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ABSTRACT 
The paper assessed mentorship needs of early career lecturers in University of Port Harcourt, 
Nigeria. Simple random sampling was used to select 33 early career lecturers for the study. Data 
were collected with the aid of a structured and validated questionnaire and analysed using 
descriptive statistical tools. All respondents (100%) agreed that it is necessary for early careers 
lecturers to have mentors. Majority (85%) indicated that it is important for the university to 
establish a formal mentoring structure with 86% expressing willingness to participate in a 
formal mentoring programme. As regards the method of assigning mentors to mentees, majority 
(64%) of the respondents indicated that developing an interactive platform where mentors and 
mentees interact and agree on a mentoring relationship is the best method with entry point 
(64%) as the best stage of establishing a mentoring relationship.  Early career lecturer’s 
mentorship needs in a mentorship relationship include opportunity to pick their own mentors 
(91.3%), having mentors higher in status (87%) with professional designation (82.6%). In terms 
of qualities expected from mentors, the result showed that they need mentors that listen (100%), 
give advice (100%), lead by example (100%), give them opportunity to take initiative (100%) 
and admit to their limitation (91.3%). It was recommended that a formal mentorship structure 
that effectively addresses the mentoring needs of early career lecturers be established in the 
University of Port Harcourt.  
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INTRODUCTION 
Several authors from different perspectives have defined mentoring. Most of them recognized 
mentoring as an interactive relationship that benefits both the mentor and mentee (Langutani & 
Memory, 2017; Masehela & Ndebele, 2016; Ekechukwu & Horsfall, 2015; Masehela, Ndebele, 
Sikhwari & Maphosa, 2014; Du Perez, Steenkamp & Baard, 2013; Ajayi, 2010).  According to 
Bozeman and Feeney (2007), it is a personal developmental relationship in which a more 
experienced or more knowledgeable person helps a less experienced or less knowledgeable 
person. They further described mentoring to be an informal transmission of knowledge, social 
capital, and the psychosocial support relevant to work, career, or professional development. 
Similarly, Carmin (1988) defined mentoring as an interactive process occurring between 
individuals of different levels of experience and expertise which incorporates interpersonal or 
psychological development and socialization functions into the relationship. Precisely, mentoring 
can be described as a two-way exchange process in which a less experienced or knowledgeable 
person is nurtured to improve his/her capacity while the more experienced person develops 
his/her leadership or management skill. More recognized and often acknowledged is the benefits 



Agricultural Economics and Extension Research Studies (AGEERS)Vol7,No.2,2019 

77 
 

of mentoring to mentees. Mentoring is seen as a support system for less experienced employees 
to help them better understand and adapt to the working environment. The benefits are enormous 
as it ranges from improving work life balance, enhancing job performance, improving 
employee’s commitment to the organization to enhancing job satisfaction. Others include 
improving trainee’s self-confidence and self-esteem, teaching more effective utilization of 
resources, socializing trainee into the professional defined clear research focus, and assisting in 
developing future colleagues.  
 
In Nigeria, lecturers are faced with tripartite function of teaching, research and community 
service. Most of the newly employed lecturers on assumption of duty find the job more 
challenging than they expected. The support of the experienced lecturers is very important at this 
stage to help them manage the challenge. In addition, many universities in the country are faced 
with the challenge of shortage of lecturers thereby further exposing early and mid-career 
lecturers to larger and more challenging responsibilities. The number of students admitted into 
the universities in Nigeria continues to increase yearly without corresponding increase in the 
number of lecturers thereby overloading the existing lecturers with excessive workload. Students 
need not only to learn their course of study, there is a need to develop the entrepreneurial skill. 
This will help to motivate them to practice their course of study upon graduation. It is only well-
nurtured and experienced lecturers that could effectively help the students to develop their 
entrepreneurial skill. The Nairobi Report  (2009) emphasized that mentoring is without doubt 
essential to producing high quality PhDs and to provide continued research support to emerging 
researchers through the early years of their post-doctoral careers. According to the report, 
sustaining research, and training successive generations depends on the flow of ideas, knowledge 
and skills from experienced researchers to their junior colleagues. It further stated that support to 
write publishable articles and fundable proposal are two critical areas where mentoring could 
have a perceptible impact, and encouraging senior academics to take junior colleagues as 
research assistant would offer valuable learning opportunities. This elicits more vividly the 
importance and need for mentoring among lecturers. The young lecturers (early and mid-careers) 
need guidance and supervision from the senior colleagues for them to progress effectively in the 
job. 
The mentoring process will be more effective and yield positive results if the mentoring needs of 
the early and mid-career lecturers are known. It will serve as a guide to the mentors in mentoring 
the mentees. Popoola, Adesope and Ajayi (2013) highlighted the need for university 
management to conduct need assessment on mentoring needs of lecturers in order to initiate an 
effective mentoring culture and scheme in the university. This they explained will help the 
university management to put in place effective mentoring structure and clear policy on 
mentoring scheme.  Mentoring schemes are a very practical way of developing staff in African 
Universities but these are lacking in institutions of learning (Nairobi Report,  2009). It further 
stated that there is often a wall between the young and upcoming researchers and the more 
research established staff. This wall is often too difficult to breach and so ideas fail to cascade 
down to junior staff. This situation may not be far from what is obtainable in Universities in 
Rivers State of Nigeria. This research aims to contribute in removing the wall between the 
experienced and non-experienced lecturers.  
 
