
 



DISSERTATION  APPROVED BY 
 

 

 

 

 

 

 

Date 
 

 

 

Tim Guetterman, Ph.D., Committee Member 
 

Gail M. Jensen, Ph.D., Dean 

 

 

 

r Moss Breen, Ph.D., Director 

 

 

 

oe Hare, Ed.D., Chair 



 

 

 

 

 

 

 

 

PERCEPTION OF MENTORING AMONG 

FEDERAL AGENTS: A QUALITATIVE STUDY 

 

 

 

 

 

 
 
 

By 

TARSHIA ELLIOTT FREEMAN 
 

 

 
 

 

 

 

A DISSERTATION 
 

 

 
 
 

Submitted to the faculty of the Graduate School of Creighton University in Partial 

Fulfillment of the Requirements for the degree of Doctor of Education in 

Interdisciplinary Leadership 

 

 

 

 

 

 

Omaha, NE 

November 12, 2018 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Copyright 2019, Tarshia Elliott Freeman 

 

This document is copyrighted material. Under copyright law, no part of this document 

may be reproduced without the expressed permission of the author. 



iii 
 

 

ABSTRACT 

 

Mentoring among federal agents contributes to performance and career development. 

The relationship formed during mentoring has the potential to influence individuals 

throughout their careers. The purpose of this study was to examine the mentoring 

experience from the perspective of the junior federal agent. This study employed a 

qualitative phenomenological research method. The phenomenological design was 

selected because the approach facilitates understanding the lived experiences of federal 

agents. Ten junior federal agents were interviewed about their experiences with the 

mentoring relationship. An analysis of the mentees’ perceptions provided clarity 

concerning the career effect of the relationship and revealed opportunities to enhance 

relationship outcomes. The study contributes to scholarship and practice by offering 

findings about the perceived effectiveness of the mentoring relationship and opportunities 

to further enhance an already beneficial program. Shared knowledge and skills among 

federal agents of all tenures are valuable. The effectiveness of mentoring relationships 

among federal agents might be amplified if additional selection criteria are defined and 

the structured training presently offered is more broadly available. 

Keywords: mentoring, federal agent, law enforcement, mentoring relationship 
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CHAPTER ONE: INTRODUCTION 

 

Introduction and Background 

 

Policing originated in the 1600s. According to the National Law Enforcement 

Officers Memorial Fund, in 1789 Congress created the United States Marshall Service, 

the first federal law enforcement entity (Important dates in law enforcement history, 

2017). In 1838, the city of Boston established the first system of law enforcement within 

the United States. Policing is commonly described as reactionary with respect to 

managing critical situations, as officers respond to incidents of crime and enforcing order 

(Stamper, 2016). 

Over the past decades, the law enforcement profession consistently experienced 

significant challenges that affect policing trends (Bryan & Morris, 1999). Federal agents 

experience stressful and dangerous situations while performing their responsibilities of 

making arrests, serving warrants, applying investigative strategies, and managing 

criminal investigations. Police work is also described as “non-routine” and relies on the 

“quick judgment” of officers to perform (Hu, 2010). Federal agents must be able to 

respond to unexpected threats with vigilance and unwavering decision-making strategies 

(Hu, 2010). 

The targeted federal law enforcement agency employs over 36,000 personnel to 

include federal agents, uniformed police, and civilians, of which approximately 13,000 

are federal agents (Federal Bureau of Investigation: FY2017 Budget Request at a Glance, 

2017). During the past 3 years, an average of over 500 federal agents were hired each 

year (D. Graves, personal communication, May 15, 2017). Becoming a federal agent is 

competitive, which requires recruits to complete rigorous training measured in areas of 
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academics, physical, operational, tactical, and firearm skills. After completing the new 

agent training requirements, recruits are assigned to an office within territories of the 

United States. 

Once the federal agent arrives at the designated office, they are assigned a Field 

Training Agent (FTA) to assist with the transition from the academy. The FTA serves as 

a liaison with the training coordinator and the federal agent provides support with the 

development and implementation of practical skills. Characteristics demonstrated within 

the relationship with the junior federal agent and the FTA are consistent with those of a 

mentor-mentee relationship. 

Mentoring relationships among federal agents can contribute to improving 

performance and help law enforcement organizations identify strategies to support 

training (Colaprete, 2009). Mentoring is an organizational strategy often used to help new 

employees develop skills needed to perform on the job. Mentor relationships can also 

influence career development and the advancement of the mentee’s career (Stamper, 

2016). Mentoring experiences can be demonstrated through formal and informal avenues. 

The differences occur in the structure and goal of the experience. Informal mentoring 

experiences occur with limited guidance and often among peers. The formal mentor 

experience is structured with specific goals and experience is measured and evaluated. 

The origin of mentoring dates back to mythology (Majiros, 2013). The Greek 

advisor, Mentor, was a wise and faithful protector of Odysseus’ son, Telemachus. 

Telemachus was described as Mentor’s protégé. As described by Ragins and Kram 

(2007), mentoring is used to prepare individuals with less knowledge to gain from others 

with more knowledge. The role of a mentor is to share and guide to those who solicit the 
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engagement of the mentor-mentee relationship. A mentor is commonly described as a 

teacher, coach, counselor, or advisor (Darwin, 2000). The role of the mentee is to receive 

and learn from the mentor to enhance personally and professionally. The desired 

outcomes for the experience is for the mentor-mentee relationship to participate in a 

“reciprocal and collaborative learning relationship” while serving as a conduit for the 

development of one’s goals (Colaprete, 2009, p. 8). 

As conveyed by Colaprete (2009), implementing a mentorship program offers 

continuous training to address the dynamic nature of the law enforcement profession and 

its complex responsibilities. Effective mentoring relationships can increase the 

knowledge level in the new federal agent and provide developmental opportunities for 

senior federal agents to support their peers (Colaprete, 2009). It is recommended that 

mentoring occur in a supportive environment and be endorsed by organizational 

administrators to encourage innovative learning opportunities sometimes missed in a 

traditional learning setting (Monsour, 2003). 

This Dissertation in Practice explored the experiences of mentees engaged in 

mentor-mentee relationships within a federal law enforcement agency in the United 

States. In this qualitative research study, the researcher conducted personal interviews 

with mentees in the agency to gain an intimate understanding of their experiences in a 

mentoring relationship. The consequence of not performing the study will impair the 

ability to understand the perceptions of junior federal agents. Understanding the 

perceptions of junior federal agents in the mentor-mentee experience within the identified 

agency can offer guidance to enhance policy and training initiatives. The goal of this 

project was to examine the mentees’ perceptions of the effectiveness of the mentoring 
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relationship and obstacles encountered during the mentoring relationship, and to identify 

strategies that may enhance or hinder the effectiveness of the mentor-mentee relationship. 

Statement of the Problem 

 

Law enforcement agencies invest significant resources in the recruitment, 

selection, and training of new federal agents. Mentoring has been an intricate part of 

professional development for decades (Edmundson, 1999). The mentoring process is 

designed to give new federal agents the skill sets to be successful. Encouraging 

experienced federal agents to contribute to the development of peers can influence 

cohesion among peers and enhance the progression of the profession (Colaprete, 2009). 

The problem is that the mentoring process within the identified federal agency has 

not been examined to determine whether the process employed is valuable, whether 

obstacles are encountered by a junior federal agent during the mentoring relationship, and 

whether additional strategies may enhance the effectiveness of the relationship. This 

research is important and timely to the law enforcement profession because it provides 

details that help to understand the influences of mentor relationships among law 

enforcement. The study contributes to the law enforcement profession by providing a 

review of shared experiences revealing the perceived effectiveness of the mentoring 

relationship, identifying obstacles encountered during the mentoring relationships, and 

providing recommendations to enhance the effectiveness of the mentoring relationship. 

Purpose of the Study 

 

The purpose of this qualitative phenomenological study was to examine 

mentoring experiences from the perspective of the junior federal agent within mentoring 

relationships. This qualitative study explored experiences of junior federal agents 
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engaged in mentor-mentee relationships by examining their perceptions of the 

effectiveness of the mentoring relationship and obstacles encountered during the 

mentoring relationship, and by identifying strategies that may enhance or hinder the 

effectiveness of the mentor-mentee relationship. 

Research Questions 

 

After identifying federal agents who engage in mentor-mentee relationships, 

interviews were conducted to gain an in-depth understanding of their perspective of the 

mentor relationship. The phenomenon of mentor relationships among senior and junior 

federal agents was studied through information gathered during interviews, reviewing 

policies, and coding data to gauge commonalities of the described experiences. The 

research questions expanded on the experience of federal agents in peer mentor 

relationships by conducting in-depth interviews. The following research questions guided 

the qualitative study: 

Research question #1: In what way is the mentoring relationship of benefit to 

junior federal agents? 

Research question #2: What are the obstacles that decrease the benefit of the 

mentoring relationship? 

Research question #3: How can the mentoring relationship change the benefits 

and barriers to federal agents? 

Aim of the Study 

 

This qualitative study explored the experiences of junior federal agents engaged 

in mentor-mentee relationships by examining their perceptions of the effectiveness of the 

mentoring relationship and obstacles encountered during the mentoring relationship, and 
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by identifying strategies that may enhance or hinder the effectiveness of the mentoring 

relationship. It is desired that the study provide insight into the benefit and detriment of 

implementing a mentoring program. The development of appropriate mentoring 

guidelines has practical implications as federal agents struggle to assimilate and develop 

the critical skills necessary to protect the communities they serve (Colaprete, 2009). 

