that.

Participant 12 shared a different experience than Participant 11 when speaking
with parents in regards to the value of mentoring and healing circles:

It opens the idea of when | talk to parents, and mention what we do in Joven

Noble, just the name alone tells the parents, they like it. 1 always mention to the

parents, these are the same things that you want for your children. This is what

you’ve been teaching them since they were little kid, but they’re teens and they’re
going to test those things. I think because we’re sharing some common ideas, |
think it’s definitely accepted.

Participants 8 and 7 both agreed that the healing circle activities were not only
beneficial for the protégés, but also for themselves as Hispanic male mentors. Participant
8 recalled his experiences in the circle, and how it may be difficult for new mentors to
understand its value if they have never participated in it before:

My other co-worker is going through the same thing I’m going through. It heals

you. You find value in that healing circle. Whenever you evaluate it and you step

back for a minute, and you feel the healing that it did for you, you’re able to see
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the value in it for others, for the youth. | think that’s what makes the connection

stronger for some of our older mentors. Some of our new mentors haven’t

thought that. When they come, and do the work without doing the circle, they
don’t see the value in it. They get disconnected.

Participant 7 simply agreed by saying: “Being in those healing circles. Being in
that group. It’s a healing process for myself.”

Teaches patience and tolerance. One last value category referenced by
participants was that mentoring teaches patience and tolerance. Patience and tolerance
were defined as demonstrating the ability to accept or delay trouble or inconveniences
without getting angry or being judgmental. A related trend to the value category was the
act of developing wisdom. Participant 2, who does not have children, declared after
experiencing a misunderstanding with his protégé that “It was good though because I got
to learn about tolerance, and one day when | have my own children, I’ll understand what
it means to be on the other side of the fence.” Participant 7 agreed, sharing “It was a
challenge. I learned a lot of tolerance and patience, and understand what people had to
put up with me when | was a kid.” In regards to having issues with teen protégés,
Participant 13 exclaimed “It’s tough because some of these young men, they’re going to
test us. As a mentor, you have to be patient.” Participant 4 also concurred mentioning that
a mentor has to have “the patience, the tolerance, to listen to these youngsters.” For
participant 5, the value of mentoring not only taught him to have patience and tolerance
with his protéges, but it was also helpful when dealing with individuals in general:

There’s a lot of people who aren’t patient in the world or in communities. They’re

just quick to come up with solutions, or conclusions, or thinking they have the
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solution. They think they know it all and they disregard all the other opinions of

other people, whether you might have a better solution or better way of doing

things.

Finally, Participant 5 also shared how mentoring provided value in developing his
wisdom: “I’m just constantly learning about people. I think that’s developing my
wisdom. That, to me, is valuable.” He also shared that his protégés “are teaching me, or
giving me lessons, how to develop. That’s something that’s valuable. I think that life
lessons are either learned from someone else and understood, or you have to go through
them yourself.”

Research Question 1a

What benefit did they receive from serving as a mentor and did that benefit
increase the likelihood of their participation?

In regards to research question 1a, there were approximately 159 total responses
provided by participants in regards to the benefits they received from mentoring. The top
four participant responses are listed in Figure 4 which included: formal mentor training,
enhanced work skills, relating to others, and mutual benefits experienced by both mentors
and protégés. In regards to these benefits obtained, Participant 10 shared that “I think
they help sharpen my work skills” while Participant 3 stated “I have a great deal of
respect for the mentors that I work with.” In reference to formal mentor training and
mutual benefits, Participant 12 commented “I feel like now, following something so
structured, with the right training, puts all of it together” and Participant 14 exclaimed

“They’re like a brother to you. We’re a big brother to them.”
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Top Four "Benefit of Mentoring” Responses
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Figure 4. Top four “benefit of mentoring” responses.

When asked if the benefits received increased the likelihood of their mentoring
participation in the future, all 14 participants answered “Yes,” which is listed in Table 16.
Participants shared that their mentoring benefits were the initial driver in determining the
probability that they would mentor again in the future.

Table 16

Increased Likelihood of Mentor Participation

Participants

Yes No
Mentoring Benefit Received
Increased Likelihood of My
Participation 14 0

Research Question 1b

Did they have prior experience with mentoring and did that encourage them to
participate in a formal mentoring program?

As far as previous experience with mentoring, all 14 participants in the study

answered in the affirmative, stating that they indeed had experience with mentoring at
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one point in their lives before their current participation. The majority (approximately
57%) of these experiences occurred within informal environments of mentoring, such as
naturally-occurring relationships with extended family members or close friends. The
remaining 43% of participants had experience in a formal mentoring program, such as the
Big Brothers Big Sisters organization or a school-based program in which protégés are
matched with mentors. Participant 8 fondly recalls his previous experience in that “One
of the aspects of my job that I enjoyed most while I worked juvenile hall was working
with the youth.” Participants were also asked if their previous experience with mentoring
encouraged them to participate in the formal mentoring program that they are presently
involved with, and only 14% answered “no.” The diversity of responses in reference to
research question 1b is depicted in Table 17.

Table 17

Previous Experience with Mentoring

Participant Prior Type of Prior Mentoring Previous
Mentoring Previous Organization/Environment experience
Experience? | Mentoring encouraged
Experience future

participation
1 Yes Informal Sports/Coaching No
2 Yes Formal Big Brothers Big Sisters Yes

of the Desert

3 Yes Informal Family (Uncle) Yes
4 Yes Informal Family (Uncle) No
5 Yes Formal Anti-Recidivism Coalition Yes
6 Yes Informal Family (Parents, friends) Yes
7 Yes Informal Church Youth Group Yes
8 Yes Formal Juvenile Hall Program Yes
9 Yes Formal AmeriCorps Yes
10 Yes Informal Friends Yes
11 Yes Formal Boys & Girls Club Yes
12 Yes Informal Sports/Coaching Yes
13 Yes Informal Family (Friend) Yes
14 Yes Formal Boys & Girls Club Yes
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Research Question 1c

What did they value most about their mentoring experience and did that
encourage increased participation?

Participants were asked what they valued most about their mentoring experience
and the top two responses involved varied motivations to mentor as well as having the
opportunity to collaborate with community groups. The category of “motivation to
mentor” received 73 responses while “collaborating with community groups” received 8

responses total. These top two responses are depicted in Figure 5.

Top Two "Value of Mentoring" Responses

Motivation to Mentor

= Total Number of Responses

Colloboration with Community
Groups

Figure 5. Top two “value of mentoring” responses.

The category of “motivation to mentor” was further segmented to include the two
trends of “being a positive influence” for protégés and “positive encouragement to
continue mentoring.” Participant 13 confirmed this trend stating “That’s what really
encourages me to continue to participate in mentoring because a lot of that stuff that I
did; I was able to change a lot of lives” as well as Participant 12 who declared “If we

reach enough of them, we will see the impact.” Participants were also asked if their
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perceived value of mentoring encouraged them to increase their participation as mentors
in any way. Table 18 lists the results with 13 of the 14 participants stating that “yes,”
their increased participation was due in part to their perceived value of mentoring.
Table 18

Value of Mentoring Encouraged Increased Participation

Participants

Yes No
The value of mentoring
encouraged me to increase my
participation 13 1

Research Question 1d

Were there unexpected experiences and if so, how did those experiences impact
their outlook on mentoring?

