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ABSTRACT

eadersilp and menforship are workplace concepts which have assumed a global

dimension in recent times. The line between the former and the latter is 5o thin that both
are sometimes conceived as the two sides af a coin. The inter-relatedness of both concepis is
20 Strong that it is almost impossible to mention one and leave owt the other, This is becanse
while the focus of any mentorskip programme i any organisation is geared towards
developing leadership, leadership itself is concelved as the process of social influence in
which one person  seekx ihe help and support of others in the accomplishment of a common
task. Mentorship, especially in an academic setting, enhances academic growth. It also
larnches the organization witich embraces the concept tnto global relevance. This paper
discussed leadership in general in relation io the concept af mentorship; and in particular in
Osun Siate College of Technology Esa-Oke, Nlgeria. The paper examined leadersiip and
mentorship programmes in the instittion, and discovered that an effective leadership
Structure Is in existence while formal academic mentoring is completely absent. To ensure a
gmooth trangition of viable academic traditions, an effective formal academic mentoring
programme should be put in place. The paper suggesied, among others, that jormal
academic mentoring programme shouid be established in the four faculties and seventeen
depariments of the College while their activities shall be mordtored by the Mentoring and
Leadership Unit. which shall be created out of the existing Directorate of Academic
Plarnming of the Coilege,

Keaywords: Laadership, Academic institution, Mentorship, Mentor, Mentea.

Introduction

Education is an essential tool in the life of an individual, “It is the process of physical amd
menital enlizee whereby a man's personality is developed to the fullest™{ Awolewo, 1981). It
can be formal, infrermal and non-formal. Formal education is provided ina classroom within
a school system under the leadership of a teacher with a specific curriculum. At the end of
active cxposure to leaming, examinaiion is given and a cerlificate is awarded. Informal
education is the second type, and it takes place outside the school system, It is without a
specific curricolun It beging at birth, continmes thronghout life tll death. The teachers are
fathers, mothers, elders in the family and community. No certificate is given because these is
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no examination, but elders and people around can easily testify to the fact that the learner has
been well trained ot tot, Non —fornal education refers (o taining given by master craftsman
or woman through apprenticeship scheme. It has spacified curriculum, and certificates of
proficiency are awarded at the end of the training, Such entreprenenrial gkills include
hairdressing, phimbing, tailoring ete.

In Nigetia, formal education iy received at four main levels: Early Child Care and
Development, Basic Bducation, Post- Basic Education and Career Development and
Tertiary Education. Tertiary Eduncation is the educaticn given after Poat Bagic Education in
ingtitutions such a8 Thiversities, Colleges of Education, Polytechwics, Monotechmics and
other specialized institations such az Colleges of Agriculture, Schools of Health Technology
and the National Teachers’ Institutes (NTI). Some of the goals are to contribute to national
development through high level man power training, provision of accessible and affordable
quality learning opportunities in formal and informal education in response to the needs and
inberests of all Nigerisns, provigion of high quality career counselling and lifelomg learning
programmes that prepare students with the knowledge and skills for self-reliance and the
wotld of work (National Policy on Education, 2013).These poals are puorsued through
quality student intake, quality teaching and learning, as well as research and development,
staff welfare and development programmes; and provision of a maore practical based
curticuhmn relevant t0 the labom toarket. This then implies that appointment of quality
lecturers, at regular intervals, is highly essential to the achievement of these goals; and as
such, a good leadership as well as mentoring system is a veritable tool in achieving amooth
academic transition,

OVERVIEW OF LEADERSHIPF AND MENTORING IN HUMAN

ORGANIZATIONS
Leadership is not a job, a task a role, or a level on an organizational
chart. Leadership is a sacred calling to make life-enriching difference
in the world, A beantiful and inspiring story from the Talmnd
illustrates the point: Every blade of prass in all of creation hag an mmgel
bent over it whispering three werds of encouragement — Grow, Grow,
and Grow. Whatever our belief aystem, most of us can relate to the
impulse to grow. The impulse to grow as people, to grow as a family,
to grow as a team, to grow as & society —this impulse to grow is the
evolotionsey pull of life itself, When we are awake to this impulse to
e more, 1o grow more, to coniribute more, then we open ourselves to
the possibility of making a greater contribution to all those we touch
{Kevin Cashman, 2007)