Mentoring is an important route to career independence and enhancement, which must be created 
and sustained by academic institution in order to develop and maintain academic staff 
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proficiency in their job. Properly mentored lecturers can more willingly help the educational 
sector to be productive and effective, thereby producing high quality graduates into the labour 
market. 
In addition, the increase in the number of students admitted into the universities calls for more 
work and commitment on the side of the lecturers. This showcases the increased need for the 
early career lecturers to be properly mentored. Proper mentorship will arouse their sense of 
commitment to their jobs and as well improve their capacity in time management. Through this, 
they will have a positive orientation about their job and are more likely to put in more efforts in 
their jobs. It is against this background that this study assessed the mentorship needs of early 
career lectures in the University of Port Harcourt. In specific terms, the study identified the 
mentorship needs of early career lecturers in a mentoring relationship in the University of Port 
Harcourt, determined early career Lecturers willingness to participate in formal mentoring 
scheme, described an effective method of assigning mentors to mentees in the study area and 
determined qualities expected of mentors in a mentoring relationship. 
 
METHODOLOGY 
The study was carried out in the University of Port Harcourt, located in the Rivers State. Rivers 
State is situated in the extreme south of Nigeria and is one of Nigeria’s Niger Delta State. The 
State is located in Latitude 4045’N and longitude 6050’ E and covers an area of 11,077 Km2 and 
a population of 5,198716 (according to 2006 census). Rivers State share boundaries with Imo 
State, Abia State and Anambra State in the North, Akwa Ibom State in the East, Bayelsa State 
and Delta State in the West, and the Atlantic Ocean in the South. Simple random sampling was 
used to select three early career lecturers from each of the eleven faculties in the University 
giving a total sample size of 33 early career lecturers for the study. Data for this study was 
collected using questionnaire complemented with In depth interview (IDI) and analysed using 
descriptive statistical tools namely; mean, percentage and frequency counts.   
 
RESULTS AND DISCUSSION 
Early career lecturer’s perception on some attributes of mentoring 
 

Table 1: Early career lecturer’s perception on some attributes of mentoring 
S/N Attribute Percentage  
1. Is it necessary for early career lecturers to have mentors? 100 
2. Is it necessary for universities to establish a formal mentoring 

structure among lecturers in the university? 
85 

3. Which of these methods do you think is best for assigning mentor to 
mentee in universities? 

 

 Allowing mentees to choose their mentors 24 
 Allowing mentors to choose their mentees 9 
 Allocation of mentors to mentees by school authority 3 
 Developing an interactive platform for staff in the school website 

where both mentees and mentors can interact and agree on a mentor-
mentee relationship 

64 

4 At what stage do you think mentoring relationship should be 
established? 

 

 At entry 64 
 At Confirmation of appointment 3 
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 After the first promotion exercise 3 
 On request by mentee 30 
Source: Field survey, 2017. 
 