All 14 participants were recipients of unexpected experiences during their
mentoring relationships which had an impact on their outlook of mentoring. Table 19
lists the details of each of the participants’ responses and whether their unexpected
experience was in a positive or negative fashion, as well as how it may have affected
their outlook on mentoring. There were six participants who had a negative unexpected
experience while eight participants enjoyed a positive unexpected experience. Participant
12 shared that “One boy in particular caught my attention because he was always holding
back tears” while Participant 10 recalled running into a former protégé who remembered
him stating “It kind of throws you back a little bit, the fact that they still remember you. |
was important.” As for the impact to their overall outlook on mentoring, only three

shared that it may have affected their outlook in a less positive fashion.
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Table 19

Unexpected Experiences of Mentoring and Impact on Mentor’s Outlook

Participant Did an Nature of Impact to Mentor’s Outlook on Mentoring
Unexpected Unexpected
Experience Experience
Occur? (+/-)

1 Yes Positive Positive Outlook: “It works”

2 Yes Negative Positive Outlook: “We can’t expect mentees to do
everything we ask”

3 Yes Negative Positive Outlook: “I will keep doing it, even if I’'m
the only one!”

4 Yes Positive Positive Outlook: “There’s a great need”

5 Yes Negative Negative Outlook: “I need to develop as a mentor”

6 Yes Negative Negative Outlook: “I have to learn to let some
things go”

7 Yes Positive Positive Outlook: “It is a positive experience”

8 Yes Positive Positive Outlook: “It’s a thankless job but it’s nice
to see | made a difference”

9 Yes Positive Negative Outlook: “Tell yourself that you tried
your best; not all will listen to my advice”

10 Yes Negative Positive Outlook: “Life experiences make me a
better mentor”

11 Yes Negative Positive Outlook: “We are all still learning from
each other”

12 Yes Positive Positive Outlook: “I never imagined that | would
have that impact on a mentee”

13 Yes Positive Positive Outlook: “I’m glad we changed our
funding direction”

14 Yes Positive Positive Outlook: “It can impact all cultures™

Research Question 1e

Did their experiences with mentoring live up to their expectations?

There were 13 participants who answered affirmatively that their mentoring
experiences lived up to their expectations, while only one participant said that they did
not. Table 20 depicts their individual answers along with their main narrative comment in
answering the question. The sole participant who answered “No” did so because they felt

that they did not meet their own personal expectation in providing enough mentoring

144




hours and support for their protégés. The majority of the thirteen participants who
answered “Yes” stated that their mentoring experiences exceeded their expectations.
Table 20

Did Mentoring Experiences live up to Mentor Expectations?

Participant | Did your mentoring Mentor Narrative Comment
experience live up to
your expectation?
1 Yes “It exceeded them”
2 Yes “I don’t like to have expectations”
3 Yes “Definitely”
4 Yes “| take more out of it”
5 Yes “It exceeded them”
6 Yes “I think they have, I’m just hard on myself”
7 Yes “l want to set higher goals”
8 Yes “I’m realistic in what | do”
9 Yes “Yes, or I’d stop doing it”
10 Yes “| thought it was going to be more work”
11 No “l wish I could have done more”
12 Yes “I would say exceeded”
13 Yes “I wish | could’ve participated more”
14 Yes “So far it has. | dream of a youth center”
Summary

Chapter IV commenced with a review of the purpose statement, research
questions, and methodology. The demographics of the study were delineated and the
findings were presented. The major themes identified by all participants were depicted
and described in detail. The five major themes of (a) mentoring expectations and
experiences, (b) perceived mentoring benefits, (c) the value of mentoring, (d) barriers to
mentoring, and (e) the impact of Hispanic culture in mentoring relationships, all
described how participation in formal mentoring programs impacted the social exchange

dynamics for Hispanic male mentors in the Coachella Valley.
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Mentoring expectations and experiences of Hispanic male mentors varied,
but the majority stated that their expectations in regards to mentoring relationships
were exceeded. A few had negative unexpected experiences while many had
positive experiences that they relayed. The benefits of mentoring were numerous,
but the key themes involved striving to be a better person as an individual and a
professional, and the ability to relate to others. The benefits obtained provided value
to the mentors, which resulted in encouragement of increased participation.
Mentoring barriers involved competing interests, personal struggles, and a lack of
resources and awareness experienced by participants. Lastly, Hispanic culture
impacted mentoring relationships by the sharing of common ancestral values, a
desire to help others, and overcoming negative stereotypes of the culture and
Hispanic male pride.

Chapter V provides an analysis of these findings along with implications

for action, suggestions for future research, and conclusions.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Summary

The growing Hispanic demographic is integral to the fabric of American society
(Frey, 2014; Turner, Wildsmith, Guzman, & Alvira-Hammond, 2016). However, its
male subpopulation faces its own unique challenges in a myriad of areas (Dejud, 2007,
Knouse, 2013). Mentoring has been noted within scholarly research as an effective outlet
for fostering the success of this subgroup (Saenz, Ponjuan, Segovia, & Del Real
Viramontes, 2015). Notwithstanding, the available research regarding Hispanic males
and mentoring is dismal (Crisp & Cruz, 2010; Ensher et al., 2001; Flores & Obasi, 2005).
Therefore, this study focused on describing how participation in formal youth mentoring
programs impacted the social exchange dynamics of Hispanic male mentors. This chapter
presents a summary of the research. The chapter begins by stating the purpose and
research questions, followed by a description of the methodology, population, and
sample. The major findings for each research question are presented, and unexpected
findings are identified and explored. The researcher draws conclusions based on the key
findings and outlines the implications of these findings. The chapter concludes with
recommendations for further research and concluding remarks and reflections regarding
the study.

Purpose Statement

The purpose of this qualitative study sought to describe how participation in

formal mentoring programs for youth impacted the dynamics of social exchange for

Hispanic male mentors in the Coachella Valley.
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outcomes resulted in the varied experiences of Hispanic male mentors with their
protéges.

Finding 2. Hispanic male mentors received benefits from formal mentoring
participation. Benefits received via their formal mentoring relationships was the second
most referenced theme by study participants. The key benefits highlighted by Hispanic
male mentors were of a career and psychosocial nature. Kram’s (1985) traditional
mentoring model supports this finding in that the two main functions of formal mentoring
are to provide benefits in the career and psychosocial spheres of an individual. Also, the
observation that Hispanic male mentors in this study experienced these types of benefits
for themselves provides additional evidence to the claim of Haggard (2011), who
indicated that mentorships are reciprocal relationships in which both parties of the dyad
experience personal growth and change. Subsequently, the benefits received by Hispanic
male mentors in this study also supports the social exchange paradigm model (see Figure
3) and Young and Perrewé’s (2000) assertion that

In the truest sense of an exchange, both the mentor and the protégé are engaged in

an exchange of distinct but related behaviors and each type of career and social

support behavior is tailored to the relevant perspective of either the mentor or

protégé. (p. 615)

Finding 3. Hispanic male mentors encounter barriers to mentoring. Study
participants mentioned having personal struggles and a lack of resources as individual
barriers, while also mentioning barriers within the Hispanic community itself in regards
to mentoring. This finding also supports the social exchange paradigm in the

acknowledgement of costs incurred in a mentoring relationship, or in this case “barriers
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experienced” on behalf of Hispanic male mentors. Parise and Forret’s (2008) research
concurs with this finding as well in that “there can be significant costs that may deter
individuals from accepting a mentoring role” The barriers participants experienced
within their own Hispanic communities supports the notion put forth by Rudolph et al.
(2015) which purports that the traditional Hispanic male gender role may play a part as to
why so few participate in the mentoring process, while Nogeura and Hurtado (2012)
further add that a majority are not socialized to take on a nurturing role. As such, it was
difficult for some participants to explain the role and value of a mentoring program to
others, or to recruit future mentors within their own Hispanic communities.

