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The purpose of this qualitative study was to describe the influence of mentoring on 
professional growth and resilience with foreign-born female faculty members in edu-
cation. We sought to develop theory and articulate implications for further research by 
exploring the influences and benefits of cross-cultural mentoring in higher education. 
A case study approach was used to dive deeply into four faculty members’ experiences 
of career mentoring for professional advancement and psychosocial development. The 
two research questions focused on faculty challenges and explored how mentor guid-
ance and suggestions for action were applied. Mentoring offered personal and profes-
sional support and guidance, enhanced problem-solving skills, networking strategies, 
and new service opportunities. Primary and secondary data sources were thematically 
analyzed using Ginsberg’s 7 C’s of Resilience: competence, confidence, connection, 
character, contribution, coping, and control. This model was chosen because many new 
faculty in a new country need and want guidance for and explanations about multiple 
aspects of American faculty life and academic service. We discovered that mentoring 
to meet career and personal development goals also strengthened mentees’ resilience 
described as increased competency, confidence, connections, character, contributions, 
coping, and control.
  
Keywords: Cross-cultural mentoring, resilience,faculty, women inhigher education,      
career mentoring.

Introduction

    Educational institutions are continually evolving 
due to constant internal and external changes 
(Allison, 2012; Cuaton, 2020; Ozmusul, 2017). For 
example, many faculty in education care about 
student enrollment, student success, funding, 
program and staffing difficulties, adaptations to 
online teaching and learning, barriers to social 
justice, and mental health problems (Education 
Drive, 2020; Whitford, 2020). For faculty to 
effectively operate under continuous change 
while managing life challenges, resilience is 
required (Allison, 2012; Low, 2010; Preston & 
Schaarsberg, 2018). Faculty members juggle 
multiple responsibilities, including teaching, 
engaging in research, providing necessary 
services, managing self-care, and demonstrating 
care for their students’ welfare (The Chronicle of 
Higher Education, 2020). 
   According to Bickel (2009, para. 4), investing 
in faculty resilience is a smart move, stating 
that, “an academic institution’s faculty are its 
greatest asset, yet many AHCs treat them more 
like expendable fuel – even though faculty 
disengagement translates not only into lower 
productivity, but also behaviors that damage the 

learning environment.” Saeed, et al., (2017) added 
that constantly dealing with new pressures, 
expectations, heavy workloads, and bureaucracy 
issues in work settings can negatively impact the 
overall well-being of employees. High job-related 
stress is positively associated with decreased 
work performance, depersonalization, lower self-
esteem, and lower employee morale (Wolfgang 
et al., 2015). 
   It is estimated that the United States spends 
up to $300 billion annually on stress-related 
illnesses, with costs stemming from absenteeism, 
lost productivity, and increased healthcare 
utilization (Ortiz, 2019; Saeed et al., 2017). More 
specifically, Goh, Pfeffer, and Zenios (2015) 
found that workplace stressors alone contribute 
approximately $190 billion in healthcare costs 
each year, underscoring the serious implications 
of unmanaged stress. In higher education, 
inadequate mentoring can intensify such 
stressors, particularly for female faculty, whose 
career development and job satisfaction are often 
compromised,  leading to increased attrition 
rates (Cross et al., 2019). Martin (2020) further 
observed a “paucity of research comparing the 
outcomes of mentoring in the promotion of 
resilience in higher academia” (p. 3), highlighting 
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the need for institutional strategies that support 
faculty well-being and retention. 
   The purpose of this study was to describe the 
influence of mentoring on professional growth 
and resilience for three foreign-born female 
faculty members in higher education and one 
in K-12 education. There are similarities across 
these faculty members’ experiences of learning 
to navigate expectations and norms and using 
mentoring to help them adapt and cope. 
Because mentoring and its impact on faculty 
member resilience tends to be limited (Martin, 
2020), this work begins to fill this gap. Data were 
analyzed using content analysis to identify career 
challenges, psychosocial challenges, impact of 
mentoring, and evidence of each of Ginsburg’s 
7 Crucial C’s of Resilience (2020). The research 
questions addressed in this case study were:
   1. What types of challenges might foreign-born 
faculty members in the USA face that inspired 
them to seek a mentor? 
 2. What role does mentoring play in the 
development of resilience for four foreign-born 
faculty members in the USA?  

Literature Review

 The four topics reviewed in the literature were the 
benefits of mentoring, challenges in mentoring 
relationships, mentoring and resilience, and 
Ginsburg’s 7 Crucial C’s (2020). For the purposes 
of this study, the authors use two definitions of 
mentoring. Doyle et al. (2016) defined mentoring 
as “both a relationship and a process between at 
least two individuals that provide support and an 
exchange of knowledge and expertise,” (p. 305). 
Johnson (2016) defined mentoring as “a personal 
relationship in which a more experienced (usually 
older) faculty member or professional acts as a 
guide, role model, teacher, and sponsor of a less 
experienced (usually younger) graduate student 
or junior professional” (p. 88). These definitions 
describe the relational elements of mentoring 
as well as the hierarchical relationship in each 
mentor-mentee pair included in this case study.

