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Abstract—Women are highly underrepresented in the construction industry.
In line with the sustainable development goals (SDGs) of the United Nations of
gender quality and reducing inequalities, there is a need to think of innovative
and sustainable frameworks to increase women's quota in the construction trade,
especially in architecture. The study investigated the mentor-mentee
relationship between female Architects and female Architectural students.

The study utilized a research survey approach using a questionnaire data
instrument. Using a purposive sampling technique, 84 research participants,
consisting of female Architects and female Architecture students, participated in
this study. The data collected are presented using bar charts, mean scores,
principal component analysis (PCA), and categorical regression (CAT-REG).

The study identified characteristics associated with good Mentors and good
Mentees in the design profession. Mentees identified the main features that
make a good mentor as the ability to teach, listen attentively, and communicate
effectively. On the other hand, Mentors identified the qualities of a good mentee
who communicates, is focused and demonstrates intelligence. The study showed
that the significant negative experiences in a mentor-mentee relationship
include a clash of personalities between the mentors and mentees, stealing
credit for work done by both parties, and unrealistic expectations. Furthermore,
these negative experiences result from poor attitude, wrong emotions, and loss
of motivation.

In conclusion, the study showed that proper implementation of Women
mentoring programs among design professionals could lead to potential
outcomes such as improved productivity, empowerment of inexperienced
personnel, attracting likely female students, retaining women professionals,
higher salaries, higher job satisfaction, and an increase in role models/mentors
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Introduction

The construction environment is mainly complex due to the interaction between the
buildings being constructed and the different construction professionals' genres. Apart
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from the unskilled and skilled artisans used on construction sites, other notable
construction professionals such as Architects, Builders, Service Engineers, and
Quantity Surveyors participate in successfully delivering buildings [1]. To sustain the
adequate supply of these occupations, suggestions have been hinged on increasing
women's quota in the construction profession. Increasing women's participation in the
construction industry has been linked to the innovative measures of mentoring in
previous studies [2, 3, 4]. From these studies, the understanding that mentoring brings
to the fore is the ability to teach, knowledge transfer, and influence others. By
applying this to the construction industry, women should encourage and guide other
women into their respective chosen professions within the industry. Mentors should
be able to take mentees on the career paths the Mentor has taken and other
opportunities available in the construction industry. This becomes an important
instrument that aids not just in attracting women to the profession but ensuring that
they grow through different cadres within the industry. This is evident in the study by
[5], where mentoring is regarded as a supportive relationship. It is important to note
that individuals should not confuse mentoring in the construction industry as the same
in other sectors within the economy. This is due to the dynamic nature and complexity
associated with the construction industry's activities [6].

[7] showed a continuous need to continually ask the question: why are there few
women in the construction industry? Or is it that they do not have the required skills
and competencies to thrive within the industry? The answers proffered in [8]and [9]
are mainly that women's competencies needed for the construction industry are
primarily suppressed due to the construction industry's anti-feminine characteristics.
This is not far-fetched in that women face a lot of challenges in the construction
industry. These challenges have been attributed to the image the industry portrays,
male-dominance, low working environment, undue pressure, and so on [8, 9]. The
image of the Nigerian construction industry significantly discriminates against the
contributions of women to the sector. While the working condition is not female-
gender friendly, some women construction professionals thrive in the industry. [10]
opined that the low image attributed to the industry has been continuously fueled by
the general lack of knowledge and limited insight into the potential career
opportunities by prospective new entrants in the construction sector. This insufficient
knowledge and information among less experienced female students/workers
interested in building and construction activities could be readily influenced through
effective women mentoring. Despite these challenges in the construction industry,
there are many socio-economic benefits associated with women's active participation
in the industry.