Finding 4. Hispanic culture impacts mentoring relationships. Participants
described how their common Hispanic culture assisted in establishing strong, trusting
relationships with their protégés, supporting the claim of Weiten (2005) who maintained
that culture lays the groundwork for interpersonal interactions. The solidarity and
connectedness built via the sharing of Hispanic cultural values between mentors and their
protéges assisted in fostering the norm of familismo. Cerezo et al. (2013) concur with
this finding mentioning that familismo, which can be defined as strong identification with
Hispanic family ties, reflects the loyalty and solidarity behaviors evident in Hispanic
relationships. In this research study, Hispanic male mentors referred to one another as
“family.”

Hispanic culture also impacts mentoring relationships in that Hispanic male
mentors encounter negative stereotypes during their tenure as mentors. Noguera and
Hurtado (2012) pointed out that minority men “...are at tremendous risk of being

marginalized and disenfranchised in American society” (p.11), which was evidenced by
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the experiences of two study participants who shared their personal accounts of how they
felt marginalized by others who stereotyped them in a negative fashion, even though they
were in reality responsible adult mentors. Knouse (1992) also supports this finding,
stating that discrimination in regards to bilingualism and the culture surrounding the
Spanish language must be addressed in order for mentoring to be successful for
Hispanics.

Finding 5. Hispanic male mentors value mentoring. Study participants shared
how they valued the mentoring paradigm and the ability to be a positive influence in the
lives of others, which Grima et al. (2014) support highlighting that mentors value the
personal aspect of mentoring. The benefits that mentors received via their participation
and the strong bonds created with protégés provided varied motivations to mentor, thus
increasing the paradigm’s value for mentors. Young and Perrewé (2000) agree with this
finding stating that both the mentor and protégé stand to gain from the relationship.
Research Question 1a

What benefit did they receive from serving as a mentor and did that benefit
increase the likelihood of their participation?

Finding. Benefits of self-improvement as a mentor and as an individual influence
future mentoring participation of Hispanic male mentors. Young and Perrewe (2000)
confirm that *...experiences in mentoring will influence future interactions, expectations
and general attitudes toward mentoring” (p. 626). Mentors received formal training
which improved and enhanced their mentoring skills and they also experienced benefits
of a personal nature, such as: improved public speaking and interpersonal skills,

emotional healing, and a focused purpose. These benefits received on behalf of the
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mentors increased the likelihood that they would continue to participate as mentors. This
finding demonstrates the social exchange proposition of “success,” which states that the
more that a specific action is rewarded; the more likely said action will be repeated (Foa
& Foa, 1974; Homans, 1961). Social exchange theory asserts that “...we develop and
maintain relationships with those who engage in behaviors which are reinforcing to us”
(Young & Perrewé, 2000, p. 615).

Research Question 1b

Did they have prior experience with mentoring and did that encourage them to
participate in a formal mentoring program?

Finding. Previous experience with mentoring influences future mentoring
participation of Hispanic males. Hispanic males that experienced mentoring in a formal
or informal setting understood the paradigm, its expectations, and the benefits involved
which influenced their decision to become a mentor themselves. Allen and Eby (2010)
concur that “...the setting itself may influence the decision to become a mentor” (p. 411).
The social exchange proposition of “stimulus” also supports this finding as it states that
in prior history, if a specific stimulus has been rewarded (that of mentoring participation
and benefits accrued), stimuli that are similar are more likely to be replicated in behavior
(i.e.: future mentoring participation) (Foa & Foa, 1974; Homans, 1961). Knouse (1992)
agreed stating that protégés can indeed later become mentors themselves.

Research Question 1c
What did they value most about their mentoring experience and did that

encourage increased participation?
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Finding. Varied motivations to mentor provide value to Hispanic males and it
encourages increased mentoring participation. Participants shared that their motivations
to mentor mainly involved being a positive influence in the lives of their protégés and
witnessing change. These motivations to mentor established or justified the value of
mentoring in the mindset of Hispanic male mentors which encouraged them to increase
their participation. Participation increased as mentors wanted to expand their scope of
influence with other protégés in order to positively impact as many lives as possible.
Young and Perrewé (2000) agreed that “If participants come away from a mentoring
experience with a positive feeling, future participation will be enhanced and overall
attitudes toward the program will be more positive” (p. 615). In addition, the social
exchange proposition of “value” further supports this finding as it declares that if an
action proves to be more valuable to an individual than expected (i.e.: mentoring
participation), then the more likely it is that the action will be repeated (i.e.: increased
mentoring) (Foa & Foa, 1974; Homans, 1961).

Research Question 1d

Were there unexpected experiences and if so, how did those experiences impact
their outlook on mentoring?

Finding. Unexpected experiences occur for Hispanic male mentors which impact
their outlook on mentoring. The majority of participants encountered unexpected
experiences which were positive in nature, but there were a few outliers which were
negative. Regardless of whether or not they were a part of a positive or a negative
unexpected experience, Hispanic male mentors maintained a positive outlook overall in

regards to the mentoring paradigm. This finding partially reinforces the social exchange
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model via the proposition of “aggression/ approval,” which asserts that aggressive
behavior may result if an action does not produce the expected reward and that approving
behavior may manifest when an unexpected reward occurs from an action (Foa & Foa,
1974; Homans, 1961). While aggressive behavior was not exhibited when mentors
encountered a negative unexpected experience, they did manifest approving behavior for
those experiences which were positive in nature. Eby and Allen (2002) agree that
mentoring relationships may encounter both positive and negative experiences, and in
this particular study mentors came out of the mentoring paradigm with a positive view,
believed in the process, and believed in themselves even more.

Research Question 1e

Did their experiences with mentoring live up to their expectations?

Finding. Mentoring experiences surpass the expectations of Hispanic male
mentors. Based on Young and Perrewé’s research (2000), “...when mentors and protégés
engage in levels of social and career support behaviors, respectively, which meet the
expectations of the other, high exchange quality is perceived” (p. 626). As Hispanic male
mentors’ expectations were exceeded in their mentoring relationships, this resulted in a
positive overall experience of mentoring which provided a sense of value resulting in a
strong desire or motivation to continue mentoring. The social exchange proposition of
“rationality” was reinforced by this finding which states that an individual is more likely
to choose an action (i.e.: mentoring) perceived to bring about (i.e.: expectation) the

desired reward (i.e.: value of mentoring) (Foa & Foa, 1974; Homans, 1961).
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Unexpected Findings

In general, the major findings are supported by the literature. The paradigm of
social exchange was modeled via the mentoring participation of Hispanic males who
experienced benefits and costs which produced outcomes of future mentoring
participation and/or increased mentoring participation (Foa & Foa, 1974; Homans, 1961;
Young & Perrewé, 2000). Common culture aids Hispanic male mentors in forming
strong and trusting bonds with their protégés (Cerezo et al., 2013; Knouse, 1992; Weiten,
2005), while also presenting a few barriers to mentoring participation (Nogeura &
Hurtado, 2012; Parise & Forret, 2008; Rudolph et al., 2015). However, during the course
of the study, there were a few unexpected findings.
Unexpected Finding 1