The Benefits of Mentoring

 Mentoring provides intrinsic and extrinsic 
benefits to mentors and mentees as well as 
organizations (Cross, et al., 2019; Day, 2016; 
Howard et al., 2017; Klinge, 2015). Such benefits 
include professional exposure, recognition, 
creativity, social connections, emotional and 
career satisfaction, psychological well-being, 
rejuvenation, advancement, retention, higher 
productivity, professional success, leadership 
development, guidance, advice, and support. 
Mentoring also connects individuals and cultures, 
facilitates reform, enhances values, builds a 
culture of trust, instills confidence, and increases 
self-efficacy, self-satisfaction, and rejuvenation 
((Hagemeir et al., 2013; Johnson, 2022; Msengi et 
al., 2013). McClain et al. (2014) called mentoring 

“a major piece of the puzzle to foster the overall 
success for retention, tenure and promotion for 
women and diverse faculty in higher education” 
(p. 18). According to Masten and Powell (2003), 
“Resilience refers to patterns of positive 
adaptation in the context of significant risk or 
adversity” (p. 4), and Ginsburg (2020) defines 
resilience as “the capacity to rise above difficult 
circumstances … [that] allows us to exist in this 
less-than-perfect world while moving forward 
with optimism and confidence” (p. 26). 
  Petry (2011) identified some of the threats or 
adverse events that faculty members and other 
professionals are exposed to in higher education 
that require them to increase their resilience skills 
or increase their ability to productively adapt. This 
includes concerns about job security, workload 
issues, unmet promises made by administrators, 
harassment, dealing with office politics, and 
bullying. Furthermore, uncertainty, isolation, 
lack of an adequate support system, and burnout 
are among the adversities that professionals in 
higher education face (Thistlethwaite, 2018). 
  Petry (2011) posited that mentors can foster 
resilience in educational settings by offering 
genuine support to new faculty members and 
can serve as great sources of wisdom for new 
faculty members toward offsetting challenges. 
In agreement, Ginsburg (2020) believes that 
parents and teachers guide, much like mentors 
do, their protégés toward resiliency by believing 
that adversity can be strengthening when not 
met by the negative psychosocial tendencies of 
self-doubt, victim personas, or over-reacting.
Social networking is positively associated with 
faculty development, ultimately leading to 
resilience (Burdick, 2015). Mentors can serve 
a role in providing social support and network 
needed by faculty, and such support can 
create a sense of belonging, acceptance, and 
connectedness during stressful times when 
change occurs (Morettini et al., 2020). Having 
a mentor who cares for their mentee can lead 
to personal and professional growth and can 
assist mentees in their journey toward meeting 
career goals (Howard et al., 2017); Preston & 
Schaarsberg, 2018), thus increasing the chances 
of attracting and retaining highly qualified 
educators (Huisman et al., 2010). 
      A study conducted by Martin (2020) emphasized 
the positive influence of mentoring on resilience 
toward faculty and retention enhancement. The 
ability to be calm and manage emotions during 
challenging times is related to resilience (Ridhi & 
Rangnekar, 2015), which suggests that effective 
mentoring can also assist mentees in enhancing 
their emotional intelligence (Torkildson, 2023).

Challenges in Mentoring Relationships

   One cannot underestimate the positive value 
of mentoring if implemented appropriately 
(Hogarty, & Stephen, 2015; Johnson, 2002). 
However, it is important to note that there 
are organizational and individual challenges 
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that may arise in mentoring relationships 
(Cross et al., 2019). Such challenges include 
a mismatch between mentors and mentees, 
lack of training, subpar mentor competency, 
inadequate scheduling, time commitment issues, 
interpersonal and personality concerns between 
mentors and mentees, mentor recruitment issues, 
overwhelming workloads, insufficient trust, and 
a lack of time due to high work demands (Cross, 
et al., 2019); Hogarty, & Stephen, 2015; Johnson, 
2002; Msengi at al., 2013. Other obstacles 
include a lack of rewards, a paucity of funding, 
complications based on the size of the program, 
insufficient faculty mentors with similar interests, 
too few role models (Johnson, 2016; Smith, 2018) 
and power differences (Cross et al., 2019)
Johnson (2012) offers some important 
organization and individual strategies that can 
be applied to increase the success of mentoring 
programs and relationships. Individual strategies 
include 

“setting clear expectations, considering the 
needs of the mentees, creating a balance 
between mentoring and other professional 
responsibilities, modeling personal health and 
self-awareness, attending to issues of gender, 
race, and culture, being vigilant to conflict or 
potential dysfunction, and avoiding exploitation 
and other unethical practices” (pp. 94-95).

Implementing a “best fit” approach to mentoring 
is important, including one-on-one mentoring, 
distance mentoring, and group mentoring (UC 
DAVIS, 2018). Foreign-born faculty members 
may face additional unique barriers, such a lack 
of understanding institutional culture, difficulty 
acquiring adequate networking, a lack of access 
to social support, and language and accent 
issues (Herget, 2016).  