Results presented in Table 1 showed that the entire early career lecturer’s interviewed agreed that 
it is necessary for them to have mentors. Majority (85%) indicated that it is necessary for 
universities to have a formal mentoring structure. They disclosed that having a formal mentoring 
structure will help curtail some excesses and unethical behaviour exhibited by some mentors in a 
mentorship relationship. Furthermore, it will also help the University to evaluate the mentoring 
process and identify effective ways of improving the scheme. As regards the best method for 
assigning mentor to mentee, majority (64%) indicated that developing an interactive platform for 
staff in the school website where both mentees and mentors can interact and agree on a mentor-
mentee relationship is the best method while relatively small proportion (24%) indicated that 
allowing mentees choose their mentors is the best method. Only 9% and 3% showed that 
allowing mentors pick their mentees and allocation of mentors to mentees by school authority are 
the best methods respectively. According to the early career lecturers, mentoring relationship 
needs a cordial atmosphere to thrive better therefore mentees should be allowed to choose their 
mentors in order to ensure that the mentee feel relaxed in such a relationship. This will help to 
ensure effective communication between the mentor and mentee, which is very vital in 
mentoring relationship. 
Majority (64%) of the early career lecturers indicated that mentoring relationship should be 
established at entry.  This is necessary as no orientation is done by the university for the newly 
employed. Having a mentor at entry will help guide the early career lecturer in understanding the 
university policies and practices better.  
 
Early career lecturer’s willingness to participate in a formal mentoring relationship 

 
Fig. 1: Early career lecturer’s willingness to participate in formal mentoring relationship 
 
Results in Figure 1 revealed that 86.9% of the respondents agreed that they would participate in a 
formal mentoring relationship if established.  This is an indication of willingness to be part of 
formal mentoring programme among the early career lecturers. This may have arisen as a result 
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Fig.1: Participation in formal mentoring relationship 
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of renewed emphasis by the University of Port Harcourt on early career lecturers and the need 
for the experienced ones to help develop them. This is evident in the different capacity 
development workshop being held for them in the University.  
 
Mentorship needs of early career lecturers in a mentoring relationship.  
The results on mentorship needs of early career lecturers are presented in Table 2.  
Table 2: Mentorship needs of early career lecturers in a mentoring relationship 
S/N Mentorship needs Percentage  
1. Mentorship needs in a mentorship relationship  
 Being able to pick their own mentors 91.3 
 Having older mentors 52.1 
 Having scheduled meeting times with their mentors 69.5 
 Have mentors with a professional designation 82.6 
 Have mentors who is higher in status than they are 87 
 Have mentors that are assigned to them 52 
2 Qualities expected from mentors  
 Mentors that listen 100 
 Mentors that give advice  100 
 Mentors that lead them by example 100 
 Mentors that admit to their limitation 91.3 
 Mentors that give them opportunity to show what they know 100 
 Mentors that are motivating to them 95.6 
3. Needs assessment for mentors  
 Will like to learn more about what is expected to be a mentor 72 
 Learn to diagnose needs of their mentees 68 
 Develop varieties of effective teaching strategies of their mentees 64 
 Helping mentees in designing a long-range professional 

development plan. 
72 

 Indicated finding resources and materials for their mentees, 68 
 Mentors indicated the need to manage their time and work. 68 
 Mentors indicated the need for problem-solving strategies 64 
 Mentors need engagement in expert coaching of their mentees. 60 
 Participate in a formal mentoring relationship if the need arose 87 
   
Source: Field survey, 2017 
 
Being able to pick their own mentors (91.3%), having mentors with a professional designation 
(82.6%) who are higher in status (87%) were the major mentorship needs of early career lectures 
in a mentorship relationship. In terms of qualities expected from mentors, it was shown that 
respondents majorly want mentors that listen (100%), give advice (100%), lead by example 
(100%), and give them opportunity to show what they know (100%).  In terms of envisage needs 
as a mentor, majority (72%) will like to learn more about what is expected to be a mentor, help 
mentees in designing a long-range professional development plan (72%) and as well participate 
in a formal mentoring relationship when established (87%).  
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CONCLUSION   
Based on the findings, it was concluded that early career lecturers are willing to participate in a 
formal mentor-mentee relationship, established at entry point through an interactive platform.  
 
RECOMMENDATIONS 
It is therefore recommended that University administration should develop an effective system of 
establishing formal mentoring relationship among the staff. Newly employed lecturers should be 
guided to have mentor at entry point. This will help them become abreast of the code of conduct 
as well as their condition of service thereby guiding them to have an achievable development 
plan. 
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