This study makes a crucial case for design professionals, especially for the
architectural profession, due to their pivotal role in the construction industry. This
study, like similar studies in [11], [12], and [13], believes that it would be a
monumental waste for students to put in for architecture due to their passion for the
profession and end up not practicing due to sinister tales they have been misinformed
about the industry. Furthermore, the students should not just be attracted to the job.
Still, they should also be able to advance in the profession due to the availability of
the right information and support from experienced Architects. Beyond the design and
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construction industry, the learning outcomes of the students is also paramount.
Previous studies that have considered the learning outcomes of students can be found
in [14], [15], and [16]. Therefore, proffering mentoring as a strategic solution to
increasing female architects in the design profession, the study asked the following
research questions;

o What are the main characteristics expected in a good mentor/mentee in a women
mentor-mentee relationship?

e What are the negative experiences that may arise from an ineffective mentor-
mentee relationship?

o Which potential outcomes are paramount in an effective woman mentoring
program among design professionals?

2 Review of Related Literature

One crucial attribute of mentoring is the level and type of information the Mentor
possesses. With this information, the Mentor can support a junior colleague usually
referred to as the mentee in the mentor-mentee relationship. This attribute becomes
vital for the construction industry in that the industry thrives and functions on
information. This information becomes critical for new entrants for their sustenance
and growth in this sector. The dimension of innovation put forward in this study is
that the design profession and design education can adequately benefit from an
effective mentor-mentee relationship between female Architects and female
architectural students. Apart from the mentee gaining in the mentoring process, other
aspects of the construction industry gain. This study posits that knowledge is
generated in the mentor-mentee relationship cycle, which is beneficial to the firm and
further research into an effective mentoring program for the construction industry.

In the study by [17], they stated that mentoring should be guided by certain
principles that ensure that a mentee's goal is empowered through constant engagement
between the Mentor and mentee. Apart from new entrants and students, mentoring has
been used by some firms on some under-performing workers to increase their
productivity in the workplace [3]. Furthermore, the benefits of mentoring can be
witnessed in the increase in pay of the mentee in their workplace [18], better
satisfaction and improved self-respect from the worker being mentored [19], the
mentee being more committed to the firm [20], and other psychosocial benefits [18,
19]. Specifically, [21] showed that women could benefit in terms of career
development in the Australian construction industry due to an effective
mentoring/role model program. Similar results were concluded in New Zealand's
construction industry due to the vast mentoring opportunities that helped create
women networks. In the United Kingdom, mentoring programs among women have
achieved better work-life balance in the workplace, better placement for women
according to their skills and talents [9]. Through the process of mentoring, [17] argued
that the Mentor's role becomes one that helps the mentee discover potentials within
the individual that can help increase productivity. Despite the theoretical knowledge
garnered by the mentee during their undergraduate studies at their higher institutions,
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mentors should help mentees translate this into applicable principles at the workplace.
[22, 23].

Choosing the right Mentor is very crucial for an effective mentoring program. This
study posits that not everyone can become a mentor because specific characteristics
must be possessed to become one. To be an effective mentor or mentee in the
construction industry, one must identify the features that would help the mentoring
process and cycle become a success [24]. A mentee may approach a mentor for
support in their career goals due to the Mentor's experience. Still, other characteristics
of the Mentor would determine if the mentoring experience is sustained or becomes
frustrating. This applies to the mentee as well, in that the Mentor looks forward to
certain good qualities in the mentee that encourages and motivates a stimulating
mentoring atmosphere [25]. One of the first characteristics that the Mentor must
possess is listening to ability. The Mentor should listen to the mentee without any
form of assumptions in the mentoring process [26]. Other characteristics of a good
mentor identified in the study by [27] include an outstanding superior, good
interpersonal relationship qualities, ability to identify and encourage each other's
milestones, and understanding of the risks and challenges accompanying the
mentoring process. In the mentoring process, both the Mentor and mentee should
outline achievable goals, be flexible, and ensure no form of discord or disagreement
leading to an unharmonious mentor-mentee relationship [25]. The Mentor and mentee
should ensure that the objectives of the mentoring relationship are the main focus.
This mindset must resonate throughout the mentoring cycle. Due to the mentee's lack
of experience, the Mentor needs to provide support through the push and pull effect
[28]. By this, the Mentor makes the mentee understand his or her strengths and
limitations [25]. For both parties, [27] noted that there must be a process that shows
availability in the mentoring process. Specifically, there are unique characteristics in
the construction industry that would make a mentor thrive in a mentor-mentee
relationship. These characteristics were identified in [24] as ability to share and
communicate knowledge, correct the mentee, and give constructive criticism. When
these good characteristics are missing in either party, the mentoring process's success
becomes questionable and may strain both parties [29].