Mentoring and Resilience

  Everyone has a unique way of dealing with 
personal or professional challenges in life 
modalities toward building resilience. Mentoring 
has been offered as a means for contributing 
to the development of resilience (Msengi et al., 
2020). 
 Several studies have suggested a need for 
mentoring programs in higher education to 
enhance faculty development, retention, and 
promotion (Ridhi et al., 2015), Yun et al. (2016). 
According to Johnson (2002) and Yun, Badki, 
and Sorcinelli (2016), new faculty members in 
higher education face challenges which can 
impede their path to success, such as difficulties 
with balancing research, teaching, and service 
responsibilities. Increased responsibilities and 
expectations, along with decreased resources 
and support, can increase employee stress 
(Lane, 2013), and therefore resilience is needed 
by faculty members to persist and succeed.
  Onyeneke (2018) reported that issues faculty 
face includes isolation, marginalization, and 
discrimination, but offered that mentoring can 
help toward retaining faculty members. Scarce 

resources, politically charged environments, 
and competition for power can lead to stress 
reactions (Famer, 2010). Incivility and bullying 
were also cited as issues in higher education 
(Norman, 2019). In addition, the needs of 
faculty in higher education include professional 
development, adequate access to work 
opportunities, and emotional and intellectual 
support (Rickquemore, 2016). Mentoring is one 
tool that can be used to help faculty in higher 
education overcome challenges and thrive in 
their new educational environments (Farmer, 
2010; Onyeneke, 2018). 
 Mentoring is not only beneficial to mentees, 
but also to mentors and the organizations they 
serve. Some of the well-researched benefits of 
mentoring on mentors include an increased sense 
of purpose, personal satisfaction, increased 
opportunities for growth, creativity, enhanced 
skills, expanded self-awareness, rejuvenation, 
collaboration, and an increased professional 
network (Banerjee-Batist, 2020; Cross, et al., 
2019; Klinge, 2015; Msengi, Harris, & Msengi, 2013). 
These authors also pointed to the organizational 
benefits generated by mentoring, including 
enhanced productivity, work performance, 
recruitment, retention, career satisfaction, 
engagement, organizational trust, collaboration, 
and employee health and resilience. Additional 
benefits to the organization include building 
psychological safety, maintaining a constructive 
learning environment, and enhancing individual 
disciplines (Kim et al., 2019). Furthermore, 
emotional control, support, problem solving 
skills, and effective interventions are other 
benefits (Meneghel et al., 2019). 
     Mentors can also help mentees in their resilience 
journeys by assisting them in navigating through 
stressful situations at work and talking with them 
about problem solving strategies, helping them 
enhance their confidence and persistence, and 
helping toward developing positive connections 
by providing acceptance and promoting positive 
attitudes (Arora & Rangnekar, 2015; Petersen, 
2018). 

Ginsburg’s 7 Crucial C’s of Resilience

   Ginsburg’s 7 Crucial C’s of Resilience 
(2020) were chosen because Ginsburg focused 
on “giving children and teens roots and wings” 
(the book’s tag line) so they could succeed in 
their endeavors. Many immigrants feel unsteady 
in a new country as they adjust to the language, 
norms, social structures, and language. 
Immigrants often want to find their footing within 
a community of people in which to belong, and 
to integrate themselves as members of their new 
country. 
   These C’s describe seven dispositions inherent 
in each of us across our lifespan, but that need 
developing to be more resilient. These C’s can 
be intentionally developed or thwarted when 
there are too few opportunities to use these C’s 
in daily life. Each C is listed below, followed by a 
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brief explanation:
•	 Competence: the ability to handle situations 

effectively, acquired through experience
•	 Confidence: The solid belief in one’s own 

abilities, based on demonstrating one’s 
competence

•	 Connection: A sense of security that 
produces strong values and prevents one 
from undermining relationships

•	 Character: A fundamental sense of right 
and wrong, prepared to make wise choices, 
contribute to the world, be stable adults

•	 Contribution: Realization that the world is a 
better place because they are in it, having a 
sense of purpose, make choices that improve 
the world

•	 Coping: Being prepared to overcome life’s 
challenges and using a variety of positive 
strategies to protect themselves and others 
from harm

•	 Control: Knowing what actions lead to 
various consequences, and that making 
volitional decisions further promotes one’s 
competence and confidence

  Although Ginsberg’s resilience theory was 
based on children and youth, these 7 C’s are 
applicable to foreign-born faculty members 
because they, like children and youth, enter new 
environments without knowing ahead of time 
what the expectations and norms are. And yet 
they strive to successfully contribute and get 
what they need and believe they should have in 
order to succeed. 