Methodology Overview 

 

This study employed a qualitative phenomenological research method. Creswell 

(2013) indicated that the phenomenological research approach focuses on individual 

experiences of an event. This methodology is appropriate for examining the mentees’ 

perceptions of the effectiveness of the mentoring relationship, uncover the perceived 

obstacles encountered in the mentoring relationship by new federal agents, and identify 

strategies that may enhance or hinder the effectiveness of the mentoring relationship. The 

phenomenological research approach was selected over other options because the 

approach helped to gain a greater appreciation for understanding the experiences of 

federal agents. The phenomenological research method is designed to encourage 

participants to share their personal view of the experience and bring awareness to a topic 

that is not ordinarily explored. The research method often prompts a wide exploration, 

produces rich knowledge, and explores the need to uncover discrepancies within ideals. 

Limitations that occur with the use of the phenomenological approach include the 

inability to generalize the data and manage the information gathered during interviews. 

Generalizations are not considered with the phenomenological approach compared to 

other commonly used research methods because the sampling selection is unique. 

Regarding managing information, the interviews generate extensive data from interview 
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transcripts and recordings. Content analysis is required to manage the data. The data are 

often considered disorganized and influenced by the unstructured data collection method. 

However, the phenomenological approach offered the opportunity to gain rich details 

about the experiences of junior federal agents. 

The participants were junior law enforcement personnel who shared their 

perceptions of the effectiveness of the mentoring relationship, uncovered the perceived 

obstacles encountered in the mentoring relationship by new federal agents, and identified 

strategies that may enhance or hinder the effectiveness of the mentoring relationship. 

Interviews were completed in approximately 20 to 45 minutes. The interviewees were 10 

junior federal agents selected to support the study. The actual participant size relied on 

the point of saturation (Creswell, 2013). There was an assumption that engaging 10 

participants will provide adequate insight into the phenomenon. While completing the 

interviews, a pattern occurred, and a duplication of the content revealed the point of 

saturation. Data saturation refers to the point when no new information or content is 

observed in the data (Guest, Bunce, & Johnson, 2006). After the participant selection was 

completed, participants took part in interviews face-to-face or by phone, with open-ended 

questions focused on the mentoring experience (Creswell, 2013). The interviews solicited 

information about the experiences during mentor-mentee relationships among federal 

agents. Details regarding the individual perspectives gathered during the interviews were 

collated into themes and compiled with responses from all the study participants. 

Another essential element of the methodology is the sampling selection. 
 

Criterion-based sampling was necessary for the study to ensure that participants were 

knowledgeable about the interview content (Bryant, 2011). Federal agents report to the 
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academy for 21 weeks, which includes one week of new employee orientation with 

employees assigned to other positions. Before completing the academic requirements, 

federal agents receive office assignments. The office assignments include the designation 

of personnel to one of the 56 offices within the United States. After reporting to the 

assigned office, the federal agent is required to complete the New Agent Development 

Program (NADP) requirements for the next 18 months. The NADP database maintains a 

comprehensive list of new federal agents completing probationary requirements within 

the initial 18 months after reporting to one’s prospective office. The NADP coordinator’s 

role is to provide oversight to new federal agents who have less than 3 years of work 

experience in the organization. The program is designed to review and monitor the 

completion of training experiences during the 3-year probation period. The FTAs monitor 

new federal agents through facilitating developmental experiences. The intention of this 

study was not to evaluate the effectiveness of NADP, but rather to obtain an 

understanding of and insight into the mentees’ perspectives regarding the perceived 

effectiveness of the mentoring relationship, obstacles encountered, and avenues to 

enhance mentor-mentee relationship within the law enforcement profession. 

Definition of Relevant Terms 

 

The terms defined in this section are relevant to the sample identified for the study 

and offer context for understanding the phenomenon. Further guidance is offered by 

providing definitions to support the goal of examining the mentees’ perceptions regarding 

the effectiveness of the mentoring relationship and obstacles encountered, and identifying 

avenues to enhance the mentor-mentee relationship within the law enforcement 

profession. 
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Limitations and Delimitations 

 

The limitations to the research were created by the selected methodology (Bryant, 

2011). Study participants were selected from those identified as junior federal agents 

receiving mentoring from senior federal agents. The open-ended interview format 

allowed participants to share without constraining their perceptions. Federal agents 

provided details about their experiences which may differ from others’ accounts. Personal 

judgments could influence the reported information. The trends and cultural differences 

particular to the federal law enforcement agency can differ from those of other law 

enforcement populations based on investigative and judicial responsibilities. There were 

some unavoidable limitations. The Dissertation in Practice included participants who 

were recently engaged in the NADP and may not have the insight to determine the value 

of the mentor-mentee experience on work performance. These limitations were 

successfully overcome by engaging federal agents with a maximum of 5 years after 

completing the NADP requirements. 

Regarding personal biases, the researcher is a senior employee with more than 19 

years of experience in human resources and occupational health. The researcher’s role 

and tenure with the organization could have influenced the study. The researcher was 

employed at the same worksite with the selected participants and embedded in the 

philosophies of the federal law enforcement profession. The researcher’s knowledge of 

law enforcement principles could have presented biases to the study. The researcher used 

bracketing techniques by maintaining a data collection log to monitor and document bias 

and encounters with research participants (Miles, Huberman, & Saldaña, 2014). The 
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participants may have also been skeptical about their role in the study and may have had 

concerns about the use of the data and the outcome of the study. 

Delimitations are “factors that prevent you from claiming that your findings are 

true for all people in all times and places” (Bryant, 2011). A delimitation that influenced 

this study was the relevance of examining the perceptions of the mentee with the specific 

agency regarding the perceived effectiveness of the mentoring relationship and any 

obstacles encountered, as well as identifying avenues to enhance the mentor-mentee 

relationship within the law enforcement profession. The mentees employed by the 

identified law enforcement agency might have had unique qualities and experiences that 

differed from other law enforcement agencies that would not support the claim that the 

findings are relevant to others’ experiences. 

This Dissertation in Practice was focused on a complex and significant problem 

based within a professional practice setting. The researcher was embedded in the agency 

from which participants were selected to participate in the study. Therefore, some bias 

could not be avoided because the researcher knew more about the study topic of law 

enforcement and professional development than a researcher who is not familiar with the 

law enforcement profession. Working for more than 19 years in various human resources 

positions within the federal law enforcement agency has provided the researcher with a 

wealth of knowledge. For instance, employees often informed the researcher that learning 

opportunities were not equally provided among the various professional disciplines 

within the workforce and inconsistency can occur in the transmission of information 

across the organization. 
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Demonstrating good listening skills was particularly useful in gathering 

information from participants. The interviews were conducted by the researcher, who has 

completed various trainings in interviewing techniques. To control bias, the researcher 

provided detailed instructions for study participants and outlined interview procedures. 

The interviews were recorded, transcribed, and coded to analyze the data and review 

trends. 

Leader’s Role and Responsibility in Relation to the Study 

 

The Dissertation in Practice has significant implications for the role of leadership 

within an organization. Mentoring is an essential element to organizational and personal 

development. As such, designing and implementing an adequate mentoring program can 

offer continuity to the workforce. The leadership model that the researcher believed was 

consistent with mentoring is servant leadership. The servant leadership style is commonly 

described as modeling, empowering, serving, visionary, caring for others, and team- 

building. Servant leadership focuses on the needs of subordinates. Also demonstrated 

through the servant leadership model, the management of personnel occurs with the 

intent to guide, teach, and reinforce the interests of the employee (Poon, 2006). 

Mentoring relationships serve multiple functions to include relationship building and a 

resource for guiding career development. The psychological function is achieved through 

the development of the relationship, while the career function is gained by sorting out 

goals and personal interests (Poon, 2006). 

According to Poon (2006), servant leaders must also be able to recognize the 

talents of the mentee to determine how to engage their skills to develop further and forge 

developmental opportunities. A leader who understands the value of investing in the 
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workforce will find this study compelling. Receiving the support of leadership for 

development programs, like mentoring, can encourage law enforcement to adjust and 

adapt to new practices (Darwin, 2000). As such, incentives for mentors and mentees to 

develop relationships can inspire collaboration and learning to occur among law 

enforcement personnel. In conclusion, an endorsement from leaders is required to engage 

and develop personnel through mentor-mentee relationships successfully. 

Significance of the Study 

 

The study’s significance will complement existing research in the areas of 

mentoring and law enforcement. Studies have compared the impact on formal and 

informal programs and the benefits gained from those experiences. It was revealed that in 

many cases, mentor relationships continued, beyond the formal requirements, throughout 

one’s career (Johnson & Andersen, 2010). The value of mentoring is known to extend 

beyond the professional requirements and regular occurrences will provide the foundation 

for future mentor encounters (Colaprete, 2009). 

Overall, the study will guide additional research and enhance existing 

professional development requirements. Mentoring is a tool used to develop and guide 

personnel. Given the extraordinary responsibility of U.S. federal agents to protect the 

Constitution and American citizens, it is incumbent upon leaders to provide adequate 

resources and opportunities for federal agents to develop their skills further (Colaprete, 

2009). 

Summary 

 

In summary, this section reviewed circumstances regarding the importance of 

learning about the perceptions of law enforcement mentees. The primary areas of 
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interests for the study include understanding the perceived effectiveness of the mentoring 

relationship and obstacles encountered, and identifying avenues to enhance mentor- 

mentee relationship within the law enforcement profession. Understanding the 

effectiveness of mentoring experiences among federal agents can help to facilitate 

consistency in the organization’s integrity and the industry’s reputation. Essentially, 

capturing the knowledge and skills of senior federal agents to prepare junior federal 

agents will prove to be valuable. Likewise, influencing mentoring opportunities among 

federal agents can assist with the orientation of new law enforcement personnel. 
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CHAPTER TWO: LITERATURE REVIEW 

 

Introduction 

 

This chapter provides a review of the literature to support the study. The literature 

establishes the basis for examining the mentees’ perceptions of the mentoring experience. 