It was unexpected to discover that Hispanic males may experience feelings of
inadequacy in becoming a mentor. While “costs” of mentoring are mentioned repeatedly
within the literature as barriers to mentoring participation (Allen, Poteet, & Burroughs,
1997; Eby, 2007; Ragins, Cotton, & Miller, 2000), there is no mention of feelings of
inadequacy listed among these barriers. Yet several of the Hispanic male mentors in this
study expressed the notion of not being “worthy” to be a mentor such as Participant 14
who stated “That was the initial barrier for me, was having a sense of belonging, that you
were now a good person. Somebody that can be trusted” or Participant 7 who exclaimed
that “At first, | was like, who am 1? I don’t if I can do it. | was just doubting myself.”
The trouble, as Participant 9 explained, is that “Maybe a lot of our young male men,
Latino men, feel that they don’t qualify,” which was further supported by Participant 8

who maintained that “The major barrier that | encountered in becoming a mentor was for
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me to become the kind of person that could actually mentor.” There were also mentors
who agreed that it would indeed be difficult for a Hispanic male to participate and be
engaged in the mentoring process if they did not have feelings of self-worth to begin
with, as Participant 5 suggested that “Even some of them are good people, but some of
them feel like they’re not ready for this role.”
Unexpected Finding 2

Another unforeseen finding was that Hispanic male mentors may have
experienced adolescent trauma. Several study participants recounted experiences of:
homelessness, prejudice, growing up fatherless, becoming a teen father, or living in
poverty. These traumatic incidents experienced during adolescence impacted the
emotional well-being of these Hispanic males which Hurtado, Haney, and Hurtado
(2012) reinforce stating that these type of experiences “...converge to create multiple
vulnerabilities in young Latinos who have very few material or emotional resources to
navigate a smooth transition from adolescence to young adulthood” (p. 115). Participant
7 solemnly expressed that “I remember very little of my young life; I just try to put it
behind me and not think about it,” which emphasizes Hurtado, Haney, & Hurtado’s
(2012) opinion that Hispanic males who do encounter these type of traumatic experiences
tend to keep them “bottled up,” never sharing them with anyone “to suffer...without
complaint” (p. 114) and in silence.
Unexpected Finding 3

It was unanticipated to find that Hispanic male mentors experienced emotional
healing via healing circle activities. These healing circle activities consisted of group

sharing methods infused with Hispanic cultural teachings to create a safe space not only
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for youth, but for their mentors as well. The majority of participants utilized the
evidenced-based curriculum of the National Compadres Network to conduct these
healing circle activities with their protégés. The availability and importance of such
avenues for emotional wellness of Hispanic males is critical, as “There are few safe
spaces where young men of color can explore becoming full human beings possessing all
of the vulnerabilities, hope, love, trust, and openness that the journey entails” (p. 115).
Participant 13 identified: “That’s the issue of a mentor. Some of us mentors, who are
men, are still hurt. We can’t mentor kids. How do we get these older men to want to help
when they’re hurt themselves?

A surprising solution to Participant 13’s question above was that the mentors
themselves also benefited emotionally from engaging in these activities, not just their
protégés. These healing circles proved to be invaluable to Hispanic male mentors as
“...we don’t know how to express ourselves or really have someone to talk to,” as
mentioned by Participant 5 who further added “Some of us haven’t healed because of our
past.” The benefit of emotional healing received by Hispanic male mentors participating
in healing circle activities with protégés was impactful: Participant 7 expressed that
“Being in those healing circles; being in that group, it’s a healing process for myself”
while also sharing that: “It is confidential. As I speak, I’m able to vent out what I’'m
going through, or give a good report. What I got from that in being a mentor is it helps
you become a better person.”

Participant 8 agreed stating that:

It heals you. You find value in that healing circle. Whenever you evaluate it and

you step back for a minute, and you feel the healing that it did for you, you’re
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able to see the value in it for others, and for the youth.

In the safe space of a healing circle, Hispanic male mentors were able to address
their own emotional barriers and personal struggles while also sharing cultural values
with their protéges. As Participant 13 pointed out “A lot of what we try to do is break
through those barriers. In the healing circle, we get to talk about those experiences” while
Participant 3 agreed, stating:

We’ve been able to break some of the struggles because of the healing circle. It’s

something we don’t talk about with anybody outside of the circle. We talk about

keeping our word, or “palabra.”

Hurtado, Haney, and Hurtado (2012) substantiate these claims indicating that
“Safe spaces.....preserve cultural connectedness...” (p. 116).

Unexpected Finding 4

Lastly, it was noted that there was an unexpected lack of the traditional male
gender norm of machismo expressed among Hispanic male mentors in this study.

Knouse (1992) stated that to Anglo Americans, machismo references Hispanic male
pride, aggressiveness, and emotionality. However study participants exhibited none of
these characteristics, but instead challenged this traditional norm for Hispanic males as
Participant 11 did arguing that “We need to stop thinking that because we’re males, we’re
machos. Stop the machismo.” Noguera and Hurtado (2012) found that “Latino men are
more than the benefactors of unquestioned male privilege; they can also be loving fathers
and husbands who dedicate their lives to serving their families” (p. 4). This was evident

in the responses of participants such as that of Participant 4 who shared that:
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The advice that |1 would give a new mentor coming into the program is to keep
that in mind. Just because they think of you as a “male macho”: It’s not about
womanizing or fighting; it’s about taking care of your loved ones.

Cerezo et al. (2013) described how a new term, caballerismo, is being used in
literature to provide a more accurate reflection of the Hispanic male gender, as it refers to
being an emotionally responsive, honorable, and caring individual who provides for their
family. The behavior of study participants exemplified this new definition of Hispanic
masculinity.

Conclusions

Overall, the research findings are in line with the literature review regarding
Hispanic male mentors participating in a formal mentoring program. However, there
were nuances in regards to mentoring expectations, benefits received, and the impact of
Hispanic culture on mentoring relationships. Based on the literature review and the
research findings, the following conclusions were drawn:

1. Hispanic males set high expectations for themselves as mentors. Hispanic males
value the mentoring paradigm and the impact that it can have on the lives of youth
and their communities. As a result of this perspective, high expectations are
established in the mindset of Hispanic male mentors in regards to responsibilities
to their protégés and their local communities. The literature supports the notion
that mentoring relationships can result in high exchange quality when
expectations are met or exceeded.

2. Mentoring provides a positive outlet for the social development of Hispanic

males. By providing safe spaces for mentors and their protéges to engage in
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group sharing practices, mentoring can foster as well as strengthen the
socialization skills of Hispanic males to include enhanced interpersonal
communication with family, friends, and peers. Research demonstrates the
importance of these safe spaces for minorities.

Mentoring can provide personal and professional development benefits for
Hispanic male mentors. As Hispanic male mentors engage and build relationships
with their protégés and network with community groups or organizations, they
have the opportunity to enhance their work and personal development skills such
as public speaking, leadership, counseling, and overall personal health and mental
wellness. It is acknowledged widely in the literature that mentoring can provide
benefits of a career and/or psychosocial nature.

Previous mentoring experience of any kind promotes the value of mentoring and
increased participation of Hispanic males. Hispanic males who encounter any
type of mentoring experience at any point in their lives are more likely to pursue
becoming a mentor and understand its value than those who have never had a
mentoring experience. The literature reinforces this point by maintaining that any
experience with mentoring is better than no experience at all. Once a Hispanic
male has experienced the benefits of mentoring and understood its value, then
their motivation to continue participation as a mentor may increase. Research via
the propositions of social exchange also supports this conclusion.