Method

  This study utilized a qualitative (Creswell, 
2013), multiple case study design to examine the 
influence of mentoring on the resilience of four 
foreign-born women faculty members, three in 
universities and one in a school district. The case 
study method was selected because the authors 
together had a small number of foreign-born 
faculty as participants, and we were interested 
in the experiences of mentoring for this specific 
group. 
  A multiple case study approach, as outlined 
by Stake (1995) and Yin (2018), allows for an 
in-depth exploration of participants’ mentoring 
experiences, highlighting the uniqueness of 
each case and the themes that emerged across 
participants. This approach was particularly 
suitable for describing the influence of mentoring 
on the development of resilience, within the 
context of higher education institutions. We 
focused on the development of participants’ 
resilience due to mentoring in academic settings, 
as an aspect of professional growth. 
  To identify participants, purposeful sampling 
(Creswell, 2013) was used to ensure a selection 
of individuals who could provide rich, relevant 
insights into mentoring relationships. These 
participants work in education across different 

institutions and identify as women. To be 
included in this study, participants met the 
following criteria:
•	 Identified as a female faculty member who is 

foreign-born
•	 Educated in their country of origin through 

high school 
•	 Employed at a university, college, or school 

district in the United States
•	 Participated in mentoring as a faculty 

member for at least two years to advance 
professionally

 Participant 1 is a mid-career faculty member 
in community college education. Mentoring 
was used to meet career development goals, 
specifically to develop values-based curricula 
for adult learners in emotionally safe learning 
environments. This mentee wanted to better 
promote transformational learning through 
shared perspectives across generations and 
cultures.
  Participant 2 is an early career faculty member 
who facilitated leadership and program 
development in young children’s and family-
based programs in the USA and China. An expert 
in Asian Studies, her work focused on developing 
culture-centered programs to support low-
income Asian immigrants. She was mentored 
for career development working with graduate 
students in thesis and research. Mentoring was 
also used to promote ways for her to integrate 
her research and theory-based approaches into 
graduate research courses.
 Participant 3 immigrated to the USA as a 
refugee with 14 years of education (eight years 
of primary school and six years of secondary 
school). She earned her bachelor’s, master’s, 
and doctoral degrees after immigrating to the 
United States and is a graduate faculty member 
in the mid-west. For her, mentoring is valued as a 
strategy for achieving professional success.
  Participant 4 moved to the USA as a young adult 
with her husband and child and teaches in early 
education. She had language coaches through 
college so she could express her ideas fully and 
clearly in English. She earned a Master of Arts in 
Education and a teaching credential. She used 
mentoring for career and psychosocial goals to 
navigate credentialing processes, understand 
school district norms, and ways to work with 
families, school leaders, and community service 
providers across cultures. 
 Data were gathered as mentoring session/
conversation notes, during mentee interviews, 
email exchanges, and endorsement letters. 
Interview data included historical information 
from participants’ country of origin. To analyze 
these data, aspects of each participant’s profile, 
reasons for mentoring, challenges, and benefits 
were coded to determine themes. The key 
themes were career/professional growth and 
personal/psycho-social growth in their faculty 
roles. All findings were used to answer the 
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research questions.
   The researchers collected and coded mentees’ 
narrative accounts that described significant 
mentoring experiences related to psychosocial 
and professional goals. We coded these accounts 
to identify evidence of workplace challenges, 
benefits of mentoring, individual development, 
and resilience in academic settings. We also 
coded these accounts to understand how 
mentoring relationships enhanced their resilience 
as evidenced by how the 7 Cs (Ginsburg, 2020) 
were supported by the mentoring relationship.
Results
   Mentoring outcomes for these faculty show 
that, while foreign-born faculty sought mentoring 

for career and psychosocial development, five 
additional outcomes were identified as additional 
benefits from mentoring experiences. Table 1 
provides these five outcomes and the frequency 
of related statements.
Both psychosocial challenges and career 
challenges were identified in the participant 
experiences that they sought to address through 
mentoring. The top psychosocial challenge was 
shifting their identity to a faculty role, and the 
top career challenge was learning to navigate 
the institution’s expectations. The psychosocial 
challenges indicated a desire to make an impact 
on both students and colleagues, and wanting 
to learn how to navigate the institutional 
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expectations, especially when these expectations 
were different than in their culture’s educational 
systems growing up. 
    Reviewing the mentoring notes and interview 
transcripts revealed that mentees felt either they 
did not fully belong in their institution, or they 
did not know how to communicate and advocate 
for their students’ needs within the institution’s 
cultural expectations. Likewise, participants’ 
career challenges revealed that they benefitted 
from mentoring. They learned how to respond to 
their learners in ways that balanced differences 
between themselves, the institution, and their 
students’ cultural backgrounds. Participants 
knew they needed to build social capital 
to access additional opportunities such as 
research, projects, and grants. These faculty 
sought mentoring to build their social capital in 
the United States, even knowing they brought 
valuable and unique perspectives to their faculty 
role. At times, their mentors served as allies 
and sponsors and helped them navigate and 
advocate for their perspectives to be heard and 
valued. 
   To answer RQ2, mentoring notes and interview 
transcripts were reviewed to categorize 
statements into each of the 7 Crucial C’s of 
Resilience (Ginsburg, 2020). The four most 
frequent C’s found in the data were Coping, 
Competence, Confidence, and Connection (Table 
3), and all seven of Ginsburg’s indicators of 
resilience were expressed by the participants. 