To be an effective mentee, mentors look forward to mentees who show high
commitment to being empowered to achieve their career goals [27]. This study posits
that understanding each other's characteristics is crucial and a two-way system. The
mentee should have some form of intelligence needed in the chosen career and willing
to take responsibility for their career growth. Emphatically, this study points out that
some characteristics need to be taught to prospective mentees through a practical
mentoring workshop. For example, apparent in one's goals may not come instinctively
or goals setting skills. However, these skills can be taught and understood by
prospective mentees before venturing into a mentoring cycle. In the study by [25],
they opined that mentees need to be punctual to set meetings, be opened to Mentor's
contribution, be discreet, understand their roles as a mentee, and set boundaries in the
mentor-mentee relationship.
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3 Research Methods

The study focuses on the increase in participation of women among design
professionals through an effective women mentor-mentee relationship. This inclusive
workplace area amongst the female gender proffers the solution of using women
mentoring by female leaders in the construction industry and among design
professionals. As pointed out by [4], the onus is on women to encourage the younger
female students to take up a career in the construction field after their undergraduate
program. This work is based on an earlier literature-based work in [30] as a note of
transparency. In [30], the theoretical background of this article was laid. Since this
study is judgmental research focused on the research participants' perception, a survey
research design was used. The cross-sectional survey research design utilized a well-
structured questionnaire instrument to obtain answers to the identified research
questions. The study was carried out within Nigeria, specifically in Lagos and Ogun
State. These locations were selected due to the high quota of research participants
within this study area.

The study focused on design professionals: the study utilized female Architects and
female Architectural students within the study area. There is no definitive list of
female Architects and female Architectural students; therefore, a purposive sampling
technique was used in selecting the sample size for this study. This presented the
mentor-mentee relationship under investigation in this study: the chosen study
architects and architectural students due to their importance in the construction
industry. Architects form the first form of contact with clients in the construction
industry. Architects use their designs to create balance and improve productivity
within spaces. However, past studies have shown the decline in female Architects and
female Architectural students who end up practicing the profession [31, 32, 33].

A total of 100 questionnaire instruments were distributed to each segment of
research participants. There were two sets of questionnaire instrument designed for
this study. Each questionnaire instrument had four sections of the participants'
information, excellent mentor/mentee characteristics, negative experiences in women
mentor-mentee relationship, and potential outcomes to effective women mentoring
program among design professionals. However, only a 42% data retrieval rate was
recorded in the data collection within the space of three months (January - March
2019) of data gathering. The study ensured equal participation between the two
groups, with 42 persons representing each group within the study area. The data
collected are presented using bar charts, mean scores, principal component analysis
(PCA), and categorical regression (CAT-REG).

4 Result and Discussion of Findings

This section presented the data analysis of the research questions and the
discussion of findings related to women mentor-mentee relationships among female
Architects and female Architectural students. The study utilized two segments of
research participants, i.e., female architects and female architectural students. Figure |
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shows the summarized bar chart presentation of the women architects' highest
academic qualification, industry work experience, and work sector. In Figure 1, 28
(66.7%) of the female architects had a Masters's degree, while 11 (26.2%) had a
Doctoral degree in architecture. The industry work experience distribution shows that
23 (54.8%) of the female architects had 11 — 20 years' work experience. However, the
female architects were in different sectors in the Nigerian economy. Figure 1 shows
that 20 (47.6%) of the female architects work in the consulting industry, 11 (26.2%)
work in the contracting sector, 3 (7.1%) work for the government, and 7 (16.7%)
work in the education sector. In all, the female architects were practicing architects
and had adequate knowledge within this study's frame. It was essential to highlight the
characteristics of the female architectural students. The female students were selected
at the postgraduate and undergraduate levels within a private tertiary institution.