The sharing of Hispanic culture can strengthen mentoring relationships for
Hispanic males. As noted by current research, common Hispanic culture can

utilize ancestral ties or teachings to establish strong and trusting relationships

163



between Hispanic male mentors and their protégés. This would also include the
sharing of commonly experienced negative stereotypes and how to properly
address them.
Implications for Action
The conclusions of this study lead to some concrete implications for action in
regards to Hispanic male mentoring. Based on the review of literature and the interview
data, the following actions are recommended:

1. Mentoring programs should make greater use of mentors’ personal experiences
and stories when recruiting future mentors and promoting the value of mentoring.
If a barrier to Hispanic male mentoring is a lack of awareness, then every effort
should be made on the part of mentoring organizations to effectively utilize their
resources of personal mentor experiences and create “mentoring ambassadors”
within their communities. They should also take advantage of community
resources and events during which to promote the value of mentoring others and
bring awareness to the need for additional Hispanic male mentors.

2. Community groups need to consider the value of supporting and promoting
mentoring programs in order to foster the social development of Hispanic males.
Relevant groups such as: local school districts, Churches, youth centers such as
the Y.M.C.A, senior centers, cultural centers, and sports groups should all engage
in bringing about awareness of mentoring as well as assist in the recruitment of
future Hispanic male mentors. As for large foundations such as the California

Wellness Foundation or the Cal Endowment Foundation, they must also realize
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the critical importance of providing funding for mentoring programs that are
effective in working with the Hispanic male population.

Organizations need to consider implementing formal mentoring programs in the
workplace in order to improve the personal and professional development of their
Hispanic male employees. Businesses, Non-profits, and even government
agencies would do well in establishing formal mentoring programs in order to
assist with the drought of Hispanic male mentors. Mentoring would not only
bring about increased cultural awareness and communication among employees,
but research shows that it may also lead to decreases in turnover rates as well.
Given that the Hispanic demographic is only set to grow over the next few years,
it is imperative that organizations be more involved in educating and enhancing
the professional development of this important U.S. demographic group.
Mentoring programs should consider creating a pipeline of future Hispanic male
mentors by collaborating with other community groups. Current mentoring
programs would benefit by networking with community groups who are engaged
in similar work or who would be supportive of their mission and goals. By
collaborating with the Boys and Girls Clubs, Big Brothers Big Sisters, local
college groups, churches, and youth sports organizations, mentoring organizations
can identify common areas of need and address goals as a collective group rather
than working as individual silos. Given that the pool of Hispanic male mentors is
limited, it is imperative to share resources and information that can benefit as
many mentoring programs as possible. Also by creating strong mentoring alumni

groups, mentoring organizations can start to build a pipeline of available mentors
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from the protégés who complete their specific program. Research shows that this
pool of candidates would be the most likely to engage in mentoring.

5. Hispanic culture should be infused in mentoring programs catering to Hispanic
males. The literature demonstrates that having common culture creates strong
bonds within mentoring relationships. As such, mentoring programs should make
every effort to incorporate aspects of Hispanic culture into their mentoring
programs which cater to Hispanic males (such as ancestral values, Spanish
colloquialisms, cultural holidays and music, etc.). Hispanic character
development programs or rites of passage programs have already been developed
and should be utilized, such as that of the National Compadres Network, which
includes training on how to conduct healing circles. By infusing Hispanic male
mentoring programs with aspects of the Hispanic culture, the outcomes will
include benefits not only for the protégeés, but for their mentors as well.

Recommendations for Future Research
Mentoring is a demonstrated positive outlet for Hispanic male mentors. However,
the literature in regards to this topic remains sparse and requires further research. The
researcher recommends the following as potential areas for further scholarly exploration:

1. This study was limited to mentors in the Coachella Valley region of southern
California. Similar studies could be conducted to include formal mentoring
programs throughout the state of California or the United States.

2. As the literature regarding Hispanic male mentors is sparse, replicating this study
utilizing a quantitative method in order to further validate this study’s findings

would be beneficial.
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This study focused on Hispanic male mentors in formal mentoring programs.
Expanding the study to include analyzing informal mentoring relationships of
Hispanic male mentors would also be advantageous to compare and contrast the
benefits and barriers of each mentoring structure from the exclusive perspective
of Hispanic male mentors.

Study participants mentioned a few benefits from participating in “healing circle”
activities. It would be advantageous to analyze the impact of “healing circle”
activities on the mental health outlook of Hispanic male mentors.

Benefits relating to enhanced skill sets were described by study participants.
Conducting research evaluating the effect of mentoring participation on the career
development of Hispanic male mentors would be beneficial.

During the study, a few participants referenced their definition of success as a
Hispanic male. A study researching Hispanic male mentors’ definition of success
as a male should be explored in order to determine what influences their
definition.

A finding produced from this study indicated that Hispanic culture impacted
mentoring relationships. As such, it would be prudent to conduct a study
analyzing or comparing differences between varied cultures in regards to the
mentoring paradigm.

Lastly, as this study focused on the singular Hispanic population, it would also be
beneficial to investigate the mentoring experiences of bi-racial individuals for

comparison (those who claim to have two or more ethnicities).
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Concluding Remarks and Reflections

The growing U.S. Hispanic demographic will remain an important part of
American society. The Hispanic male population, unfortunately, faces its own unique
challenges. Mentoring has been demonstrated to be an effective tool in fostering career
and psychosocial benefits for this particular demographic. It also comes with many
barriers in addition to benefits. Within the current literature, however, there is a lack of
mentoring research from the perspective of mentors, and even more so of Hispanic male
mentors.

This research was an exploratory study which sought to describe how
participation in formal mentoring programs for youth impacted the dynamics of social
exchange for Hispanic male mentors. It was beneficial to hear the varied experiences of
the 14 Hispanic male mentors interviewed and discover how their participation as
mentors impacted the dynamics of social exchange with their protégés. Participant
responses expressed their desire to help others, their family, communities, and themselves
as individuals. Their unique Hispanic culture brought richness to their mentoring
relationships which showed through in their demeanor and speech. The mentors engaged
in “healing circle” activities which were immensely beneficial and further strengthened
their identities as Hispanic males. The confidence obtained via their emotional healing
from these activities carried over into their mentoring relationships, thus providing an
indirect benefit to their protégés as well.

Nonetheless, the findings from this study also addressed the barriers that Hispanic
male mentors encounter. From facing adolescent trauma to overcoming negative

stereotypes, study participants expressed how they dealt with these obstacles and how
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their mentoring participation assisted them with emotional healing. Through this
research it was also noted that the traditional machismo male gender role for Hispanics
was virtually absent among participants, who strongly opposed the norm. It was also
discovered that Hispanic male mentor participants encounter feelings of inadequacy in
becoming a mentor. They also mentioned their strong desire to help youth by sharing
their life experiences and barriers so that their protégés could avoid future pitfalls.
Overall, Hispanic male mentor’s participation in formal youth mentoring
programs can positively impact the dynamics of social exchange. This study contributes
to the sparse literature regarding Hispanic male mentors and their unique mentoring
experiences in formal youth programs. By identifying the expectations perceived,
benefits accrued, and barriers encountered by Hispanic male mentors, one can begin to
understand the mentoring paradigm in light of the Hispanic culture and how it can

contribute to successful mentoring relationships.
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APPENDIX A

Interview Script

Oral Interview Script Brandman University Doctoral Dissertation

Researcher: Annica Meza Dawe
Participant #: Date:

Hello, my name is Annica Meza Dawe and | am a doctoral student studying Organizational
Leadership at Brandman University. | would like to start by thanking you for your time. 1

recognize that your time is valuable, and | appreciate your willingness to participate in this
interview.