This quotation brings out the essence of leadership, which is influencing growth, wherever
one has the opportunity to lead. It is a situation in which a person who has achieved a higher
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level of growih assists a newcomer to grow. Thus, a leader is someone who leads by example
and has the integrity to do the right thing even when it is not popular. A good leader has
positive influence over others, inspiring them to hecems a betier person and example for
others to model their lives afterthem against {Mark,2016), This definition is closely related
1o mentoring and shall be considered at this junctiore. Mentoring is a concept that has 1is
origin in Homer's Greek mythology, (dyssey, in which a character, "Mentor', was chosen to
educate, support, guide and serve as teacher 1o Odyssey's zon, Telamachus. At the tims,
Odyssey, who was the King of Itacha, had gone to fight the Trojan War {Villani, 2009). Since
then, the term has been used to refer to a one to one reciprocal relationship between a more
expetienced and knowledgeable facnlty member (the Mentor) and a less expetienced one,
the Mentee (Hagand et al, 2012). Ttis a relationship that is governed by regular and constant
interaction over a pericd of time to enhance the professional development of the Mentes,
The mentoring relationship can be formal or informal.

From these explamations, it is obvious that both leadership and metrtoring are two sides of a
coin. The interrelatedness of the two concepts is so strong that it iz almost impossible to
mention ons and leave out the other. This is becanse, while the focus of any menforship

programme in any organization is geared towards developing leadership, leadership itself'is
conceived as the process of secial influence in which one persen enlists the help and sopport
of others in the accomplisinnent of a commeon tagk, There are differant types of leadets ag
wall as leadesship styles. The next section examines eight types of leaders as highlighted by
Corey (2013):

Auntocratic leaders- These are leaders who make decisions without the contributions of
other people. They abways Impose their will and cannot be challenged. People who need
close supervision and monitoring benefit from such leaders, but they are loathed by creative
ones,

Task-oriented leaders- They are leaders whose concern is getting the tagk athand dome, and
as smch, they can be mitocratic. These leaders always cosmore that the work iz well defined
while other needed facilities ara put in place. A major flaw of these leadess is that they aranot
concerned about the welfare of their people.

Transformational leaders- These are highly inspiring leaders who expect the best from
everyone around them, Theadvantageofﬂns:sh:ghproducmqty,whﬂethedwadvantage:s
dependence on people which may cause di

Charismnatic Jeaders- These leaders are powerful orators with an engaging personality.
Because they are skilled communicators and experts in their field; they are sensitive to the
needs of theirpeople and are able to medivate them like transformational leaders to achievea
common goal. The strength of these leaders lies in their ability to make people in the
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establishments they lead to act as an entity thus making it easy to achieve organizational
goals. However, these leaders may become 50 artogent that they may destioy their good
deeds. Also, their establishments stand the risk of folding up if the leaders die or suddenly
retire, Such leaders may commit finangigl fegud or other atrocities becanse they believe they
are above thelaw (Spahr, 2016).

Bureaucrathc leaders- These are leaders who work by 'book’. They always insist that toles
and regulations must be followed sirietly and precisely. These leaders excel in dangerous
work environment where atrict rules are needed for gafety. Thege leaderawill not be effective
in settings where flexibility, creativity smd fmovadion arerequired.

Democratic leaders- They are leaders who allow all members of their establislunents fo
participate in the process of decision making. Tdeas are exchanged and made to flow freely.
At the end of thia exchange of ideas, the leaders exercise their mpthority and control by
chooaing the best ideas thet appeal to themn, This leadership style provides self satisfaction to
the members and this leads to increased prodnetivity. The flaw is that both decision making
process and implementation are delayved.