Discussion

     As a package, these findings led us to conclude 
that mentoring foreign-born faculty members 
is necessary. Mentoring helped them integrate 
into unfamiliar institutional norms, build social 
capital for equitable access to opportunities 
and advancement, and advocate for themselves. 
These were seen by these faculty as necessary 
even before they believed they were contributing 
to their students and to the instruction overall. 
These findings indicate that mentoring can play a 
prominent role in foreign-born faculty members’ 
development of resilience.
   The primary mentoring outcome was advocacy 
for self or their learners. This finding is well 
aligned with faculty’s primary challenges of 
knowing how to shift themselves into a faculty 
role (psychosocial challenge) and knowing 
ways to navigate their institution’s expectations 
(career challenge). This finding also aligns with 
the top three resilience indicators of coping, 
competence, and confidence. 
  We consider advocacy for self and others as 
the key finding: that without knowing how 
to advocate for their perspectives, skills, and 
contributions, they will not feel they fully belong. 
These faculty benefited most from mentoring to 
increase advocacy for themselves and others. 

Mentors can help their mentees break through 
systemic barriers that mentees cannot do on their 
own. Mentees need to be shown the strategies 
to advance themselves by other foreign-born 
faculty or white faculty as allies. Mentors should 
uncover any of their own self-imposed biases, so 
they do not inadvertently promote self-isolation, 
or promote hidden biases. The requirements for 
advancement, for example, must be the same for 
foreign-born faculty as they are for American 
faculty. 
   We believe that when foreign-born faculty have 
access to “hidden” information, also referred to 
“the hidden curriculum” (Chavanne &Williams, 
2024), opportunities, and implicit norms and 
expectations, everyone wins. Not only will 
they have belonging, be more productive, and 
contribute at their full potential, but also the 
institution benefits from their contributions.
These key findings led us to conclude that 
mentoring foreign-born faculty members is 
necessary. Mentoring helped them integrate 
into unfamiliar institutional norms, build social 
capital for equitable access to opportunities 
and advancement, and advocate for themselves. 
These outcomes were seen by these faculty as 
necessary, even before they were sure about the 
impact of their contributions to their students 
and to their institution overall. 

Conclusion 

  In conclusion, all four foreign-born faculty 
paricipants expressed what it meant and felt like 
to be uprooted from their home country, with only 
their education, culture, and history to inform 
their approach to the faculty role. Unfortunately, 
their roles also included experiences of 
marginalization. Through mentoring, their 
impact was strengthened. What they influenced 
and what they brought ultimately uplifted their 
students and broadened their own approach to 
teaching and pedagogy.
  In looking for similarities and differences 
across these data, we found that participants 
benefited from mentoring for both career 
development and psychosocial development 
to overcome their challenges. Resilience 
indicators support the conclusion that effective 
mentorship fostered personal and professional 
growth and enhanced well-being. Importantly, it 
helped participants navigate complex academic 
and cultural environments. In short, we conclude 
that each participant’s resilience increased due 
to mentoring. 
 These narratives suggest that, regardless of 
their country of origin, effective mentoring 
can strengthen the resilience of foreign-born 
faculty females in higher and elementary 
education. Effective mentoring, as described by 
Clabaugh and Dominguez (2022), intentionally 
applies autonomy supports to develop mentee 
self-determination and self-directedness. 
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Participants’ narratives suggested varied yet 
shared ways in which these foreign-born female 
faculty members benefited from effective 
mentoring. Their resilience was strengthened, 
evidenced by demonstrating all of the 7 Critical 
C’s (Ginsburg, 2020), as well as commonalities 
and unique needs across the participant group. 

Recommendations

  Therefore, it is recommended that mentoring 
in education programs be designed with 
an awareness of both the universal and the 
individual needs of faculty. When developing 
and implementing mentoring initiatives, 
additional care should be provided to address 
cultural differences in their understanding of 
expectations, to reduce the negative effects of 
not being exposed to ‘the hidden curriculum’ of 
education in the USA. This is especially valuable 
regarding the unique contributions foreign-
born faculty bring to their role, based on their 
experiences before coming to the United States 
that, in turn, provides a way for foreign-born 
students to be supported as well.
    As an ethical consideration, the mentor should 
be highly trusted and have no conflict of interest 
for mentoring, including not being in a supervisory 
relationship with the mentee. As described by 
Alred and Garvey (2019), an effective mentor 
builds a trusting environment, takes their mentee 
seriously, listens yet challenges, and supports 
the mentee’s growth in knowledge, skills, and 
experiences. In ethical concerns, when there is 
a power differential - one’s department chair is 
their mentor - there may be a conflict of interest 
regarding promoting the mentee’s advancement 
in the institution. 
   Further, implications for career advancement 
for foreign-born faculty, based on Kram’s Phases 
in Mentoring (Murphy & Kram, 2014), can reduce 
issues of competition and marginalization. The 
career functions of sponsorship, coaching, 
protection, exposure, and sponsoring new or 
challenging work can be more intentionally 
addressed by mentors, while considering the 
specific psychosocial needs of belonging and 
advocacy. These functions include mentor role 
modeling, counseling, acceptance, confirmation, 
and friendship. 
   Overall, our recommendation is that foreign-
born faculty members have access to effective 
mentoring that supports their career and 
psychosocial development through all career 
functions. We suggest that mentoring to meet 
career and personal development goals be 
intentionally developed to strengthen mentees’ 
resilience. Mentors and sponsors can intentionally 
provide opportunities where mentees can 
demonstrate skills and receive feedback 
that increases their competency, confidence, 
connections, character, contributions, coping, 
and control (Ginsberg, 2011).  
We also recommend that new mentoring 