First, I would like to review the Informed Consent form that was provided to you when we
scheduled the interview. Before we proceed with the interview, | need to obtain your signed
consent. | would like to highlight the fact that you can stop the interview at any time. Have
you been able to review the form, and do you have any questions? (Answer questions and
collect form).

Thank you. As indicated in the consent forms, | would like to record this interview so that | may
accurately record your responses. The audio-recording will be destroyed once the interview has
been transcribed, and a coding system will be used so that no names will be attached to any notes
or transcripts from the interview. With your consent, | will turn on the recorder at this time.
(Obtain verbal consent). | have turned on the recorder. Now that the interview is being
recorded, | would also like to ask for verbal confirmation before we proceed. Do | have your
permission to conduct and record the interview?

In my dissertation, | am examining how participation in formal youth mentoring programs
impacts the social dynamics of Hispanic male mentors in the Coachella Valley region. You
have been asked to participate in this study because of your role as a mentor. My hope is that
this research will provide a more comprehensive understanding of Hispanic males and their
participation as mentors.

Thank you. Before I begin, do you have any questions or concerns?

Excellent, let’s begin. As we do so, | would like to remind you that you can terminate this
interview at any time or to decline to answer any particular question. If you would like to stop
at any point during the interview, please let me know and we will do so immediately.

I would like to start with some basic demographic questions. This information will only be
used to provide aggregate information regarding the study sample. If you prefer, you may
choose to indicate “not specified” on any of these questions.
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Demographic Questions:

What is your age?

What is your gender?

What is your ethnicity?

What is your highest level of education attained?

How many years have you been a mentor?

What is your current occupation?

Thank you. Now | would like to move into some content questions. First, | would like to
gain some perspective regarding your background and experience with mentoring.

Question #1: Initial Awareness of Mentoring

How did you first become aware of the activity of mentoring?

Probing questions:
e Can you tell me more about that?
« Are there other experiences that you have had with mentoring?
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Question #2: Mentor Training Background

Formal mentoring takes place within an organization and follows certain procedures and connects
protégés with mentors to establish an official mentoring relationship. What is your experience with
formal mentor training in this setting, if any?

Probing question:
« Are there other experiences that you have had with mentor training?

Question #3: Role of a Mentor

Let’s imagine that you are speaking with someone who has never been a mentor. They ask you:
“What is a mentor?” How would you respond to their question?

Probing question:
e  What do you see as the core work of a mentor?
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Question #4: Competence

In your current job (or previous job), how do (or did) your mentoring activities enhance your work
skills?

Probing questions:
e What do your co-workers think of your mentoring activities (if they are aware of them)?

Question #5: Social Exchange- Proposition 1 (Success)

What benefit did you receive from serving as a mentor and did that benefit increase the likelihood
of your participation?

Probing question:
e How would you describe a successful mentoring relationship?
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Question #6: Social Exchange- Proposition 2 (Stimulus)

Have you had prior experience with mentoring and did that encourage you to participate in the
mentoring program?

Probing question:
< Describe any experiences with mentoring during your adolescence.

Question #7: Social Exchange- Proposition 3 (Value)

What did you value most about your mentoring experience and did that influence you to increase
your participation in any way?

Probing questions:

o Describe ways in which your mentoring relationship may have affected the way in which you
relate to others.

e How would you describe the value of mentoring to others?
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Question #8: Social Exchange- Proposition 4 (Aggression/Approval)

Describe any unexpected experiences as a mentor and whether these experiences may have
impacted your outlook on mentoring?

Probing questions:
e Describe a time when your protégé surprised you.

Question #9: Social Exchange- Proposition 5 (Rationality)

Did your experience with mentoring live up to your expectations?
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Question #10: Barriers to Mentoring

As a Hispanic male mentor, can you share any barriers that you encountered in becoming a
mentor?

Probing question:
e How can these barriers be addressed?
e From your perspective, why do they exist?

Question #11: Culture

Explain how your Hispanic culture (i.e.: values, language, etc.) may have influenced or played a
part in your mentoring relationship(s).

Probing questions:
e In what ways can common culture shape mentoring relationships?
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Question #12: General Question

This concludes my questions. Is there anything else that you would like to share about Hispanic
male mentors or mentoring in general?

Probing question:
e What advice do you have for future mentors?

Thank you again for your time and participation in this interview. Your perspective will provide

a valuable contribution to this research. At this time, | am going to conclude the interview and
turn off the recording.
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APPENDIX C
Participant Invitation Letter
Invitation letter for Hispanic Male Mentors
Date:

Dear Potential Study Participant,

My name is Annica Meza Dawe, and | am a doctoral candidate in Brandman University’s
Organizational Leadership program. For my dissertation, | am researching the impact to
social exchange dynamics of Hispanic males serving as mentors in formal youth programs.
My research focuses solely on the mentors themselves and to describe and explore their
perspectives in regards to their participation as a mentor. | am exploring the perspectives
of Hispanic male mentors who are serving or have served in a formal youth mentoring
program regarding this topic.

I am writing to introduce myself to you and to ask if you would be willing to
consider participating in this research to provide the perspective of a Hispanic male mentor.
I am asking your assistance in the study by participating in an interview which will take
from 30 to 60 minutes and will be set up at a time convenient for you.

If you agree to participate in an interview, you may be assured that it will be completely
confidential. A coding system will be used so that no names will be attached to any notes,
recording, or transcripts from the interview. The interview will be audio-recorded with
your consent, and the audio-recording will be destroyed once the interview has been
transcribed. All information will remain in locked files accessible only to the researchers
and no other individuals will have access to the interview information. You will be
free to stop the interview and withdraw from the study at any time.

I am available by email and phone to discuss this research. Additionally, my dissertation
chair may be contacted to answer any questions you may have: Dr. Len Hightower,
available at whightow@brandman.edu.

It would be an honor to be able to hear your experiences and perspectives regarding your
participation as a Hispanic male mentor. | know that your time is incredibly valuable and |
appreciate your consideration of this request.

Sincerely,

Annica Meza Dawe

Doctoral Candidate, Brandman University
Email: ameza@mail.brandman.edu
Phone: 760-XXX-XXXX
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APPENDIX D

Participant Bill of Rights

K% BRANDMAN
BN University Sa= ==

BRANDMAN UNIVERSITY INSTITUTIONAL REVIEW BOARD

Research Participant's Bill of Rights

Any person who is requested to consent to participate as a subject inan
experiment, or who is requested to consent on behalf of another, has the
followingrights:

1.

2.

To be told what the study is attempting to discover.

To be told what will happen in the study and whether any of the
procedures, drugs or devices are different from what would beused in
standard practice.

To be told about the risks, side effects or discomforts of the thi ngs that
may happen to him/her.

To be told if he/she can expect any benefit from participating and,if so,
what the benefits might be.

To be told what other choices he/she has and how they may be better
oiorse than being in the study.

To be allowed to ask any questions concerning the study both before agreeing
to be invd ved and during the course of the study.

To be told what sort of medical treatment is avdable if any complications arse.

To refuse to participate at all before or after the study is started without
any adverse effects.

To receive a copy of the signed and dated consent form.

10. To be free of pressureswhenconsidering whether he/she wishes to agree

to be in the study.