The study examined the mentees’ perceptions of the effectiveness within the mentoring 

relationship, uncovering perceived obstacles encountered in the mentoring relationship by 

junior federal agents, and identifying strategies that may enhance or hinder the 

effectiveness of the mentoring relationship. The literature review provides an overview of 

the law enforcement profession; discusses mentoring in the workforce, mentor 

relationships, and implications for mentoring among peers; and examines methods for 

determining the effectiveness of the mentoring relationship. The review of literature 

helped to determine the relevance of the research topic and to identify future research 

implications in the areas of law enforcement, workforce development strategies, and 

mentoring. 

Overview of the Law Enforcement Profession 

 

Federal agents support the management of criminal violations and other 

investigative responsibilities (Stamper, 2016). Federal agents represent the United States 

government, have arrest authority, and conduct criminal investigations (Gooch & 

Williams, 2007). Federal agents, also referred to in the 1811 job series by the Office of 

Personnel Management (OPM), primarily serve in an investigative role (Classification 

and Qualifications, 2017). Activities commonly performed by federal agents include 

investigating bank robbery, cyber-crime, drug trafficking, sabotage, fraud, financial, and 

various other violations of federal statutes (Mission and Priorities, 2016). 
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Federal agents experience stressful and dangerous situations while performing 

their responsibilities of applying critical investigative strategies and managing criminal 

investigations. Federal agents must be able to respond to unexpected threats with 

vigilance and unwavering decision-making strategies (Hu, 2010). The motto “to protect 

and serve” is true for the overarching policing profession (Braga & Weisburd, 2007). 

Federal agents often adopt a holistic approach to manage the requirements of the 

profession. The unique skills of law enforcement professionals range from investigations 

and managing cases and arrests, to collection of evidence (Walker, Burns, Bumgarner, & 

Bratina, 2008). These skills directly affect the stress of federal agents. Contributing 

factors for law enforcement stress can include determining how to engage citizens and 

law enforcement partners while managing relationships. Reviewing current practices 

offers guidance for understanding and managing law enforcement careers. 

Mentoring in the Workplace 

 

Mentoring in the workplace provides an opportunity for employees to engage in 

continuous learning. The mentor usually has a skill or talent desired by the mentee. The 

mentee’s role as a “protégé” is often to promote the development of the relationship and 

to encourage learning. As conveyed by Kammeyer-Muller and Judge (2008), learning 

occurs through developing relationships, identifying personal and professional goals, and 

supporting individuals with performing new skills. Kammeyer-Muller and Judge 

examined the inconsistencies within existing academic research on the relationship 

between mentoring and its outcomes. In fact, mentoring impacts career satisfaction more 

significantly than it affects career outcome (Kammeyer-Muller & Judge, 2008). 
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Mentoring is also defined as a strategy used to develop federal agents through 

offering senior federal agents the opportunity to share skills with new federal agents 

(Colaprete, 2009). Examining the mentees’ perceptions of the mentoring experience and 

uncovering the perceived obstacles encountered in the mentoring relationship by new 

federal agents can contribute to understanding officer performance and developmental 

experiences. As defined in the literature, mentoring within the law enforcement 

profession is often accomplished through shared experiences about programs, policy, and 

organizational structure that are designed to orient new training for federal agents 

(Colaprete, 2009). 

Another interesting perspective revealed through the literature included the 

review of the importance of applying incentives for the formal mentoring relationship 

(Maisel et al., 2017). Maisel et al. emphasized the importance of promoting mentoring as 

an organizational strategy to engage the overall workforce to serve as leaders in the 

mentoring role and influence mentees to adopt a collaborative perspective with 

professional development. Indeed, correlation with mentors’ perceptions of benefits, cost, 

and time influences the mentoring experience. Institutional support of mentorship is 

essential in fostering mentorship programs (Maisel et al., 2017). 

Unfortunately, the field of police mentoring is scarce. However, themes in the 

literature have indicated that mentor opportunities for new federal agents serve as a 

recruitment tool, build comradery among peers, and encourage senior federal agents to 

share in the developmental opportunities of new professionals (Edmundson, 1999). 

Mentors help with the transition from recruit to federal agents after completing academic 

training requirements. Edmundson (1999) emphasized the importance of mentor selection 
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and training to prepare mentors in the role. According to Edmundson, continuity of the 

mentor program is maintained when the mentor demonstrates support of the program 

mission and values, investing in the development of new federal agents. 

Mentoring as a Workforce Solution 

 

According to Gendron (2007), examining the characteristics of personnel and 

using knowledge transfer strategies, such as mentoring, can support an inclusive work 

environment. Other interesting perspectives that influence the use of knowledge transfer 

strategies were conveyed by Stevens (2010) and Stanley (2010). Stevens (2010) explored 

generational differences in the workforce and the impact on the organizational structure. 

Understanding knowledge transfer strategies within a multigenerational workforce 

supports inclusion among personnel in the workforce (Stevens, 2010). Stevens also 

referred to the differences among personnel and the importance of acknowledging the 

value of all personnel. 

As conveyed by Stanley (2010), recognizing variations in the strengths and 

deficiencies among the personnel can assist leaders in managing a multigenerational 

workforce. It is recommended to consider a strategic approach to manage workforce 

development options in order to retain relevance and value successfully among personnel 

within one’s professional discipline. Both Stanley (2010) and Stevens (2010) examined 

the importance of preparing the workforce for change and referenced specific succession 

planning tools for leaders. 

Mentoring as a Development Strategy 

 

Mentoring has been an intricate part of professional development (Majiros, 2013). 

 

Using a development strategy, like mentoring, can help to enhance performance and 
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sustain the workforce during the transition of employees entering and leaving the 

organization (Giancola, Heaney, Metzger, & Whitman, 2016). As previously referenced, 

the origin of mentoring dates back to mythology (Majiros, 2013). Mentor was the advisor 

to Telemachus, the son of Odysseus (Ragins & Kram, 2007). Telemachus was Mentor’s 

protégé. 

Consequently, mentoring has consistently been used to prepare individuals with 

less knowledge to gain from others with more knowledge. Mentoring experiences are 

demonstrated through formal and informal relationships. Informal mentor experiences 

commonly occur among peers with limited guidance. Formal mentor experiences occur 

with structured guidance to review, exchange, and process information. Mentors have a 

substantial advantage in the relationship. The mentor has information or a skill desired by 

the mentee. An ideal mentor-mentee relationship requires both individuals to engage, 

respect, and honor the relationship. Establishing a respected relationship with boundaries 

and expectations can foster an environment for knowledge transfer to occur (Caro, 2011). 

Knowledge Transfer 

Knowledge is a valuable resource for organizations (Zhang et al., 2008). 
 

Information stored within organizations is valuable and necessary to understand how to 

operate within a given industry. Organizations use various methods to retain and 

exchange information. The need for federal agents to be proficient with the management 

of knowledge is necessary to access and assimilate to perform the required job duties 

effectively (Dean & Gottschalk, 2007). Leong and Tan (2013) examined the mentoring 

adoption across project management processes in particular to improving project success. 

The study alluded to the relationships established during those events that enabled 
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colleagues to be more effective in the way the project was delivered, concerning how the 

tacit knowledge converts into explicit (Leong & Tan, 2013). 

Tacit and Explicit Knowledge 

 

Knowledge transfer occurs in two primary forms, tacit and explicit. Tacit 

knowledge is acquired through unconscious learning, which occurs during problem 

solving and experiential knowledge (Chang, Ding-Bang, Kung, & Ueda, 2014). Tacit 

knowledge is commonly compared to the comprehension of knowledge, while explicit 

knowledge is easily transferred without the subject’s awareness and can be explained in 

writing (Choo & Bontis, 2002). 

Further simplified by Dean and Gottschalk (2007), explicit knowledge is captured 

through policy and procedures, while tacit is demonstrated through experiences and 

developing skills. Experts have evaluated the types of knowledge transfer that occur 

during exchanges of information (Zhang et al., 2008). According to Chang et al. (2014), 

information delivery influences knowledge transfer success. Development of appropriate 

resources and strategies to organize information fosters knowledge mapping, which refers 

to the gradual processes leading to the exchange of information (Choo & Bontis, 2002). 

Essentially, creating an environment conducive to learning can potentially support greater 

learning outcomes. 

The work of policing is “knowledge-intensive” (Dean & Gottschalk, 2007, p. 2). 

 

Consequently, the need to manage the sharing of knowledge properly is essential for 

federal agents to remain safe and appropriately manage job responsibilities. Choo and 

Bontis (2002) addressed the importance of grounding knowledge management within the 

business strategy context to maintain focus and adequately conserve knowledge. 
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Managing the exchange of knowledge is not an easy task. Therefore, differentiating 

among learning perspectives can help leaders understand the importance of aligning 

personnel with compatible mentoring roles. Reviewing the implications of knowledge 

transfer, understanding the arrangements created during the delivery of information, and 

exploring limitations can guide organizations through the knowledge management 

process. 

Mentoring Relationships 

 

Mentoring relationships entail a collaborative effort to share, guide, and coach 

individuals to achieve one’s desired personal and professional goals (Pomeroy, 2007; 

Poon, 2006). Mentorship is the vehicle by which partnerships are developed within the 

workforce to teach and direct individuals with less knowledge. The interpersonal 

relationships established during the mentoring relationship become crucial for the success 

of the mentorship (Colaprete, 2009). The mutual relationship between the mentee and 

mentor will influence learning. As conveyed by Colaprete (2009), the mentee must be 

motivated to engage in the relationship and the mentor must “facilitate the bond” (p. 14). 