programs be designed to develop specific 
strategies and skills. Mentors can learn how and 
why to look beyond a foreign-born mentee’s 
initial request to address developmental needs. 
Mentors can learn ways to consider addressing 
barriers that thwart a mentee’s ability to advance 
professionally. More mentors with these skills can 
help foreign-born faculty belong, by being allies 
who advocate for them, especially when mentors 
serve as sponsors and developers (Murphy & 
Kram, 2014). 

Recommendations for Further Research

     In considering future research, we suggest that 
additional studies explore our research questions 
with male mentees or with a combination of 
American-born and foreign-born participants, 
for the sake of comparison. One benefit of this 
comparison may be identifying the unique needs 
each of these participant groups may have, 
which can inform expectations for resilience 
outcomes as well as mentoring practices leading 
to resilience.

References

Allison, E. (2012). The resilient leader. Educational 
Leadership, 69 (4)79-82.

Alred, G & Garvey, B. (2019). The mentoring pock-
etbook. Management Pocketbooks.

             https://www.pocketbook.co.uk/product/
mentoring-pocketbook-2/ 

Bickel, J. (2009). Why it is smart to facilitate facul-
ty members’ resilience.  Academic Medi-
cine, 84 (6) 688.	

Burdick, W. P. (2015). Social networks (and more) 
are necessary for student and faculty

             resilience. Medical Education, 49(1), 17-19.
Chavanne, H., & Williams, E. (2024). Navigating the 

hidden curriculum. ND Learning, 
            University of Notre Dame. https://learning.

nd.edu/news/navigating-the-hidden-cur-
riculum/

Clabaugh, D. & Dominguez, N. (2022). Mentorship 
in preparation for self-directed learning. In 
Self-directed learning and the academic 
evolution for pedagogy to andragogy, P. 
Hughes & J. Yarbrough (Eds.). IGI Publish-
ing.

Cuaton, G. P. (2020). Philippine higher educa-
tion institutions in the time of COVID-19 
Pandemic. Romanian Journal for Multidi-
mensonal Education / Revista Romaneasca 
Pentru Educatie Multidimensionala, 12, 61-7.

The Chronicles of Higher Education (2020).  
TRACK 1: Faculty Resilience and the Coro-
navirus. https://www.chronicle.com/page/
track-i-faculty-resilience-and-the-corona-
virus

Msengi, C. & Clabaugh, D. 
 



61

The Influence of Mentoring on Four Foreign-born Women Faculty Members’ Resilience in Education: A Case Study Mary Jo Parker  

Creswell, J. W. (2013). Qualitative inquiry and re  
search design: Choosing 

              among five approaches (3rd ed.). SAGE 
Publications

Cross, M., Lee, S., Bridgman, H., Thapa, D. K., 
Cleary, M., & Kornhaber, R. (2019). Benefits, 

              barriers and enablers of mentoring female 
health academics: An integrative re-
view. PLoS ONE, 14(4), 1.

Day, A. (2006). The power of social support: Men-
toring and resilience. Reclaiming Children 
and Youth, 14(4), 196-198.

Doyle, N., Jacobs, K., & Ryan, C. (2016). Faculty 
mentors’ perspectives on e-mentoring 
post- Professional Occupational Therapy 
Doctoral Students. Occupational Therapy 
International, 23(4), 305–317. https://doi-
org.libproxy.lamar.edu/10.1002/oti.1431

Education Drive. 2020.  7 college presidents share 
their biggest challenges for 2020. 	  

             https://www.educationdive.com/news/7-
college-presidents-share-their-biggest-
challenges-for-2020/571856/

Farmer, T. A. (2010). Overcoming adversity: Resil-
ience development strategies for 

              educational leaders. Online Submission.
Giancola, J. K., Heaney, M. S., Metzger, A. J., & 

Whitman, B. (2016). An organizational-de-
velopment approach to implementing 
mentoring partnerships: Best practices 
from physician programs.  Consulting Psy-
chology Journal: Practice and Research, 
68(3), 208-221. https://doi.org/10.1037/
cpb0000067

Ginsburg, K. (2020). Building resilience in children 
and teens: Giving kids roots and wings 
(2nd Ed.). The American Academy of Pe-
diatrics.