If at any time you have questions regarding a research study, you shoul d ask
the researchers to answer them. You abo may contact the Brandman
University Institutional Review Board, which is concerned with the protection of
volunteers in research projects. The Brandman University Institutional Revyiew
Board may be contacted ather by telephoning the Office of Academic Affairs at
(949) 341.-9937 or by writing to the Vice Chancellor of Academic Affairs Brandman
University, 16355 Laguna Canyon Road, Irvihe,CA,9261.8.

Brandman University [RB Adopted November 2013
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APPENDIX E
Informed Consent Paperwork

CONSENT TO PARTICIPATE IN
RESEARCH

BRANDMAN
UNIVERSITY
16355 LAGUNA CANYON
ROAD IRVINE, CA 92618

TITLE: What's in it for me? The Impact to social exchange dynamics of Hispanic
Males serving as Mentors in Formal Youth Programs

RESPONSIBLE INVESTIGATOR: Annica Meza Dawe

PURPOSE OF STUDY: This study is being conducted for a dissertation in
Organizational Leadership at Brandman University. The purpose of this qualitative
study sought to describe how participation in formal mentoring programs for youth
impacted the social exchange dynamics of Hispanic male mentors in the Coachella
Valley

PROCEDURES: In participating in this study, | agree to participate in an interview
which will last approximately 30 to 60 minutes and will be audio-recorded
(separate privacy statement attached).

| understand that:

a) The possible risks of this study are minimal. However, there may be some
discomfort as a result of participating in the interview. | understand that |
do not need to answer any interview questions that cause discomfort.

b) | will not be paid for my participation in this study. The possible benefit of
this study is an increased understanding of Hispanic male mentors and
their experiences in formal youth programs as well as the impact on their
psychosocial outcomes. The findings and recommendations from this
study will be made available to all participants.

c) Any questions | have concerning my participation in this study will be

answered by Annica Meza Dawe, available by email at
ameza@mail.brandman.edu or by
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phone at #i#-#it#-####. Questions may also be answered by the
dissertation chairperson: Dr. Len Hightower at
whightow@brandman.edu.

d) I may refuse to participate or may withdraw from this study at any time
without any negative consequences. Also, the Investigator may stop the
study at any time.

e) lalso understand that no information that identifies me will be released
without my separate consent and that all identifiable information will be
protected to the limits allowed by law. If the study design or the use of the
data is to be changed, | will be so informed and my consent re-obtained. |
understand that if | have any questions, comments, or concerns about the
study or the informed consent process, | may write or call the Office of the
Executive Vice Chancellor of Academic Affairs, Brandman University, and
16355 Laguna Canyon Road, Irvine, CA 92618, (949) 341-7641. |
acknowledge that | have received a copy of this form and the Research
participant’s Bill of Rights.

| have read the above and understand it. My questions have been answered
to my satisfaction and | agree to participate in the study.

Printed Name of Participant

Signature of Participant

Signature of Principal Investigator

Date
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APPENDIX F

Privacy Act Statement and Consent Agreement for Audio Recording

| give my consent to allow audio recording during the interview, and for those
records to be reviewed by persons involved in the study. | understand that all
information will be kept confidential and will be reported in an anonymous fashion,
and that the audio recording will be erased after the interview has been
transcribed. | understand that | may elect to receive a copy of the transcript once
the audio recording has been transcribed so that | may review and correct as
necessary. | further understand that | may withdraw this consent at any time

without penalty.

Printed Name of Participant

Signature of Participant

0 Please provide a copy of the transcript for my review at the following address:

Signature of Principal Investigator

Date
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APPENDIX G

Outline of Questions Sent to Participants Prior to Interview

Interview Questions

A Qualitative Exploration of the Impact to Social Exchange Dynamics of Hispanic Males
serving as Mentors in Formal Youth Programs

These are the general questions that will be covered during the interview. They are
provided here for your information. If you wish, you may review the questions in
advance of the interview. Please be aware that the researcher may ask follow-up
questions in any of these areas to better understand your responses.

As a research participant, you have the right to terminate the interview at any time or to
decline to answer any particular question(s). Please inform the researcher if you wish to
withdraw from the study.

Part 1: Demographic Questions

The interview will start with some basic demographic questions. This information will
only be used to provide aggregate information regarding the study sample. If you prefer,
you may choose to indicate “not specified” on any or all of these questions.

What is your age

What is your gender?

What is your ethnicity?

What is your highest level of education attained?

How many years have you been a mentor?

What is your current occupation?

VVVVYVY

Part 2: Experience with Mentoring

This portion of the interview will focus on your experience with mentoring and any
mentor training you may have had.

» How did you first become aware of the activity of mentoring?

» Formal mentoring takes place within an organization and follows certain
procedures and connects protégés with mentors to establish an official mentoring
relationship. What is your experience with formal mentor training in this setting, if
any?

> Let’s imagine that you are speaking with someone who has never been a mentor.
They ask you: “What is a mentor?” How would you respond to their question?
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Part 3: Social Exchange

This portion of the interview will focus on the dynamics of social exchange in mentoring
relationships.

> In your current job (or previous job), how do (or did) your mentoring activities
enhance your work skills?

What benefit did you receive from serving as a mentor and did that benefit increase
the likelihood of your participation?

Have you had prior experience with mentoring and did that encourage you to
participate in the mentoring program?

What did you value most about your mentoring experience and did that influence
you to increase your participation in any way?

Describe any unexpected experiences as a mentor and whether these experiences
may have impacted your outlook on mentoring?

Did your experience with mentoring live up to your expectations?

YV V V VvV V

Part 4: Barriers and Culture

This last portion of the interview will address questions regarding barriers to mentoring
and Hispanic culture. It will also allow you the opportunity to share any additional
comments or questions you may have at the time.

» As a Hispanic male mentor, can you share any barriers that you encountered in
becoming a mentor?

» Explain how your Hispanic culture (i.e.: values, language, etc.) may have
influenced or played a part in your mentoring relationship(s).

» This concludes my questions. Is there anything else that you would like to share
about Hispanic male mentors or mentoring in general?
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APPENDIX H

List of Codes

Theme 1: Mentoring Expectations and Experiences of Hispanic Male Mentors

1.

10.

11.

12.

13.

Advice for Future Mentors- What future mentors should know or be aware of
before they begin mentoring.

Be Aware of Guidelines/Set Boundaries- Mentors need to know or establish
guidelines/barriers when mentoring their protégés.

Be Committed- Mentors must be fully committed to their role and responsibilities.
Be Realistic- Mentors need to be realistic in regards to their mentoring expectations.
Be a Role Model- Mentors are to be a positive figure that protégés can follow.

Be Open Minded- Mentors need to be sensitive and aware of differing perspectives.
Be Vulnerable- Mentors need to have the ability to be “emotionally exposed” with
their protégés who may share sensitive and/or personal information.

Core Work of a Mentor- The main responsibilities of a mentor.

Definition of a Mentor- Description of the role of a mentor.

Desire to Help Others and Communities- The desire to help someone in need or a
community in need.

Develop Responsible Citizens- Ensuring that protégés are guided to be model
citizens of their communities.

Don’t Be Judgmental- Mentors are to withhold judgement of their protégé’s
decisions/behavior.

Guiding Protéges to their Full Potential- Assisting protégés in reaching their full

potential.
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14.

15.

16.

17.

18.

19.

20.

21.

22,

23.

24,

25.

26.

27.

Initial Awareness of Mentoring- The initial recognition of mentoring and its
activities.