In productive mentoring relationships, personal relationships are fostered. It is believed 

that the relationship must be established before the mentoring can be successful. Both the 

mentor and mentee gain from the learning opportunity that occurs during the mentoring 

relationship. Consequently, the collateral benefit of the mentoring process is developing a 

relationship beyond the mentorship. 

Fleig-Palmer and Schoorman (2011) examined how trust in mentoring 

relationships influences knowledge transfer. Trust acts as a moderator of the relationship 

between mentoring and knowledge transfer. The researchers gathered data from email 
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surveys of 321 employees. The results suggested that employees with mentors who also 

reported having been well mentored were more likely to describe higher levels of 

learning, a finding seeming to support the previously sustained notion that knowledge is 

most effectively transferred from a mentor to a protégé. 

The literature revealed the natural shift of mentoring from knowledge transfer to a 

learning process (Fleig-Palmer & Schoorman, 2011). During the mentoring relationship, 

knowledge is transferred to the protégé of a senior federal agent. The new trend in the 

mentoring phenomenon focuses on the learning process. The literature emphasized the 

value of changing an organization’s learning culture to an overarching process of 

developing personnel from the previous concentration of the mechanics of exchanging 

information. 

Social Exchange Theory 

 

Social exchange theory provides the bases for the relationship developed through 

the mentoring process. The social exchange theory is the social psychological and 

sociological perspective that balances relationships. The theory depicts a working 

relationship between individuals who share and form collaborative perspectives. The 

theory is one of the most influential concepts for a behavioral organization (Cropanzano 

& Mitchell, 2005). 

Building relationships is essential in the law enforcement profession. Performing 

the work of a federal agent requires constant engagement with colleagues, responding to 

immediate inquiries, and managing dangerous encounters. Establishing relationships with 

such unique requirements can make it difficult for peers. Developing opportunities that 



PERCEPTION OF MENTORING 22 
 

support creating those types of relationships among peers has the potential to build trust 

and cultivate comradery. 

The protégé relationship with the mentor also has the potential to assist with 

managing organizational politics and cultural norms. All law enforcement organizations 

have nuances that influence the unique abilities of their craft and personnel. Cultural 

norms also vary among organizations and require some finessing to understand how to 

maneuver within the organization. Forging such relationships has the potential to prepare 

junior law enforcement personnel with performance and work abilities. 

Learning Strategies 

 

Learning that occurs during the mentoring relationship is cyclical (McKimm, 

Jolie, & Hatter, 2007). McKimm et al. conveyed that mentors facilitate opportunities for 

mentors to learn and practice new skills. During the mentoring experience, the mentee is 

encouraged to apply the new skills into practice independently through a different 

experience. The mentoring relationship has the potential to enhance professional 

development, improve business practices, and increase productivity. Mentoring 

encourages the sharing of experiences and perspectives through the relationship, while 

also identifying gaps to develop skills further. The mentor’s role is to encourage the 

mentee to gain autonomy. Fleig-Palmer and Schoorman (2011) examined how trust in 

mentoring relationships influences knowledge transfer. Trust acts as a moderator of the 

relationship between mentoring and knowledge transfer. The data from email surveys of 

321 employees suggested that employees with mentors who also reported having been 

well mentored were more likely to describe higher levels of learning. This findng seems 
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to support the previously sustained notion that knowledge is most effectively transferred 

from a mentor to a protégé. 

Implications for Mentoring Among Peers 

 

The primary goal of a peer mentoring relationship is job sharing related to 

knowledge and psychological support (Mavuso, 2007). Communication, collaboration, 

and credibility of the knowledge source influences the delivery of knowledge transfer 

within the policing organization (Hu, 2010). Integrating diverse skillsets through peer 

mentoring can reduce the retention of talents while recognizing the importance of 

maintaining the knowledge, expertise, and productivity is vital (Tishman, Looy, & 

Bruyers, 2012). 

Stevens (2010) explored generational differences in the workforce and their 

impact on the organizational structure. Understanding knowledge transfer strategies 

within a multigenerational workforce supports inclusion among personnel in the 

workforce. Stevens referred to the differences among personnel and the importance of 

acknowledging the value of all personnel. Recognizing variations in the strengths and 

deficiencies among the personnel can assist leaders in managing a multigenerational 

workforce. Additionally, it is necessary to consider a strategic approach to navigating a 

complex workforce in order to retain relevance and value within one’s perspective 

industry successfully. Both Stanley (2010) and Stevens (2010) examined the importance 

of preparing the workforce for change and referenced specific succession planning tools 

for leaders. 
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Leadership Literature 

 

Mentoring in the workplace is a valuable leadership tool. Developing collegial 

relationships and creating a supportive environment have proven valuable in promoting 

career development, psychosocial support, and role-modeling functions (Weng, Huang, 

Tsai, Lin, & Lee, 2010). A leadership model that promotes mentoring occurs through the 

servant leadership style. Servant leadership focuses on the needs of subordinates. 

Demonstrated through the servant leadership model, the relationship between the leader 

and subordinate occurs with the intent to guide, teach, and reinforce the interests of the 

employee (Poon, 2006). 

As evident by the literature, peers want to mentor their colleagues to share 

information, offer opportunities to teach peers, and promote collaboration within the 

workforce (Hale, 2001). The success of a company's leadership development efforts 

are contingent on a strong mentoring program (Pomeroy, 2007). Consequently, 

mentoring relationships influence work ethics, the drive to learn, the exhibition of 

professional decorum, and the desire to maneuver within the organization. Mentor 

experiences can prepare employees for various opportunities and influence career 

success. 

Overview of the Phenomenological Approach 

 

The phenomenological research approach neither explains cause-and-effect nor 

solves a problem. However, the phenomenological approach provides insight into the 

lived experiences gathered about the phenomenon. The approach provides an opportunity 

to gather the unique perspectives of participants influenced by the experience (Miles et 

al., 2014). The researcher’s interest in the study was to learn through the lens of junior 
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federal agents their experience during the mentoring relationship. In essence, the 

phenomenological approach was the best method to examine the research questions 

because it allowed the participants to share an in-depth understanding of their experience. 

The process encouraged reflecting on and sharing of one’s experience. Overall, the 

premise of the study was to uncover the phenomenon through the experiences of the 

study participants, and this was accomplished through the qualitative phenomenological 

approach. 

Summary 

 

In summary, this chapter provided an overview of the literature to examine the 

circumstances regarding the perceptions of mentees during mentoring experiences. The 

study reviewed workforce development practices to learn about the experiences of junior 

federal agents in the identified federal organization engaged in mentoring relationships 

with peers. Additionally, the study provided an overview of the law enforcement 

profession; an examination of mentoring in the workforce, mentor relationships, and 

implications for mentoring among peers; and a discussion of methods for determining the 

effectiveness of the mentoring relationship. 
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CHAPTER THREE: METHODOLOGY 

 

Introduction 

 

The purpose of this qualitative phenomenological research study was to examine 

the mentees’ perceptions of the effectiveness within the mentoring relationship, uncover 

the perceived obstacles encountered in the mentoring relationship by junior federal 

agents, and identify strategies that may enhance or hinder the effectiveness of the mentor- 

mentee relationship. Consistent with that approach, the phenomenological research 

method was an ideal strategy to develop the study. Creswell (2013) indicated that the 

phenomenological research approach focuses on the experiences of individuals around an 

event. During the study, interviews were conducted to gather details about the 

participants’ experiences and gain historical knowledge about the organization’s 

mentoring process. Within the study, the event was the mentoring process used by junior 

and senior federal agents in a federal law enforcement organization. Employing the 

phenomenological method was appropriate to gain insight into the experiences of 

mentees during the mentoring relationship among federal agents. This chapter’s overall 

purpose is to outline the research methodology, describe the sample selection process, 

and provide details regarding the course of action used to implement the research 

procedure and data collection. 

Research Questions 

 

In this study, the research questions guided the data collected from the 

experiences of junior federal agents. Within the identified federal law enforcement 

organization, the mentoring relationship established help to integrate new federal agents 

into the workforce. The research examined the perceptions of junior federal agents during 
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the mentoring relationship. The following research questions guided this qualitative 

study: 

1. In what way is the mentoring relationship of benefit to junior federal agents? 

 

2. What are the obstacles that decrease the benefit of the mentoring 

relationship? 

3. How can the mentoring relationship change the benefits and barriers to 

federal agents? 

The qualitative phenomenological study examined the mentees’ perceptions of the 

effectiveness within the mentoring relationship, uncovered the perceived obstacles 

encountered in the mentoring relationship by junior federal agents, and identified 

strategies that may enhance or hinder the effectiveness of the mentoring relationship. 

Sharing talents among personnel can help organizations to manage knowledge and 

competencies among personnel (Johnson & Andersen, 2010). Implementing innovative 

employee development strategies can also help sustain the workforce while new federal 

agents develop skills required to be successful in the law enforcement profession 

(Darwin, 2000). 