Educational Sector
Client Sector

Government

Work Sector

Consulting

Contracting

31-40years 3
21-30years 8

Industry Work
Experience

11-20years 23
1-10vears 8

PhD =l 11

MSc/MPM 28

OND/HND h 3

0 5 10 15 20 25 30

Highest
Academic
Qualification

Fig. 1. Summarized background information of Female architects'

Figure 2 shows the summarized bar chart of the female architects' age distribution,
mentorship status, and plans to practice architecture among the students. In Figure 2,
the female architecture students' age distribution shows that it is a fair distribution.
Most of the female architecture students were between 20 to 23 years. The students
were further questioned on if they had a mentor. Figure 2 shows that 25 (59.5%) do
not have mentors in the architectural profession, while 17 (40.5%) had active mentors.
Since the study is concerned about attracting and retaining Architectural students in
the design profession, the study sought to determine if the students planned to practice
after graduation. The study showed an equal distribution in the plan to practice
architecture after graduation among the female students.
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The findings in this study are insightful as it shows there is still a need to
encourage Architectural students to practice. Further Analysis using cross-tabulation
showed in Table 1 shows the cross tabulation between mentorship status among the
female architecture students and their plan to practice. Table 1 indicates that there are
higher chances for those that have mentors to proceed to practice architecture.

Table 1. Cross Tabulation of Status of Mentorship and Plan to Practice

Plan to practice
Total
Yes No
. Yes 13 4 17
Status of Mentorship No 3 7 5
Total 21 21 42

4.1  Characteristics of good mentors/mentees

For a successful mentoring relationship, both the Mentor and mentee must bring
specific skills and characteristics to the table. The study highlighted the essential
qualities of good mentors/mentees in a women mentoring relationship. This
perception study showed each research participants' affinity towards each
mentor/mentee characteristics needed to foster an effective mentor-mentee
relationship. Good mentors/mentees’ characteristics in a women mentoring
relationship were identified from previous studies [25] and [34]. [25] noted that any
mentoring relationship's success is mostly hinged on the characteristics possessed by
either the Mentor or mentee before the association being formed. As identified in this
study, a mentor's characteristics look forward to a potential mentee differ from the
qualities that a mentee looks forward to in a potential mentor. Table 2 and 3 show the
feature of good mentors/mentees in a women mentoring relationship. In Table 2, the
main characteristics identified as qualities of a good mentor are teaching, listening
attentively, and communicating effectively. This is supported by [24, 26], in that a
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mentor that listens attentively and communicates effectively helps create a safe
environment for the mentor-assisted relationship to flourish. This characteristic
ensures that the Mentor is not biased or pass unfair judgment on the mentee and help
agree on specific objectives and goals. The study by [25] also agrees with these
findings. Their review stated that listening and asking the mentee's right questions are
essential characteristics that a good mentor must possess. [25] opined that these
characteristics would help build and maintain a harmonious relationship through trust,
empowerment, focus, and empathy.

Table 2. Characteristic of good mentors in a women mentoring relationship

Characteristics MS SD RI Remark

Ability to teach 481 0.397 1 Very Important
Listens attentively 4,71 0.554 2nd Very Important
Communicates effectively 4.69 0.468 3 Very Important
Flexible and open to suggestions 4.57 0.668 4t VVery Important
Excellent leadership qualities 4,57 0.590 4th Very Important
Supportive 457 0.630 4th Very Important
Quality years of construction experience 4.55 0.670 7 Very Important
Excellent Supervisor 452 0.707 8t Very Important
Approachable 4.52 0.707 8t \Very Important
Resourceful 4.50 0.595 10" Very Important
Confident 4.50 0.595 10 Very Important
Patient 4.50 0.634 10 \Very Important
Creates a safe environment for mentoring 4.48 0.594 13" Important
Honest 4.48 0.707 13" Important
Recognizes achievement of the mentee 4.43 0.737 15t Important