Servant Leaders- These are leaders who lead by example, These leaders are of high
intesgrity and generous to a fmlt. They involve othets In decirion making and stay out of the
limelight thus allowing the team to be accorded recognition for effective performance.
These leaders may find it difficult to take quick decisions when snch nsed arises ormest tight
deadlines.

Ladssez-Faire Leaders- These leaders use liberal style of leadership, They give ultimete
freedom to their people to set goals and solve problems on their own when they arise. Such
leaders always make provisions for materials needed to work with, These leaders achieve
suceess when they have highly skilled and creative people to work with. However, the
achievement of organizational goals suffers becanse the needed control and supervision are
noiprovided. The next section exanines mentoring,

Mentoring is not a new concept in Imman organizations and establishments. At one time or
another, men, women, childnen and adulis have benefited from the activities of peeple such
as father, mother, teacher, religious leader etc The impact of mentoring has also been felt in
the academic setting in other parts of the world, but in Nigeria, it is a tool that is yet tobe fully
explored (Okmrame, 2008). It is apt to assert that scholars differ in their opinions on the
effective usage of this important academic transition tool. While Okurame (2008) is of the
opinion that mentoring is ahout to be revived in Nigexian umiversities, Megbo & Akor (201 5)
and BEkechukwudHorsefall (2015) are of the opinion that it is still at the advecacy stage. A
fact that emerges from these divergent opindoms is that the many benefits of academic
mentoring are yet to be fully explered in the Nigerian higher education environment. Some
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of the benefits are:

¥ It enhances professional development of academics in their respective chosen
disciplines thus promoting excellence in teaching and leaming.

v It brings about higher career satisfaction of lecturers while it boosts both
departmental and crganizational morale.

v It encourages excellent contributions to knowledge through research and
development mnd this enables the academic staff to be promoted af the appropriste
time.

v It makes access toresearch grant less stresafial,

¥ Ithelpe the nstitution to retain and mantain quality academic staff (Haggard et al,
(2012), Asuquo & Etukundo, (2015).

Another important fact that must be stated iz that evidences abound that some formal
academic mentoring programmes are already in existence in some Nigerian universities like
Obafemi Awolowo University (Afolabi, Falaye &Arenm, 2015), University of Ibadan
{Okmame, 2008), Univervity of Calabar (Asuguods Etokudo, 2015), University of Jog
{Asuquods Buimde,2015), such programmes are almost absent in the polytechnic arm of the
fertiary education in Migeria. However, this is not denying the existence of informal
mentoring relationship among academic staff in these instittions. Such informal academic
relationship develops naturally cut of shared love and admirgtion of academic staffin a
faculty or an institution. What is yet to be entrenched i3 a formal academic mentoring it
which an institntion provides specific gnidelines and strociure for such a relationship. This
relationship may exist for a specific period of time and can also e maintained thronghout
life based on the needs and interest of the Mentor and the Mentee,

ACADEMIC LEADERSHIP AND MENTORING IN OSUN STATE COLLEGE OF
TECHNOLOGY, ESA-OKE

The Enabling Bill establishing the College was signed into law by the first Exeouwtive
Governor of Osun Stade, His Excellency, Alhaji Isiaka Adetimji Adeleke on the 12th of
October, 1992, By its establishment, the Osun State College of Technology, Esa-Oke rose
from the ashes of the erviwhile Esa-Oke satellite canpus of The Polytechnic, Ibadan,
founded in 1981 1o becoma an autonomous Instinttion. The main objective of the collaga is
t0 provide for students, training and development of techniques in applied sciences,
engineering, technology, environmental and management sciences as well as in other
spheres of leaming. The institution provides professional cowrses leading to National
Diploma and Higher National Diploma in these ficlds and other awards and certificates at
comparable levels on a full time, part-time and daily pari-time basis (OSCOTECH
Information booklet, 2005).

The College adopts the Faculty system of structuring the academic departments to  make
work co-ordination and management easy. At present, there are fowr facultics at the college

namely: Engineering, Environmental Studies, Management Science and Applied Sciences.
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The faculties are headed by Deans, while departments are headed by Heads of Departments
or Acting Heads of Departments, The relational stracture is prescated in Fig. 1.