Research Design 

 

Phenomenological Approaches 

 

The phenomenological research approach was selected to gain further insight into 

the experiences of individuals involving a specific event (Creswell, 2013). The event was 

the mentoring process and the study participants were mentees in the mentor-mentee 

relationship. This approach was chosen to identify the experiences of law enforcement 

personnel who were influenced by mentoring. Although there is current research on 
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workplace mentoring, the literature contained limited information relevant to law 

enforcement personnel (Johnson & Andersen, 2010). Consultations with experts on law 

enforcement training, human capital strategies, and employee development provided a 

framework for understanding how to address the research (Welsh & Dixon, 2016). The 

research also reviewed strategies to promote employee development and mentoring 

among law enforcement personnel. Overall, the researcher examined the mentees’ 

perception of the effectiveness within the mentoring relationship, uncovered perceived 

obstacles encountered in the mentoring relationship by junior federal agents, and 

identified strategies that may enhance or hinder the effectiveness of the mentoring 

relationship. 

For this study, the researcher used a qualitative method to learn about the personal 

experiences and understanding of the mentoring experience. The interviews were 

conducted in person or by phone. Offering options for conducting interviews provided 

flexibility for participants to determine the method of their choice. With the permission of 

the participants, the interviews were recorded using the rev application process. Then 

immediately after the interview, the audio was downloaded to complete the transcripts. 

Participants, Data Sources, and Recruitment 

 

Participants 

 

The participants included junior federal agents mentored by senior federal agents 

in the identified federal law enforcement organization. Junior federal agents selected to 

participate must have a maximum of 5 years of work experience after completing the 

NADP and being assigned to the Criminal Program. The organization was motivated to 

implement the Criminal Program delegation for junior federal agents, within the last 
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3 years, to offer a more robust exposure to skills that are not ordinarily available in other 

investigative assignments (V. Andersen, personal communication, September 12, 2017). 

The premise for the delegation to the Criminal Program at the onset of employment for 

federal agents was to provide the opportunity to learn how to write affidavits, participate 

in arrests, assist with the development of operational planning, develop search warrants, 

and engage in various other technical skills. Other investigative violations, like 

counterterrorism and counterintelligence, typically are long-term and take years before an 

indictment occurs to gain an in-depth investigative experience as a junior federal agent. 

Likewise, focusing on the mentees’ experience is consistent with gathering data 

for qualitative research (Patton, 2014). The data collection process offered practical 

guidance on the best approach to understand the mentees’ perceptions of the mentoring 

relationship. Research participants were encouraged to share details regarding their 

perceptions of the effectiveness within the mentoring relationship, uncover the perceived 

obstacles encountered in the mentoring relationship by junior federal agents, and identify 

strategies that may enhance or hinder the effectiveness of the mentoring relationship. 

The phenomenon was explored by conducting semi-structured interviews. 

Creswell (2013) referred to nine key elements to ensure the appropriate use of the 

interview process. The nine elements include assessing the appropriate use of the tool 

(which includes the development of research questions), selecting interviewees, 

determining the type of interview, considering adequate recording procedures, designing 

an interview protocol, identifying the interview location, obtaining consent, and finally 

establishing proper interview procedures. Participant interviews were the primary data 

source for gathering information on the research topic, except for reviewing the 



PERCEPTION OF MENTORING 30 
 

organization’s policy manuals, examining field notes, and consulting with law 

enforcement experts. Data retrieved from the interviews were transcribed. The transcripts 

captured content from in-depth interviews and served as a reference for understanding the 

research participants’ experience. 

The interview process offered participants the opportunity to share insights into 

their individual experiences. Participants completed an in-depth interview face-to-face or 

by phone scheduled for 45 minutes with open-ended questions. The initial interview 

questions were broad and refined during the interview process (Patton, 2014). The 

interviews were recorded, interview notes were summarized, and the information 

gathered from the interviews was collated into themes. Participants received the research 

protocol instructions and gave their consent before engaging in the research. 

The recorded interviews were transcribed through a recorder phone application. 

 

The phone application Rev.com that recorded the interviews that were completed in 

person or by phone. Except for two interviews, all of the interviews were transcribed 

through the application. The two exceptions were influenced by the unique details shared 

by the participants on topics like specific investigative strategies, casework, or concerns 

expressed by the participants that appeared derogatory about the identified organization. 

Due to the political state of the identified organization, it was decided that transcription 

would not be outsourced for such interviews. 

Data Sources 

 

For this study, 10 junior federal agents were contacted to complete individual 

interviews about their experiences during the mentoring relationship. The interviews 

were designed to learn about the mentees’ experiences and their understanding of the 
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relationship. While the information shared among the participants was similar, many of 

the participants revealed unique aspects to understanding the relationship influenced by 

personal attributes. Tables 1 and 2 provide descriptions of the 10 participants’ gender and 

length of employment. 

Table 1 

 

Participants’ Demographics 

 

Gender Mentee Mentor 
 

Male 6 7 

Female 4 3 

 
 

Table 2 

  

 

Work Experience of Mentor and Mentee 

Years of Experience Mentee Mentor 

2-4 years 10 
 

5-10 years 
 

4 

11-15 years 
 

4 

16-20 years 
 

2 

 

Determining the sample size is influenced by the contribution of the judgment and 

understanding of the value intended for the research (Sandelowski, 1995). Checks and 

balances were also embedded in the data collection process to ensure suitability of the 

study’s intent (Miles et al., 2014). According to Patton (2014), a small sample size is 

applied to qualitative research due to the in-depth process of gathering information from 

participants. Consistently, interviewing 10 participants provided quality information 
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about the mentees’ perceptions during the mentoring relationship with senior federal 

agents. Demographics gathered from the participants include gender and years of service. 

Additional guidance about sample size was provided through consultation with the 

dissertation committee members to explore the appropriate sample size and establish 

validity for the study. 

Applying multiple data sources tends to be more persuasive than research that 

limits the data to one source, like solely conducting interviews (Bryant, 2011). The data 

sources that were reviewed through policies and other open-source methods include 

training protocols, recruitment and hiring practices, and employee development 

information. The training protocol described the expectations for integrating and adapting 

skills from the academy into practice. The recruitment and hiring practices information 

offered insight into the statistical data for current personnel and strategies applied to 

recruit and retain employees. Content on employee development provided information on 

tools used to enhance employees’ skills and what is applied to promote success for the 

federal agent. 

Recruitment 

 

Another valuable component of the research is the recruitment of study 

participants (Patton, 2014). Random sampling is not used in qualitative research. The 

sampling strategy that best supports the research is to examine the relationship perceived 

by the junior federal agent within the first year after completing the NADP. The 

participants consisted of federal agents that are assigned to the Criminal Division and 

have at the maximum 5 years post completion of the NADP. 
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For background, within the last several years, federal agents were assigned to the 

Criminal Division within the office assignment after graduating from the training 

academy. The decision to assign personnel to the criminal division during the first duty 

assignment is designed to prepare recent federal agents with the opportunity to learn and 

create strong investigative skills in the violation that provides exposure to arrests, grand 

jury, and other unique investigative techniques. Compared to criminal violations, other 

violations tend to take years before an indictment can occur, which may also be an 

influencing factor for the initial assignment. 

The criterion sampling is the recommended method for identifying specific 

participants who meet the criteria requirements of completing the NADP and have a 

maximum of 5 years of experience post completion of the NADP. The first criterion for 

the selection of participants was participants who completed the 18-month NADP 

requirements. The second criterion for the selection of participants was federal agents 

who had a maximum of 5 years of service after completing the NADP. The next criterion 

for the selection of participants was the assignment to the Criminal Division. The last 

criterion was the participants’ ability to describe the mentoring experience with the senior 

federal agent while participating in the NADP. Participants who met the study criteria 

were identified by a Human Resources Division representative who could access the 

personnel database. Participants were emailed and contacted by phone to extend the 

invitation to contribute to the study. This type of participant selection can also be 

described as informed judgment (Patton, 2014). Criterion-based sampling was important 

for the study to ensure participants were knowledgeable about the content. 
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The initial effort to identify participants was challenging. Participants were 

reluctant to participate in the research project. After several months with limited interest, 

the researcher requested previous participants to identify additional participants. The 

effort to secure participants occurred over 6 months. Once participants were selected, the 

interview process occurred from May to July 2018. The difficulty with participant 

selection was unexpected. The unexpected dilemma caused a delay in the data collection 

process and prompted changes to the selection process. 

It is also essential to remain aware of ethical considerations throughout the 

research development (Creswell, 2013). Acknowledging the sensitivity of participants’ 

commitment to engage in the research was especially important. There was also a strong 

emphasis on protecting information disclosed during the interviews and respecting 

participants’ confidentiality to maintain the integrity of the research (Miles et al., 2014). 

The Institutional Review Board (IRB) process was an essential component of the review 

and participants’ permission process before proceeding with the research (Patton, 2014). 

The IRB process required a thorough investigation of the intent of the research and 

review strategies to protect human subjects. The participant selection required completing 

an internal IRB process with the participants’ employer. 

Data Collection Tools and Procedures 

 

Instrument 

 

Interviews were conducted and policy-related documents were reviewed to collect 

the data required for this study. Conducting interviews is the preferred method of 

collecting information with the use of phenomenological research (Creswell, 2013). 

Conducting interviews provided participants with the opportunity to share details about 
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their experiences. The interview protocol used to gather data for the research was 

designed to explore the perception of junior federal agents’ experiences during mentoring 

relationships with senior federal agents. The interview format also gathered information 

on the participants’ demographics. 

The interview protocol consisted of six open-ended questions and several 

background demographic questions. The questions helped to lead the interview 

discussion with participants to understand their unique experiences within the mentoring 

process. The success of gaining an accurate view was influenced by soliciting responses 

through the use of open-ended questions in a semi-structured interview format (Lester, 

1999). Hallett (1995) described this method as offering the most genuine view of a 

phenomenon compared to other qualitative research approaches. During the interviews, 

participants appeared forthcoming with responding to the interview questions and offered 

details about their experiences during the mentor relationship. 