Goh, J., Pfeffer, J., & Zenios, S. A. (2015). The rela-
tionship between workplace stressors and 

            mortality and health costs in the United 
States. Management Science, 62(2), 608-
628. https://doi.org/10.1287/mnsc.2014.2115

Herget, A. (2016). Foreign-born faculty face chal-
lenges . https://www.higheredjobs.com/
articles/articleDisplay.cfm?ID=1012 

Hagemeier, N. E., Murawski, M. M., & Popovich, N.G. 
(2013). The influence of facultymentors on 
junior pharmacy faculty members’ career 
decisions. American Journal of Pharma-
ceutical Education 77(3), Article 51. https://
doi.org/10.5688/ajpe7735

Hogarth, S. (2015). Challenges of mentorship. Mid-
wifery Basics, 14.

              https://www.academia.edu/en/83244719/
Challenges_of_mentorship

Howard, E., Msengi, C. & Harris, S. (2017). Influence 
of mentorship experiences in the 

             development of women superintendents in 
Texas as transformational leaders.  Educa-
tional Leadership Review, 18(1), 64-74.

Johnson, W. B. (2002). The intentional mentor: 
Strategies and guidelines for the practice 

              of mentoring. Professional Psychology: 
Research and Practice, 33(1), 88-96.

Kim, A., Hanna, T., & Dotres, J. (2019). Anchors for 
resilience: Strategies and routines 

             resilient leaders use to balance competing 
priorities. Learning Professional, 40(5), 
18-19.

Klinge, C. M. (2015). A Conceptual framework for 
mentoring in a learning 

              organization. Adult Learning, 26(4), 160-
166.

Lane, K. E., McCormack, T. J., & Richardson, M. D. 
(2013). Resilient leaders: Essential for

            organizational innovation. International 
Journal of Organizational Innovation, 6(2), 

              7-25.
Low, J. (2010). Resilience in academic administra-

tion: Leading higher education in times of 
            change (Doctoral dissertation). Available 

from ProQuest Dissertations and Theses 
database. (UMI No. 3462323)

Martin, O. F-E. (2020). The relationship between 
mentoring and resilience characteristics of 

              allied health educators [ProQuest Infor-
mation & Learning]. In Dissertation Ab-
stracts International Section A: Humanities 
and Social Sciences, 82, (1-A).

Masten, A. S., & Powell, J. L. (2003). A resilience 
framework for research, policy, and prac-
tice.  In S. S. Luthar (Ed.), Resilience and 
vulnerability: Adaptation in the context of 
childhood adversities (pp. 1-15). \ Cam-
bridge University Press.

McClain, Z. D., Bridges, D., & Bridges, E. (2014). 
Mentoring in higher ducation: Women, 

              diversity and kinesiology. Chronicle of 
Kinesiology & Physical Education in Higher 
Education, 25(2), 18-22.

Morettini, B., Luet, K., & Vernon-Dotson, L. (2020). 
Building beginning teacher resilience: 

            Exploring the relationship between mentor-
ing and contextual acceptance. Education-
al Forum, 84(1), 48-62.

Meneghel, I., Martínez, I. M., Salanova, M., & Witte, 
H. (2019). Promoting academic 

             satisfaction and performance: Building 
academic resilience through coping strat-
egies. Psychology in the Schools, 56(6), 
875–890.

Msengi, C., Harris, S. & Msengi, I. (2013). Educating 
immigrants through mentoring. In S. 

              Harris, S. & Edmonson, S., Critical issues 
of social justice for practitioners, 88-104. 

The Influence of Mentoring on  
Four Foreign-born Women Faculty Members’ Resilience in Education: A Case Study



62

The Influence of Mentoring on Four Foreign-born Women Faculty Members’ Resilience in Education: A Case Study Mary Jo Parker  

NCPA Publications.
Msengi, C., Marsh, A., & Harris, S. (2019). Overcom-

ing educational challenges: Resilience 
             factors among refugees. In R. Papa (Ed.) 

Springer Handbook on Promoting Social 
Justice in Education, 2156-2183. Springer 
International Publishing, AG.

Murphy, W. & Kram, K. E. (2014). Strategic rela-
tionships at work: Creating your circle of 
mentors, sponsors, and peers for success 
in business and life. McGraw Hill.

Norman, B. (2019). Faculty leadership and institu-
tional resilience: Indicators, promising 

          practices, and key questions. Change: The 
Magazine of Higher Learning, 52(4) 48-54.

Onyeneke, J. C. E. (2018). The role of mentoring 
in the development of minority faculty in 
the Texas State Higher Education System 
[ProQuest LLC]. In ProQuest LLC.