Role Model 4.43 0.703 15t Important
Enjoys her work 4.43 0.703 15" Important
Gives positive and negative feedback 4.40 0.544 18t Important
Manages conflict effectively 4.38 0.661 19t Important
Strong interpersonal attributes 4.38 0.764 19t Important
Accepts risk and uncertainties of 431 0.811 21 Important
mentoring

Allows mentee to make mistakes 4.29 0.805 22 Important
Emotional Intelligence 4.29 0.774 23rd Important
Empathy 412 0.916 24" Important

* MS = Mean Score; SD = Standard Deviation; Rl = Ranking Index

[34] argued that the success of a mentoring relationship is hinged on the good
character of the Mentor and hinged on the sound characteristics possessed by the
mentee. Table 3 shows the part of good mentees in a women mentoring relationship.
Table 3 presents the main features essential for an excellent mentee to communicate,
focused, and demonstrate intelligence. [27] corroborated the findings in this study.
Mentors associate better with mentees who can demonstrate high level of intelligence,
take the initiative, and be responsible for their development. Besides, [25] pointed out
the importance of a mentee that can communicate clearly. Mentees in a mentor-
assisted relationship should be able to express their needs clearly and developmental
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goals. Table 2 and 3 show that one of the essential qualities in a mentor-mentee
relationship in women mentoring is communication among the persons involved.

Table 3. Characteristic of good mentees in a women mentoring relationship

Characteristics MS SD RI Remark

Communicates clearly 4,52 0.594 1% |Very Important
Focused 452 0.594 1% |Very Important
Demonstrates Intelligence 4.38 0.697 3 |Important
Understand boundaries 4.38 0.697 3 |Important

Uses feedback for positive output 4.31 0.563 50 |important
Positive attitude 4.31 0.680 50 |important
Takes initiatives 4.31 0.680 51 limportant
Open to constructive criticism 4.24 0.656 8" |Important
Strong interpersonal attributes 4.17 0.621 9" |Important
Timely response to goals 4.17 0.730 9" |Important
Maintains confidentiality 4.17 0.730 9" |important
Punctuality at mentor meetings 4.17 0.908 9" |Important
Takes Responsibilities for own development 4.17 0.621 9" |Important
Reliable and Persistent 4.10 0.790 14" |Important
Flexible and adaptable 3.95 0.697 15" [Neutral
Understand the roles of each party 3.88 0.739 16" [Neutral

Seeks input from the Mentor 3.81 0.943 17" |Neutral
Manages conflict appropriately 3.74 0.798 18" |Neutral

* MS = Mean Score; SD = Standard Deviation; Rl = Ranking Index

4.2 Negative mentoring experiences in a mentor-mentee relationship

This section highlighted negative mentoring experiences that may arise as a result
of an ineffective women mentor-mentee relationship. Table 4 shows the mean score of
negative experiences among mentors and mentees, measured using a 5-point Likert
scale. The cross-tabulation across the group participants indicated that the mentees
had encountered negative mentoring experiences such as unrealistic expectations from
mentors, issues relating with pride from mentors, mentors bringing personal problems
into the mentor-mentee relationship, and loss of interest in the profession. On the
other hand, mentors have encountered negative experiences such as overdependence
from mentees, clash of personalities, and too much workload on one party. The
overall significant negative experiences that have been discovered among mentees
and mentors in a mentor-mentee relationship include a clash of personalities between
the mentors and mentees, stealing of credit for work done by both parties, and
unrealistic expectations. [3] The construction industry is a sector filled with tight
deadlines leading to tension and anxiety on construction professionals. The way each
person deals with these construction environment stressors differs and can lead to
clashes in a mentor-mentee relationship if not handled well. [2] stated that this
conflict in personalities between mentors and mentees could lead to arguments and
personal problems that can affect work productivity. On the other hand, what interests
a mentor may not involve the mentee. With this uniqueness, there are bound to be
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personality differences. Therefore, there is a need to learn to manage them and deal
with these differences in a constructive manner.