Data Collection Procedures 

 

Procedure 

 

Participants received information about their particular role in the study, a consent 

form, and details about the university requirements. A participant letter was shared to 

provide an overview about their anonymity and how the data would be used. Details 

about the IRB for the university and organization were provided to participants. The 

study was conducted outside the workplace to avoid distractions and reduce data 

discrepancies. 

The data were collected through semi-structured interviews with 10 participants. 

The interviews, consisting of several demographic and six open-ended questions, lasted 
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for approximately 45 minutes. The interview format helped to guide the discussion. 

Participants were encouraged to elaborate on their interview responses with follow-up 

questions. The study was conducted at the researcher’s worksite. The researcher applied 

methods to secure information, protect the data, and maintain research participants’ 

confidentiality. Implementing controls like recording the interviews, journaling 

encounters with participants, and collating the data into themes with a software product 

can help to reduce research bias (Creswell, 2013). The researcher was not aware of 

organizational policy or financial issues that might impact the data collection process. 

Properly storing research data and following the protocol were essential to protect 

the privacy, confidentiality, and anonymity of the participants (Miles et al., 2014). 

Privacy refers to others gaining access to the information. Confidentiality refers to the 

agreements with the research participants or organization about how the information 

would be used. Anonymity refers to protecting the ability to identify participants (Miles 

et al., 2014). Confidentiality was protected by using the information gathered by the 

researcher from the participants with the initial intent described during the introduction of 

the research. Privacy and anonymity were protected by applying several strategies. 

First, the data were stored on a hard drive designated for only content relevant to 

the dissertation in practice. The hard drive was stored in the researcher’s office. Second, 

original documents, like the informed consent and interview protocol sheet, were scanned 

to the drive. Next, the researcher also maintained a participant log sheet to record each 

participant’s name and code. Each participant received a participant code which was 

placed on each document to identify the participant. Then, the participant log sheet was 

stored separately from the data to avoid identifying the information reported by the 
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participants. The researcher and university affiliates were the only individuals allowed 

access to the content. Finally, record-keeping procedures were organized to document the 

protocol and ensure that the process supported the research (Bryant, 2004). After 

defending the Dissertation in Practice, field notes, interview documents, and other related 

documents were scanned to media files and hard copies shredded. The media files were 

stored on a separate drive. 

Before conducting the interviews with research participants, the interview 

protocol was reviewed by law enforcement experts who are knowledgeable about the 

NADP and the mentoring relationships developed during the process. Along with 

consulting with experts, the researcher conducted several pilot interviews. The pilot 

interviews were conducted face-to-face to observe the impact on the participants while 

responding to the process. This observation helped the researcher evaluate the process 

and supported the decision to make adjustments to improve the interview experience. 

Applying these techniques helped to determine whether the questions supported the 

intended purpose and validity of the interview process. 

Validation Procedures 

 

As conveyed by Miles et al. (2014), the quality of data is strengthened or 

weakened by the circumstances of the data collection. The researcher designed the 

research to increase the validity of the data by selecting participants who had recent 

experience with the NADP and knowledge about the process; participants were articulate 

and able to communicate detailed information; and participants reported personal 

experiences about the perceptions of the mentoring relationship. Accessing the 

participants within the initial 5 years after completing the NADP process offered richer 
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data because their experience was recent. The accuracy of the information gathered was 

enhanced compared to using participants who had a greater time difference with 

participating in the NADP. 

The research outcome formulated an authentic portrait of the experiences shared 

by the research participants (Miles et al., 2014). Strategies were applied to ensure the 

research was valid and the data accurately portrayed the phenomenon. Validation 

strategies that were used in the research included bracketing, member checking, and 

triangulation. Bracketing is a process of identifying and documenting biases throughout 

the data collection process. A diary was maintained to document and log personal biases 

that surfaced while collecting data from research participants. Documenting the biases 

helped prevent unwanted influences on the research data. This process also helped 

distinguish between personal influence and the experiences of the research participants. 

The secondary benefit for maintaining the data collection log documented in the 

diary was to review circumstances that occurred during each encounter with participants, 

including initial contact when describing the interview protocol, scheduling the 

interviews, occurrences during the interviews, and other interactions throughout the data 

collection process. This process promoted reflection on the experience and awareness of 

discrepancies that influenced the process. 

Next, member checking allowed the participants to review the research data and 

findings to confirm the accuracy. The limitation with this method of validation was its 

potential influence on the research and participant relationship. Specifically, interactions 

beyond the standard interview process can influence the relationship. Member checking 

occurred through interviews that were designed to clarify the information gathered and 
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offered an opportunity for participants to reflect on the subjective content explored during 

the research interview. The researcher also completed follow-up phone calls with several 

of the research participants to review the data before preparing the final research 

outcomes. The rationale for member checking was to provide an opportunity for research 

participants to confirm the accuracy of the information and share additional insights into 

the perceptions of the mentor relationship. 

Finally, triangulation was used to support a more complete understanding of the 

phenomenon. Triangulation uses multiple data sources to contribute to the understanding 

of the research. For this study, two sources of data were collected including interviews 

and policy-related documents. This method was not used to cross-reference data, but to 

gain a robust understanding of the phenomenon. Examples of triangulation that were 

applied to the research included having multiple individuals review the research 

questions and complete follow-up phone contact with the participants. The research 

questions were examined by several sources to include law enforcement personnel who 

had previously participated in the NADP. Overall, applying these strategies helped to 

enhance the credibility of research outcomes. 

Data Analysis Strategy 

 

The study included data from 10 participants who were junior federal agents in a 

selected federal law enforcement organization. The participants were mentees in mentor- 

mentee relationships. The research participants were guided through the interview tool. 

The interviews offered participants the opportunity to examine their experiences in the 

mentoring relationship. The collection instrument and data analysis process tracked the 

recorded interactions to review the participants’ experiences. 
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Overall, the process for analyzing the data to understand the essence of the 

experience included organizing the information gathered from the participants, 

transcribing the recorded interviews, reviewing interview notes, coding the information 

into themes, and interpreting the data (Creswell, 2013). In preparation for conducting the 

research, it was essential to organize the collection and disseminate information pertinent 

to the research process. The strategy for organizing the information included creating 

interview packets and labeling folders with the participant ID# to maintain the anonymity 

of the participants. Except for two interviews that contained sensitive information, the 

notes and recorded interviews were outsourced for transcribing. The qualitative analysis 

software, Dedoose (2012), was used to collate data in addition to manual coding. Once 

the interviews were completed, the interview data were reviewed to identify salient 

information to establish a method to code the content. After coding the data, the 

researcher began to interpret the information linearly from simple to complex (Saldaña, 

2013). The linear strategy helped to cluster the codes into themes to define the framework 

of the data. 

In essence, the data provided details regarding commonalities and differences 

among participants. The data also revealed trends and established categories of interests 

and themes to support the research questions. The research process identified the 

experiences of mentees in the mentoring relationship with senior federal agents. The 

information gathered from the research also assisted with identifying resources to help 

create training for mentoring programs and work to enhance peer mentor relationships. 
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Ethical Considerations 

 

Although the impact of engaging in research is not always anticipated, 

considering the potential physical and psychological harm to participants is imperative 

(Patton, 2014, p. 25). Although the possibility for concern over harming human subjects 

in the study is low, engaging human subjects in research requires significant ethical 

consideration (Creswell, 2013). The Institutional Review Board (IRB) is a tool designed 

to review the research intent and manage the participation of human subjects to protect 

them from harm. The researcher consulted with the university and federal organization 

IRBs to complete the protocol requirements. Other ethical considerations that were 

important included confidentiality, informing participants about the intent of the research, 

providing informed consents, and debriefing participants at the completion of their 

participation in the study (Creswell, 2013). The anonymity of the participants’ 

information was protected by issuing a participant ID number and collating the data 

(Patton, 2014). A strategy to protect participants’ information included storing the data 

collected in a locked safe. In conclusion, the researcher was aware of the importance of 

protecting the information disclosed during the interviews to maintain the integrity, 

confidence, and confidentiality of the participants and the research. 

Summary 

 

The status quo of mentoring among federal agents was challenged in the research 

project. The study examined the mentees’ perceptions of the most useful aspects 

employed during the mentoring relationship, uncovered the perceived obstacles 

encountered in the mentoring relationship by new federal agents, and solicited 

recommendations to enhance the effectiveness of the mentoring relationship. In 
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summary, this chapter outlined the research methodology, described the sample selection 

process, and provided details regarding the course of action used to implement the 

research procedure and data collection. 
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CHAPTER FOUR: QUALITATIVE RESULTS 

Introduction 

The purpose of this study was to examine the mentoring experience from the 

perspective of the junior federal agent. A qualitative approach was used to explore the 

personal experiences of junior federal agents by focusing on their perceptions of the 

effectiveness of the mentoring relationship and obstacles encountered during the 

mentoring relationship, as well as identifying strategies that may enhance or hinder the 

effectiveness of the mentor-mentee relationship. The participants interviewed for the 

study consisted of 10 junior federal agents who completed the mentoring process with 

2 to 5 years of work experience. The following research questions drove the study: 

Research question #1: In what way is the mentoring relationship of benefit to 

junior federal agents? 

Research question #2: What are the obstacles that decrease the benefit of the 

mentoring relationship? 

Research question #3: How can the mentoring relationship change the benefits 

and barriers to federal agents? 