Ortiz O. (2019). How reducing stress can save you 
and your employer money. https://www.
credit.com/personal-finance/cost-of-
stress/

Ozmusul, M. (2017). We need resilient school lead-
ers in the face of chaos and complexity. 

            Education Reform Journal 2(2), 17-25.
Petry, G. (2011). Top ten workplace issues for facul-

ty members and higher education 
          professionals. https://www.aaup.org/article/

top-ten-workplace-issues faculty-mem-
bers-and-higher-education-professionals#.
XvzzMedOnmE 

Preston, J. & Schaarsberg, R. K. (2018). Tree tips 
that can help you foster and maintain 

           resilience in your mentee. https://www.
evidencebasedmentoring.org/three-tips-
that-can-help-you-foster-and-maintain-re-
silience-in-your-mentee/ 

Ridhi A., & Santosh R. (2015). Relationships be-
tween emotional stability, 

             psychosocial mentoring support and ca-
reer resilience. Europe’s Journal of Psy-
chology, 11(1), 16-3

Reis, R. (2020). Barriers to faculty diversity. 
            https://tomprof.stanford.edu/posting/1334  
            Rockquemore, K. (2016, February 17).

Can I mentor African-American faculty? 
[Blog post]. Published in Inside Higher 
Education. Retrieved from https://www.
insidehighered.com/advice/2016/02/17/
advice-white-professor-about-mentor-
ing-scholars-color-essay

Saeed, S., Quock, R., Lott, J., Kashani, N., & Wood-
all, W. (2017). Building resilience for 

            wellness: A faculty development re-
source. MedEdPORTAL: The Journal of 
Teaching and Learning Resources, 13, 
10629. https://doi.org/10.15766/mep_2374-
8265.10629

Stake, R. E. (1995). The art of case study research. 

SAGE Publications.
Thistlethwaite, J. (2018). Be positive: Resilience is 

all you need.  The Clinical Teacher, 15(5), 
             359-360.
Torkildson, A. (2023, January 3). The role of emo-

tional intelligence in effective business 
             mentorship. SCORE. https://www.score.

org/utah/resource/blog-post/role-emo-
tional-intelligence-effective-business-men-
torship?utm_source=chatgpt.com

Wolfgang, J. D., West-Olatunji, C. A., Overton, J., 
Shah, B., & Coral, C. (2015). Stress and 

             coping in higher education: A case study 
of a Haitian American woman administra-
tor (Report No. 201). New Orleans, LA: The 
Center for Traumatic Stress Research.

Whitford (2020).   Pandemic worsened pub-
lic higher ed’s biggest challenges. 
https://www.insidehighered.com/
news/2020/06/24/coronavirus-pandem-
ic-worsened-higher-eds-biggest-challeng-
es-new-survey-shows 

Yin, R. K. (2018). Case study research and applica-
tions: Design and methods (6th ed.). 

             SAGE Publications.
Yun, J., Baldi, B., & Sorcinelli, M. (2016). Mutual 

mentoring for early-career and under-
represented faculty: Model, research, and 
practice. Innovative Higher Education, 
41(5), 441-451. https://doi-org.libproxy.
lamar.edu/10.1007/s10755-016-9359-6

Msengi, C. & Clabaugh, D. 
 

       



63

The Influence of Mentoring on Four Foreign-born Women Faculty Members’ Resilience in Education: A Case Study Mary Jo Parker  

About the Authors

Clementine Msengi, Ed.D. is on the faculty of 
the Center for Doctoral Studies in Educational 
Leadership at Lamar University in Beaumont, 
Texas. Her research focuses on educational 
leadership, health education, mentoring, and 
resilience. She authored the award-winning 
memoir Spared: Escaping Genocide in Rwanda 
and Finding Hope in America- a True Story of 
Hope and Resilience. Dr. Msengi has received 
several honors, including the Outstanding 
American by Choice Award from the U.S. 
Department of Homeland Security, induction 
into the Hall of Excellence at the University 
of Northern Iowa’s College of Education, and 
Lamar University’s inaugural Faculty Mentor of 
the Year Award.

Dionne Clabaugh, Ed.D. is a Human 
Development specialist; mentoring program 
developer; a curriculum and MicroCredential 
designer; and professor of education. She 
is a consultant on mentoring programs and 
faculty development and assessment, and 
adult education programs. Dr. Dionne has 
authored several chapters on mentoring in 
higher education, which have been published 
in several volumes. One of her specialties is 
designing thoughtful learning experiences 
and environments for deep learning and far 
transfer for both personal and professional 
development. Her other work across the 
lifespan includes early education, music, 
scouting, parenting, and quilting. Applying 
degrees in Music Therapy, Organizational 
Development, a doctorate in Learning and 
Instruction (University of San Francisco), and 
a diploma in Social Innovation (University 
for Peace, Costa Rica), Dr. Dionne takes a 
relationship-based approach to building learner 
autonomy, resilience, and self-directedness. 

 

The Influence of Mentoring on  
Four Foreign-born Women Faculty Members’ Resilience in Education: A Case Study

      