Table 4. Negative mentoring experiences in a mentor-mentee relationship

Negative Experiences h/iehr)l'cs(ee M*e'\r;ltsor OXIS/I"S I RI Remark
Clash of personalities 3.79 3.29 3.54 1% |Moderate
Stealing of credit for work done by both parties 3.93 3.02 3.48 2" |Moderate
Unrealistic expectations 4.05 2.84 3.45 3 |Moderate
Argument and conflict 3.86 3.02 3.44 4" \Moderate
Too much workload on one party 3.79 3.10 3.44 4" \Moderate
Bringing personal problems into the relationship 4.00 2.88 3.44 4" |Moderate
Overdependence 3.52 3.33 3.43 7" |Moderate
Loss of interest in the profession 4,00 2.86 3.43 7" |Moderate
Bad attitude 3.76 2.90 3.33 9" |Moderate
Pride 4.02 2.48 325 | 10" |Moderate
Inappropriate delegation of duties 3.57 2.83 3.20 11" [Moderate
Allowing third-party negative influence 3.69 2.57 3.13 12" |Moderate
Sabotage 3.67 2.50 3.08 | 13" [Moderate
Inadequate time for the relationship 3.14 2.98 3.06 14" |Moderate
Harassment or Physical/Psychological abuse 3.43 2.64 3.04 15" |Moderate
Resentment 3.57 2.45 3.01 | 16" [Moderate

*MS = Mean Score; Rl = Ranking Index

Further Analysis to understand the dynamism of these negative experience was
carried out in this study. This was achieved using principal component analysis
(PCA), which showed a three (3) component solution to explain the total variance. In
the result's model summary, the Cronbach's Alpha of 0.951 was recorded based on the
total Eigenvalue. The 3-dimensions had a variance of 30.9%, 14.3%, and 12.4%,
making the total variance of 57.6% explained in the PCA result. Using a midpoint of
0.50 as the cut-off, Table 5 presents the 3-component Analysis of the mentor-mentee
relationship's negative experiences. Table 5 showed that the identified negative
experiences were reduced from 13 to 16 and classified into three components. The
components were titled based on the characteristics and relationships that exist within
each element. Table 5 explained that a mentor-mentee relationship's negative
experiences could be attributed to Attitude, Emotions, and Motivation. The first
component that had a 30.9% variance was titled the Attitude factor had features such
as Bad attitude, Bringing personal problems into the relationship, stealing credit for
work done by either party and allowing third-party negative influence, Inappropriate
delegation of duties, Sabotage, Resentment, and Unrealistic expectations. These
components were due to the attitude of either the Mentor or the mentee, which
resulted in the mentor-mentee relationship's negative experience. This means that the
attitude factor is a significant component to be checked in a mentor-mentee
relationship to forestall negative experiences. The second component, which
explained 14.3% of the total variance, was titled the Emotions factor had features such
as Pride, Overdependence, and Too much workload on one party. This study posits
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that for a successful mentor-mentee relationship, wrong emotions should be checked
appropriately. Negative emotions in a mentor-mentee relationship will result in
feelings of pride, overdependence, and a sense that one is being overworked in the
mentor-mentee relationship. The third component, explained by 12.4% of the total
variance, was titled the Motivation factor. It is sad to note that when there is no
motivation to be committed to the mentor-mentee relationship, it can lead to loss of
interest in the profession by the mentor/mentee, and limited-time would be committed
to the relationship.

Considering the factor of poor attitude resulting from the negative experiences in a
mentor-mentee relationship, [35] defined attitude as an affective reaction that could
either be negative or positive towards a person, thing or activity. [36] opined that
attitudes are a strong influence that can alter the quality of a mentor and the mentee's
outcome. Their study noted that a poor attitude from the Mentor is a high risk that can
ruin a mentor-mentee relationship. [37] stated that this is one reason why negative
attitudes towards women in the workplace form a substantial barrier to their careers. It
is not only the mentee that is affected. The Mentor is also left dissatisfied. [36] posit
that for a successful mentor-assisted relationship, there should be a positive attitude to
develop others. The solution is creating a positive attitude in a mentor-assisted
relationship is to build friendliness. [38] noted that when someone is friendly, the
philosophy of such a person is positive. [39] opined that friendliness can be developed
and receive through social interaction between the Mentor and mentee. Through this
act, mutual understanding and approachability are formed in the mentor-assisted
relationship. Besides, [3] argued that emotional intelligence is vital in managing an
effective mentoring relationship. Mentors and mentors should be able to
manage/balance their feelings and emotions to not discriminate and take decisive
actions within the relationship when the need arises. Mentors need to be self-
motivated to want to develop others. It is a venture that does not bring financial
benefit but is rewarding in the long-run.