These research questions addressed a significant gap in the literature on law 

enforcement mentoring. Peer mentoring relationships facilitated opportunities for 

learning new skills, enhancing institutional knowledge, and understanding policy 

requirements. Mentor relationships among federal agents influenced professional 

development and created opportunities for learning within the profession. In this chapter, 

the research findings, data organization, analysis procedures, and theme identification are 

presented to understand the mentoring experience from the perspective of the junior 

federal agents. 
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Presentation of Findings 

Analysis and Synthesis of Findings 

The data were analyzed to gain insight into the shared experiences of participants. 
 

Exploring experiences of junior federal agents engaged in mentor-mentee relationships 

helped to understand the phenomenon. Reviewing the data helped conceptualize the 

information shared by participants. Through the phenomenological research approach, 

participants’ narratives were thoroughly examined to form a concise understanding of 

interactions among federal agents. The data collected were summarized, collated, and 

organized to convey meaningful interpretations of the information. Forming conclusions 

about the information helped to present detailed experiences from the mentees’ 

perceptions. 

Phenomenological research uses a systematic process to learn about the lived 

experiences of research participants. The process included the analysis of significant 

statements and generation of meaning units to develop the essence of the experience 

(Moustakas, 1994). The analysis of significant statements was captured through 

reviewing the data to examine the content and identify relevant statements. The initial 

step in the analysis included identifying significant statements shared through participant 

narratives. The next step was to determine the generation of meaning units through 

clustering information to formulate codes. Determining the codes helped to formulate the 

meaning units relative to the experiences of the participants. Finally, the narratives 

revealed patterns that conveyed the essence of the perceived lived experiences of the 

participants. 
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Analysis of Significant Statements 

 

The analysis of significant statements helped to identify the range of perspective 

of the participants’ mentoring experiences. The analysis of significant statements process 

included completing a general review of the data. The initial review of the interview 

transcripts examined first impressions of the data. Reviewing the narratives multiple 

times helped to develop details from all the transcripts. During the analysis, the 

transcripts were manually coded to highlight significant content. Completing a thorough 

review of the data helped to gain a rich understanding of the intent of the participants’ 

narratives to relay details about their experiences. Initially, each significant statement was 

viewed as an independent response. 

During the analysis of significant statements process, the initial coding table was 

created to learn how participants viewed their experiences. The coding table outlined 

statements shared by the participants. Participant statements were referenced from each 

interview to begin the process of highlighting significant information. Three hundred 

sixty initial references were obtained from 10 interview transcripts. Specific statements 

gleaned from the transcripts referenced the experiences of the participants. The process 

helped to understand and represent the participants’ lived experiences during the 

mentoring relationship. 

Generation of Meaning Units 

 

After identifying significant statements, the researcher generated meaning units. 

 

The generation of meaning units helped establish the initial set of codes. The steps 

employed during this process involved examining the significant statements with a more 

critical consideration. The process involved linking and connecting significant statements 
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to merge information into clusters. Creating clusters helped provide clarity for the 

selection and titles of meaning units. Forming clusters during the review of the narratives 

also helped to solidify content and forced similar details to merge to create more concise 

descriptions. It was important to understand the intent of the participants to ensure 

information was not misinterpreted. 

Specifically, the details referenced from the narratives were reviewed to identify 

the participants’ perspective by coding and numbered content in a Word document for 

tracking; then, the codes were sequenced by frequency. The code table was essential to 

understand the relevance of the narratives, the frequency of statements, the sequence of 

events, and differences among participants. Once all the significant statements were 

captured in the table, the content was clustered to collate, pair similarities, and minimize 

redundancy. 

During the generation of meaning units, the initial 360 references were reduced to 

30 codes. Reducing the codes occurred through consistently reviewing the data. The 

process of reviewing the data forced the formulation and connecting of information to 

best derive a conceptual understanding of the participants’ experience. As previously 

noted, the initial review of the interview transcripts examined first impressions of the 

data. Statements captured from the transcripts were labeled to assign meaning to the 

concepts. Multiple reviews of the transcripts and significant statements revealed that 

several codes were connected and the similarities forced combining descriptions. 

Reducing the information into final narratives helped to memorialize the meaning units. 

Also, connecting the codes influenced a more comprehensive understanding of the 

participants’ mentoring experiences. 
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After identifying significant statements and generating meaning units, the 

transcripts were reviewed again to identify excerpts for the tables. The frequently 

reviewed data confirmed the meaning and intent of the content shared by the participants. 

Repeated review of the data helped to identify salient information to understand the 

outcome of the research. Continuous self-reflection occurred during the data collection 

process. Self-reflection was important to be cognizant of the researcher’s influence on the 

interpretation of the content. To avoid potential influences, the researcher reviewed the 

interview audio, notes, and transcripts several times to ensure the accuracy of the 

participants’ implied intent of the data. Linear analysis of the data helped to bring order 

to the information gathered from the data sources. The interpretive strategy helped to 

make sense of the data while considering potential influences. Moustakas (1994) referred 

to this process as Epoche, which is an important process of the phenomenological 

research approach and should be applied by the researcher throughout the entire research 

project. Epoche refers to the importance of exercising reflection to bring attention to the 

researcher’s personal judgments to avoid influencing the research or creating research 

discrepancies. 

In summary, the generation of meaning units process helped combine codes with 

similar context to condense and sort the research data. The research data were 

consistently reviewed during the process to provide an accurate description of the 

participants’ lived experiences. During the process, the initial 30 codes were grouped into 

five meaning units. After coding the data, the meaning units were sequenced to organize 

the research findings. 
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Development of Essence Description 

 

After identifying the meaning units, the researcher synthesized the information to 

develop the essence descriptions. The steps employed to develop the essence descriptions 

required reviewing the interview transcripts, significant statements, mean units, and field 

notes to create a concise understanding of the descriptions. Capturing an authentic 

meaning of the experience is important. Therefore, the shared individual lived 

experiences provided a personal perspective of the phenomenon. Likewise, gathering 

good data and completing a thorough analysis helped to prepare the research for 

understanding the phenomenon. 

During the analysis and synthesis of the findings, the narratives evolved from 

individual statements to rich description to interpret the participants’ collective 

experiences (Smith & Osborn, 2008). In summary, the essence of the experience is 

determined through the synthesis to form the description of the phenomenon. The 

descriptions created the essence of the meaning of the federal agents’ mentoring 

experiences. 

Demographics 

 

The profile of the participants included gender and years of service. Of the 10 

interview participants, six were male and four were female. The participants were 

between the ages of 32-39, with approximately 2 to 5 years of work experience as junior 

federal agents. The participants described the mentor’s work experience that ranged from 

5 to 20 years. The participants were categorized in three distinct categories to include law 

enforcement experience, prior employment with the organization, and new to the 

organization. Law enforcement experience referred to participants who previously 
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worked in the law enforcement profession. Prior employment with the organization 

referred to participants who worked in the organization in another job series. New to the 

organization referred to participants who did not have prior employment with the 

organization. Tables 1 and 2 in Chapter Three provided details on gender and work 

experiences. 

Results 

 

The data provided insight into the experiences of the participants. Derived from 

the narratives were several themes that helped organize the research findings. The themes 

identified from the data analysis consisted of selection of the mentor, mentoring benefits, 

forming relationships, mentor training, and influence of informal mentoring 

opportunities. Mentor selection referred to creating the selection criteria and process to 

identify quality mentors. The selection of quality mentors can help to promote a 

productive professional development experience. Mentoring benefits referred to 

recognizing the value of collaboration and supportive relationships gained from the 

mentoring experience. Forming relationships referred to the compatibility between the 

mentor and mentee within the mentoring relationship. Mentor training referred to 

teaching mentors about the expectations, value, and influence of their role during the 

mentoring relationship. Training can help mentors deliver consistent and structured 

developmental experiences. Informal mentoring referred to developing mentoring 

relationships outside of the formal mentoring process. In this section and in the appendix, 

detailed tables provide insight into narrative trends and the frequency of experiences 

referenced by participants. The tables also include content on demographics and 

participant excerpts. 
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Theme Identification 

 

Identifying the salient information during the data analysis process helped to 

organize the experiences shared by participants and shape the development of the themes. 

After a thoroughly review of the data, the details highlighted provided a genuine 

perception of the research participants’ experiences. Reviewing the initial references 

helped to create codes which were instrumental in understanding the development of the 

themes. The initial codes overlapped in meaning and further supported the benefit of 

redefining the information to create the final themes. 

Theme One: Mentor selection. The first theme emerging from the interviews 

was mentor selection. The codes identified from the narratives were characteristics and 

selection. Within the theme, participants described the importance of the selection 

process to gain from the mentoring experience. Participants frequently discussed the 

importance of selecting quality mentors to create consistency to meet the expectations of 

the mentoring process. As described explicitly by several participants, the characteristics 

of a quality mentor exhibit productive and engaging interactions. As conveyed by the 

participants, selecting quality mentors helps promote continuity in learning for mentees 

during the transition from the academy to working independently. The senior federal 

agent is also viewed as a high performer who is eager to provide rich learning 

experiences for the junior federal agent. Several participants noted deficiencies in the 

mentor experience when pairing the mentee with a mentor with negative qualities. The 

negative mentor qualities were described as not attentive, lacking guidance, not 

motivated to teach, and often demonstrating behaviors consistent with the mentor role 

being a burden. Negative experiences reflect poorly on the organization and created a 
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distraction for the transition in the new role. Also, as revealed by the participants, the 

majority of the negative experiences were with mentors who did not volunteer to mentor, 

but were selected for the mentor assignment. 

Regardless of the participants’ experiences, there was a consensus that selection 

was an important element of the mentoring program. While the majority of the 

participants described positive experiences during the mentoring process, some had 

different experiences. The positive experiences described included the mentor 

demonstrating enthusiasm and professional characteristics desired by the mentees to 

emulate as they progressed in the profession. Consistently, several participants described 

the significance of the influence on new federal agents during the mentor relationship. 