Life Balance- The ability of Mentors to balance their work and life schedules.
Listen- The expectation that Mentors will engage in active listening with their
protéges.

Maintain Confidentiality- Mentors demonstrate their trustworthiness in their
mentoring relationships.

Mentors Don’t Have All The Answers- Mentors will not always have an exact
solution for every protégé problem.

Mentoring during Adolescence- Experiences with formal and informal mentoring
during adolescence.

Outlook on mentoring- The perception of mentoring as a whole or in general.
Passion for Mentoring- Mentors must have passion for the work that they do.
Previous Experience- Previous experience as a mentor.

Previous Experience Led to Formal Mentoring Participation- Mentors who had
previous experience with mentoring led to their participation in a formal mentoring
program.

Protégés Have Different Needs- Every protégé is different and has unique needs.
Successful Mentoring Relationship- Description of the components of a successful
mentoring relationship.

Teach By Example- Mentors model positive behaviors.

Unexpected Experience- Any unexpected occurrence or feeling as experienced by a

mentor.
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Theme 2: Perceived Mentoring Benefits Experienced By Hispanic Male Mentors

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

Be a Better Person- The desire to be a better individual.

Brotherhood- The comradery between males.

Building Relationships- Establishing relationships with protégés via mentoring.
Learning- The act of learning things which were unknown before.

Enhanced Work Skills- Work skills that have been enhanced by mentoring
participation.

Family Approval- Approval of family members in regards to mentoring activities.
Focused purpose- Having a clear purpose in life.

Formal Mentor Training- Mentor training in an organizational/professional setting.
Healing Process- The process of emotional healing.

Increased likelihood of participation- The benefits received by mentors increase the
likelihood that they will continue to participate in mentoring.

Inner Peace- The state of being at peace with one’s self.

Making an Impact- Having an impact on a protegé’s life.

Mutual Benefits- The notion that a mentoring relationship is mutually beneficial for
the mentor and protégé.

Peer Approval- Approval of peers or co-workers in regards to mentoring activities.
Positive Feelings- Experiencing positive feelings as a mentor.

Protégé Surprises- Any unexpected occurrence from a protégé.

Relating to Others- How mentoring relationships affect the ways in which mentors
relate to other individuals.

Respect- The act of showing respect for an individual.
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46. Sharing Knowledge- The act of sharing (or passing down) knowledge with others.
47. Witnessing Change- The act of witnessing a change in the life of a protégé.

Theme 3: The Value of Mentoring perceived by Hispanic Male Mentors

48. Appreciation of Mentors- The valuing of mentors by their proteges.

49. Collaboration with Community Groups- The act of working with additional
community groups in order to achieve common objectives.

50. Developing Wisdom- The process of developing one’s wisdom over time.

51. Encouraged Increased Participation- The value of mentoring perceived by mentors
encouraged them to increase their participation in some way.

52. Fosters Trust/Security Among Youth- The ability for trust (and a sense of security)
to develop between mentors and their protégés.

53. Healing Circle Activities- Providing “Healing Circles” (opportunities for mentors
and protégés to gather in a circle and share positive stories as well as obstacles in
life).

54. Positive Impact to Community- The ways in which mentoring made a positive
impact in the community by reducing crime, diminishing the need for social services,
etc.

55. Power to Be a Positive Influence- The ability for mentors to be positive influences
in the lives of their protégés.

56. Priceless- The value of mentoring does not have a price tag.

57. Protégés Become Future Mentors- The occurrence of protégés who grow up to later

become mentors themselves.
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58. Provides Motivation to Mentor- The value of mentoring provides motivation to
mentor.

59. Willingness to listen- Protégés showcasing a desire to listen to their mentor’s advice.

60. Providing a Safe Space for Young Men- Having facilities (as well as opportunities)
for young men to be mentored in a trusting and safe environment.

61. Teaches Patience/Tolerance- Learning about patience and tolerance via mentoring.

62. Lasting Relationships with Protégés- Mentoring relationships that last beyond a
formal mentoring program’s expectations.

Theme 4: Barriers to mentoring perceived by Hispanic Male Mentors

63. Afraid to Ask Questions- Hispanic Males may be hesitant to ask questions in
general.

64. Climbing Career Ladder- The desire to improve one’s career first and foremost.

65. Competing Negative Influences- The negative influences that try and compete for
the attention of Hispanic Males.

66. Costs Money to Participate- The costs associated with mentoring participation.

67. Overcoming desire to control youth- Trouble with releasing the desire to be in
control of youth behavior.

68. Feelings of Inadequacy- Perceptions of being unqualified to be a mentor.

69. Time- Limited amount of time available to dedicate to mentoring.

70. Lack of Male Mentors- The void of male mentors in formal mentoring programs.

71. Lack of Resources- The dismal amount and availability of resources for mentoring.

72. Misunderstanding of How To Become a Mentor- Confusion in regards to the

requirements and expectations of becoming a mentor.
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73.

74.

75.

76.

77.

78.

Overcoming Negative Stereotypes- Overcoming negative stereotypes that Hispanic
Male Mentors may face in becoming a mentor.

Personal Struggles- Individual personal issues that Hispanic Male Mentors may face
(i.e.: anxiety, depression).

Self-Absorbed Outlook- Being focused on one’s self versus looking to fulfill the
needs of others.

Takes Time to See Payoff- The amount of time needed to witness a transformational
change in youth.

Value not visible to all- Not everyone will see the value of mentoring.

Want to Get Paid for Work- Desire to be paid wages for work and effort

contributed.

Theme 5: The Impact of Hispanic Culture in Mentoring Relationships

79.

80.

81.

82.

83.

Adolescent Trauma Experienced- Trauma experienced during adolescence of
Hispanic Males.

Ancestral Values Unite Us- Ancestral values of Hispanics provide unity among
members.

Common Culture Creates Relationships- Commonalities create basis for
relationships.

Desire to Share Lived Experiences (“Consejos”)- The need to share life
experiences and advice.

Different Definition of Respect- Hispanic Males differ in their definition of

“respect.”
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84.

85.

86.

87.

88.

89.

90.

91.

92.

93.

94.

Drive to Give Back to Hispanic Community- The motivation to give back to the
Hispanic community.

Emotionally Absent Fathers- Hispanic Fathers who are present physically for their
children but not emotionally.

Expression of Emotions Unencouraged (no space for emotional release)- Hispanic
Males encouraged not to show their emotions.

Failure to Give Back- When successful Hispanics fail to give back to their
communities.

Fearful of Looking at the Big Picture- Hispanic Males hesitant to view the world
beyond their own front yard.

Helping Others-Oriented Culture- The Hispanic Culture teaches to give more than
to receive.

Hispanic Community is Unaware of Mentoring- Hispanics are unaware of
mentoring in general.

Lack of Initiative to Change Stereotypes- Hispanic Males do not show initiative in
addressing negative stereotypes.

Hispanic Males Lack Initiative to Better Relationships- Hispanic Males work hard
but do not work to better their relationships at home.

Modern Day Responsibilities Impact Family Communication- Work
responsibilities as well as modern technology interfere with regular and consistent
family communication.

Need Emotional Healing- Hispanics may face personal wounds which require

emotional healing.
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95. Negative Media Stereotypes Influence Hispanic Youth- The role of the media in
providing negative stereotypes of Hispanic youth.

96. Overcoming Male Pride- Triumphing over the traditional Hispanic “Machismo”
expectations and perspectives.

97. Strong Family Social Upbringing/Ties- The strong family values of Hispanics.
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