Table 5. PCA of Negative Experiences in a mentor-mentee relationship

Component Title Component 1 Dlmeznsmn 3
Attitude Bad attitude 0.791 -0.396 | -0.264
Bringing personal problems into the relationship 0.768 -0.193 | -0.258
Stealing of credit for work done by either party 0.710 -0.415 -0.278
Allowing third-party negative influence 0.709 0.273 0.158
Inappropriate delegation of duties 0.698 -0.188 | -0.087
Sabotage 0.582 -0.190 0.135
Resentment 0.580 0.100 -0.627
Unrealistic expectations 0.554 -0.085 0.453
Emotions Pride 0.383 0.650 -0.103
Overdependence 0.269 0.631 0.350
Too much workload on one party 0.531 0.599 | -0.086
Motivation Loss of interest in profession 0.352 -0.315 0.699
Inadequate time for the relationship 0.198 -0.415 0.617

Variable Principal Normalization.
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4.3  Potential outcomes to an effective women mentoring program

This section highlights the benefits accrued to the design sector in the construction
industry due to the proper implementation of Women mentoring programs. The
potential outcomes can benefit the girl child, the design professional, the design
industry, and the economy's growth as a whole. Categorical regression was performed
on the dataset of the potential outcomes from the perception of the research
participants. Table 6 shows the Model summary of the Analysis, which explained that
R2 of 87.6% contributed to an effective Women mentoring program's potential
outcome in the design industry. Furthermore, Table 7 shows that the Analysis of the
variance result supported the CAT-REG analysis with an F value of 6.876 and a
significance value of 0.000.

Table 6. Model Summary for CAT-REG on potential outcomes of Women mentoring

Multiple R R Square Adjusted R Square Apparent Prediction Error
0.936 0.876 0.748 0.124

Table 8 presents the CAT-REG result for an effective Women mentoring program'’s
potential outcome in the design industry. From Table 8, the potential outcomes which
were significant include Improved productivity (Beta factor = 89.3%), Empowerment
of inexperienced personnel (Beta factor = 74.7%), Attracting potential female students
(Beta factor = 78.4%), Retaining of women professionals (Beta factor = 72.1%),
Higher salaries (Beta factor = 68.7%), Higher job satisfaction (Beta factor = 40.5%)
and Increase in role models/mentors (Beta factor = 82.1%).

Table 7. ANOVA for CAT-REG on potential outcomes of Women mentoring

Sum of Squares df Mean Square F Sig.
Regression 73.558 42 1.751 6.876 0.000
Residual 10.442 41 0.255
Total 84.000 83

This finding is supported by several studies showing immense benefits from the
implementation of Women mentoring programs across different sectors of the
economy. [40] noted that mentoring relationships are established within many
organizations to increase the productivity and performance of the mentee. This has
been confirmed in different professions that have used mentorship programs. For
instance, mentorship among female graduate nurses, occupational therapy faculty
staff, and doctorate students [41]. In [41], it was reported that those who were
mentored had a comparative advantage over their not mentored counterparts. As this
study has shown, inexperienced personnel are empowered through mentoring
programs. Moreover, [42] showed that a successful mentorship program help mentees
easily translate the theories they had learned in school to practicable skills, thereby
increasing productivity. This shows the similarity between the increase in knowledge
and the increase in productivity for the mentee. This is corroborated by [43], in that
experience plays a crucial role in increasing productivity.
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Furthermore, [44] and [45] recorded that organizations that have active mentoring
programs can attract and advance the career of women, assisting them into leadership
and managerial positions. [46] Career advancement is a process whereby employees
undergo changes in job performance, job position, promotion, increased earnings, and
a better relationship with management in organizations. As the construction industry
struggles to retain female workers, [36] noted that a mentor-assisted relationship
could keep new female employees. The new employees that are not included in a firm
or sector are because they find it difficult to adapt quickly. The construction industry
is guilty of this. It is noted to have a harsh working condition and some female
workers may not find it conducive. Whereas, a mentor-assisted relationship could help
keep the mentee focused and motivated. Mentors can help mentees establish goals and
direct and redefine their role when it is not easy to maintain motivation [36].