RECTOR

!

DEPUTY RECTOR

DEANS DF FACULTIES i DIRECTORS OF DIRECTORATES

4* HEADS OF DEPARTMENTS )'_

¥
ACADEMIC STAFF

Fig.1-Leadership Relational Chart

The chart above confirms the existence of an effective leadership strocture in the College.
This implies that leadership roles such as guiding, directing, controlling and commanding
ans being performed. What is lacking is formal academic mentoring, and this is needed fo
ensyre thet there is smooth trangition of viable academic traditions, The reason for this is that
newly employed academic staff may not have a clear mderstanding of their responsibilities
and how they can actnally achieve them It is thus essential that a formal academic mentoring
programme be put in place, This formal mentoring programme iz facilitated by the
institution and it is a process in which a senior member of the faculiy or department will be
selected as a Mentor for & newly appointed academic staff (the Mentee) based on share
academic values and intexests for a specific period of time. The relationship can be
maintained for a longer time or till death based on the interest of the mentor and the Mentee
Same gender and cross gender mentering are both desirable, This iz especially essential in
the College where there are very few, not just senior femnale academic siaff, but female
academic staff,
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MENTOR'S EXPECTATIONS AND RESPONSIBILITIES

“A Meator is a coach, guide, tutor, facilitator counscllor and tusted advizor, He is someons
who is willing to spend his time and expertise to guide the development of another person
(Mentor Scomt). Since he i3 expected to help a legs experienced person baild a positive
behaviour, he should possess the following qualities highlighied by Franchise Growih
Partness (2011):

1.

2.

3.

7.

9.

‘Willingness to share skills, knowledge amd expertise: He should he willing and
ready to share with his Mentee the knowledge, akills and expertise that he hag
aequired over the yeary, which will aid the professional developtent ofhin Mentbee,
Demonstrates a positive atthtmde and acts as a positive role model: He should act
and beheave in such a way that the Mentee will grow up to become a prodnetive and
successfil person.

Takes s personal interest in the meatoring relatiomship: The Mentor should
chetish and show great delight in the mentoring relationship; thus making every
contacta worthwhile experience that desesvestobe

Exhibits enthusiasm in the fleld: This fmplies that the Mentor should show great
delight in his chosen field. This will enable the Mentea io adnrit thai he has made a
good choice of career.

Valne learning and growth in his the fleld: As an experienced profesgional, he
should have access to new ideas, innovations,, research findings etc in his field. He
achieves this by attending seminars, conferences and workshops organised by his
professional associations. He goes further by incorperating the skills acquired i his
teaching and even sharing them with his colleagues.

Provides puidance and constructive feedback: The Mentor, at repular intervals,
criticises his Mentea constructively. Such constructive criticism enables him to
knowhis arca of weaknesses and how to improve them.

Respecied by colleagues and employees in all levels of the organizations:
Mentors should be a man of dignity and integrity thus earning the respect of all
members of the orgemization. This allows the Mentee to have a mind set of filling the
mentor's position in firture.

Sets and meets ongoing personal and professional goals: The Mentor is a
dedicated and devotional professional, and such he is abways setting goals which he
accomplishes in good time, He is an achiever and nota loser.

Valnes the opindon and initlatives of others: He appreciates the contributions of
other members of his team and places high value on their personality. He is a T—F-A-
Mperson. T-E-A-Mis anacronym which means:

T-Together

E-Everyone

A-Achieves

M-More
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1.  Motivaies others by setting 2 good example: Since he is a good role model in all
aspects of life -phyzically, academically, professionally, socially and morally, he
serves a5 4 good example to other people in his team or faculty.