Table 8. CAT-REG on Potential outcomes to effective Women mentoring

Standardized Coefficients
; Bootstrap (1000 ;
Potential Outcomes Beta Estimat(fcgf Std.) Df F Sig.
Error

Ilrr]'r:j;zjrsc;\r/;d image of the construction -0.038 0.299 1 0.016 0.900
Adequate knowledge transfer 0.354 0.433 2 0.669 0.518
Awareness of construction opportunities 0.455 0.338 2 1.811 0.176
Improved productivity -0.893 0.484 2 3.413 0.043
Empowerment of inexperienced

perfonnel P 0.747 0.287 2 6.773 | 0.003
Attracting potential female students -0.784 0.354 2 4.906 0.012
Retaining of women professionals 0.721 0.386 3 3.480 0.024
Career progression -0.704 0.471 3 2.235 0.099
Increase in women participation -0.359 0.540 2 0.442 0.645
Improved technical skills among women 0.570 0.504 3 1.281 0.294
Improved guidance and support 0.340 0.424 3 0.643 0.592
Higher salaries -0.687 0.273 3 6.364 0.001
Higher job satisfaction 0.405 0.226 2 3.227 0.050
Positive self-image 0.231 0.497 1 0.216 0.645
Reduced stress -0.892 0.692 4 1.660 0.178
Job security 0.550 0.325 2 2.864 0.069
Less work-family conflict 0.908 0.527 2 2.964 0.063
Increase in role models/mentors -0.821 0.341 3 5.778 0.002

5 Conclusion and Recommendations

The study examined the prospects of women mentoring programs in the design
sector in the construction industry. Mentees identified the main characteristics that
make a good mentor as the ability to teach, listen attentively and communicate
effectively. This differed from what mentors perceived to be the characteristics of a
good mentee. Mentors identified a good mentee's qualities as one that communicates
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clearly, is focused, and demonstrates intelligence. The study showed that the
significant negative experiences in a mentor-mentee relationship include a clash of
personalities between the mentors and mentees, stealing credit for work done by both
parties, and unrealistic expectations. Furthermore, these negative experiences result
from poor attitude, wrong emotions, and loss of motivation. In conclusion, the study
showed that proper implementation of Women mentoring programs among design
professionals could lead to potential outcomes such as improved productivity,
empowerment of inexperienced personnel, attracting likely female students, retaining
of women professionals, higher salaries, higher job satisfaction, and an increase in
role models/mentors.

The following recommendations are put forward for an effective Women mentor-
mentee relationship between female Architects and Architectural students:

o Personality is an individual self-concept that every mentor/mentee should thrive on
understanding. By understanding one's nature, one can learn to effectively manage
differences in a mentor-mentee relationship and work effectively with diverse
people.

o To forestall negative experiences in a mentor-mentee connection, there is a need
for proper training/workshops on Women mentoring for potential mentors and
mentees. This would help harness their characteristics, ability to set goals, ensure
professionalism, and the ability to give/receive feedback.

e Design firms should strive to incorporate Women mentoring programs to attract
and retain female Architectural students and aid career advancement.

¢ Women mentoring relationships should be continuously monitored and evaluated
to identify weaknesses and strengths to prevent negative experiences and build
efficient lessons learnt for future Women mentoring programs.
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