From the above digcussion, it can be observed that the Mentor has many vital roles and

nesponsibilities to play .Such roles and responsibilities inchode that of teacher and role

model, agent, net worker and comnsellor {National Institute on Drog Abnse). A Mentor may
petform some or all of these roles. These reles are cxplained below:

The Mentor as Teacher and role Model-The Mentor helps the Mentee to plan his teaching

and manage time effectively. He alzo encourages him to register for and participate actively

in the progratme and activities of their professional organizations Finadly, a8 a mean of
dignity and integrity; ha encourages him to serve as a good example to colleagues in his
department as well as faculty and people in the comnomnity.

The Mentor as an Agent-He performs this role by encouraging the Mentee to undertake

viable research activity as well as paper writing and pregentation mnder his sopervision He

shows hitn how to access research grant and how to put such to good wee. He also co-muthors
books and academic papers with him and links him with professional colleaguoes, if the nead
arises forhim to change his job.

The Mensior as a Net worker- The Mentor provides unlimited opportunities for the Mentee

to attend with him or to represent him at meetings, seminars and conferences .Also, he

enoourages hitn to paticipate actively in discussions at such patherings

The Mentor as a Connsellor-.The Menior listens attentively to the challenges and concerns

of the Mentee and provides useful pieces of advice by sharing his own personal and

professional experiences. He protects his interest like parenis and preventis him from making
professional mistakes,

The Mentee too has to possess some qualities, be ready to perform some responsibilities to
make the mentoring relationship beneficial. The next section examines this,

MENTEE'S EXPECTATIONS AND RESPFONSIBILITIES

“A Mentee is a student, protéeé, apprentice and eager learner, He is someone who wemts fo
learn from someone who knows and seeks their valuable advice in order to grow personally
and for professionally” (Mentor Scout). The Mentee benefits immensely from the mentoring
relationship if he shows great commitment to the process and is ready to devoile quality time
and attention to the tasks and other duties that may emerge.

Openness is another quality that the Meniee is expected to possess. He should be ready o
discuss freely his hopes and aspirations as well as his efforts 0 become an expert in his
chosen field. Also, he should be open to constructive criticism smytime it comes up in the

MENOTINE PrOCEss.
Finally, the Mentee should be flexible and innovative in his plans and attempts to become an

excellent professional. This he does by listening to and acting on the Mentor's sugpestions,
counsel and advice. This flexibility also assisiz him to seek other uwseful sowrces of
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information from bools, internet, professional organizations, corporate bodies eto,

The possession of these qualitics will maks it cagy for the Meniee to perform the following

mspmmbi]nms,

Making the interactive sessions interesting and successfil, He does this by preparing
ahead what to discuss, questions {0 ask and prompt presentation or submission of
given duties.

2. Identification of akills as well as competencies needed to achieve set goals mmd the
initistive to ask for gnidance 1o achieve them.

3. Abgorbing and vsing the akills and knowledge gained from the Mentor as he
cotrtitues to practios his profession,

4. Demonstrating qualities of good mentorship in his interaction with people within
and ontside his work environment , This will in torn enable other people to cnabeace
mentoring as a veritable tool, not just in academic circle, but in other human
organizations ag well,

Recommendsations
In the light of the above discussion, the following recommendations are made:

1. Formal Academic Mentoring programme should be initiated in all faculties and
departments in the College.

2. The Mentoring programane should be reviewed every semester to assesy the saccess
or otherwise of the programme.

3. Informal mentoring programme such as “Lecturers Day Out? should be encouraged.
The progranmme, which should be sponsored by the College or Corporate bodies and
establishments within and owtside the state, shomld featare talks on benefits of
mentoring among academic staff, The facilitators should be drawn from Universities
where mentoring programme is thriving.

4, Finally, to ensure the contimyity of the programme, a Department of Leadership and
Mentoring should be established in the existing Directorale ufﬁcadmul"lannmgm
the College, This Depantment should be saddled with the responsibility of organising
interactive sessions such as semineas and workshops for both teaching and non
teaching staffinthe College.

Conclusion

Formal academic mentoring enhances smooth academic values which an institution is
associated with, it is thus essential that this sructore is put in place in the College. As such,
the College Management is encouraged to explore all the above recommendations so that
thiis useful academic programms can be established in the College.
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