For instance, one participant described positive experiences with the mentor as those that 

demonstrated enthusiasm, developed rapport, and maintained a professional relationship 

that fostered valuable learning opportunities within the new law enforcement role. 

Contrary to the positive experiences, the participants described that some mentors 

did not express an interest in the mentoring process influenced by the lack of availability, 

no interest in the training process, and inappropriately selected influenced by limited 

personnel resources. Those types of relationships impaired the ability to learn and 

adequately support the mentoring process. For instance, one participant described the 

mentor as someone who was competent but not interested or motivated to take on the 

mentor role. Another participant described a frustrating experience because the mentor 

offered only limited guidance. One more participant described how the mentor 

volunteered to mentor in order to receive a monetary incentive but was not invested in the 

process. Through those experiences, developmental opportunities were not shared, 
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thereby creating more work for the mentees to gain those experiences independently by 

volunteering themselves and shadowing other federal agents. Ultimately, the mentees’ 

experiences were a consequence of their negative encounters with their mentor. However, 

those mentors identified alternate avenues to learn and develop within the profession 

without allowing the negative experiences to shape their overall perceptions of colleagues 

and the organization. 

A few participants described the timing of the selection of the mentor as 

influencing the mentoring experience. Specifically, participants described the mentor role 

as demanding, and the experiences of the relationships varied based on the time between 

mentee assignments and the mentor’s workload. For instance, one mentee described 

having a positive experience with a senior federal agent, but observed a different 

experience with the next mentee assigned to the same mentor. The participant discussed 

the potential difficulty of assigning mentees too frequently to the same mentor as an 

influence on the experience. Also, changes in the mentors’ caseload and administrative 

assignments can impact their availability and commitment to support the mentee 

adequately. 

In general, the consensus of the participants was that selection was critical. The 

mentoring program benefits the mentee, the mentor, and the organization with enhancing 

the development of federal agents while reducing the organization’s liability through the 

training. As conveyed by a few participants, the selection process influenced the ability to 

learn policy, administrative duties, and investigative strategies. Learning opportunities 

offered through the mentoring program are designed to enhance work performance and 
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achieve the developmental possibilities established for junior federal agents. Table 3 

provides illustrative quotes from participants about mentor selection. 

Table 3 

 

Key Characteristics for Mentor Selection 
 

Code Participant Quotes 
 

Selection “Having a mentor who actually wants to mentor, who actually 

wants to do it, who is definitely invested into helping the 

newer agents come along.” (New to the organization/law 

enforcement experience) 
 

Characteristics “I had a senior training agent who trained me, and he was 

fantastic agent and very good at what he does. He recognized 

the value in training those people around him so he took the 

time to invest in myself and also others in the office.” (Prior 

employment with organization/no law enforcement) 

 

Selection “But I just feel like you might get better quality out of the 

mentor program if people are putting their name in a hat or 

receive some type of incentive for it.” (Prior employment with 

organization/no law enforcement) 

 

Characteristics “I had a great experience. I had a very involved training agent 

who had not been a training agent for a lot of years. So he was 

ready to train someone new. And he was very enthusiastic 

about it, and that enthusiasm definitely came through while 

we worked together.” (Prior employment with organization/no 

law enforcement) 
 

Selection, 

Characteristics 

“That person might not be the best person to be a training 

agent or not have the personality for the job like being 

outgoing and wants to teach the new generation.” (New to the 

organization/no law enforcement) 
 

 

 

Theme Two: Mentoring benefits. The second theme emerging from the 

interviews was mentoring benefit. The codes identified from the narratives were benefit, 

shared experience, learning, and investment. Within the theme, the participants described 

the value of the collaborative and supportive relationship gained from the shared 
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experience with the mentoring relationship. The participants consistently conveyed the 

value of the mentoring relationship and its impact on personnel and the organization. 

They conveyed how mentoring helped to bridge the gap in skills among junior and senior 

federal agents. Consistently, one participant described how the organization benefits from 

the mentoring experience by reducing the learning curve among junior and senior federal 

agents. 

The benefit of mentoring was conveyed by the participants as an important 

component of the transition process from the academy. According to the majority of the 

participants, mentoring helped shape the new federal agent into the role, providing 

guidance to understand the organization’s cultural norms, policies, and bridged 

opportunities to encourage networking. The participants also described having significant 

respect for senior federal agents and desiring to learn about their contributions to the 

organization. Moreover, the participants conveyed the importance of meeting the 

professional expectations of their peers to build credibility and rapport. Consistently, the 

participants stressed the importance of mentoring to further enhance opportunities to 

learn about the skills required to perform investigative and operational requirements 

successfully. 

The participants appeared forthcoming about their perceptions of the mentoring 

experience related to the benefit of the mentoring among junior and senior federal agents. 

Several participants described the significance of retrieving knowledge from individuals 

with years of experience. According to one participant, learning occurs in both directions 

in the mentoring relationship. The mentee described teaching the mentor about 

specialized investigative techniques, while the mentor shared various other investigative 
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strategies. The participants revealed that the mentor appreciated the opportunity to learn 

as well. The encounter appeared to leverage the relationship from the mentees’ 

perspective as influenced by the contribution of introducing unconventional and 

innovative techniques. 

Another participant described that the program is crucial when there is good 

communication. Many participants referred to the mentor-mentee relationship as a 

resource to ask questions, compare policy, and review investigative strategies. The 

mentoring experience was also described as a method to prevent the junior federal agent 

from distracting others with questions. Additionally, several participants described the 

mentoring program as a tool to help navigate through the experience as a junior federal 

agent. 

Among the participants, several reported negative experiences in the mentoring 

relationship but confirmed understanding the intent and value of the process. Except for a 

few, most participants consistently lauded the benefits received from mentoring. One 

participant stated the organization would be stronger and believed there would be 

improvements to the law enforcement profession if everyone had positive mentoring 

experiences like the interaction that occurred with the mentor assigned to that participant. 

Overall, participants described their appreciation for their positive experiences 

with the mentor and acknowledged the value of other mentors who demonstrated 

qualities to influence the success of the experience. The specific benefits described by the 

participants varied. Some participants referenced the importance of gaining cultural 

knowledge from the mentor, while others explained the importance of understanding the 

investigative strategies to manage cases properly based on their gained experience. In 
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general, the participants’ narratives provided meaning to the individual encounters during 

the mentoring process that all led to confirming valuable experiences. Table 4 provides 

excerpts of quotes from participants on the theme of mentor benefits. 

Table 4 

 

Key Characteristics for Mentoring Benefits 
 

Code Participant Quotes 
 

 

Mentor Benefit, 

Learning, Investment 

“Well, the most valuable aspect, in my opinion, is they make 

sure you don’t do anything that can jeopardize securing a 

conviction and trial, meaning that you don’t mess up evidence 

or you don’t get yourself in trouble, or you don’t jeopardize a 

case. We have so many policies and rules that guide our 

investigations that it’s almost impossible to know them all, 

and you kind of need experience to make sure you don't mess 

up.” (New to the organization/no law enforcement) 
 

Shared Experience, 

Mentor Benefit, 

Learning, Investment 

“My training agent wasn’t very technologically savvy, so I 

taught him a lot of things when it came to computers and his 

cell phone. Even our Samsung, he didn’t realize that you 

could access our driver’s license database through your cell 

phone. So it goes both ways.” (Prior employment with 

organization/no law enforcement) 
 

Mentor Benefit, 

Investment 

“In my experience, it does. Because if everyone had a training 

agent like I did, then I think we would be a much stronger, 

better organization. And you’d see a huge improvement across 

the field.” (Prior employment with organization/no law 

enforcement) 
 

Mentor Benefit, 

Investment, Shared 

Experience 

“Absolutely, I think having a training agent is very important, 

it’s crucial. It keeps the new agents from asking a lot of 

questions to the squad supervisor, there’s a lot of other things 

going on with the squad. There has to be good communication 

between the two individuals.” (Prior employment with 

organization/no law enforcement) 
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Theme Three: Forming relationships. The third theme emerging from the 

interviews was forming the mentor relationship. The codes identified from the narratives 

were skills, experience varied, and relationship. Within this theme, the participants 

referenced the importance of compatibility in the mentoring relationship. For instance, a 

participant described the need to establish a collaborative and congenial mentoring 

relationship. The participant also described how the pairing of individuals with similar 

personalities and the desire to maintain mutual respect for one another were imperative. 

For instance, a few participants referred to the ease of retaining information 

learned through relationships established with mutual concern for one another. Many of 

the participants described positive experiences. They also described how the relationship 

influenced their success in completing the mentoring process. Those with positive 

relationships consistently described flourishing in the process, while others appeared to 

struggle to gain valuable learning experiences. 

The participants described how building rapport during the mentoring experience 

helped create strong bonds within the relationship. Those who reported establishing 

cohesive relationships with their mentors had positive experiences, compared to those 

who did not have positive experiences during the mentoring process. The cohesive 

mentoring relationships continued after the formal mentoring experience. Forming 

cohesive relationships during the mentoring experience influenced partnerships for 

learning to manage cases. Many participants referred to the value of maintaining the 

relationships with their mentors. The positive relationships established during the 

mentoring process often continued throughout the duration of the federal agents’ careers. 
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In those instances, mentors often continued to provide support with pursuing leadership 

roles and guidance on exploring various work assignments offered within the 

organization. 

Several participants also expressed the benefit of mentors allowing mentees to 

immerse themselves in the investigative process. In support of those experiences, the 

participants acknowledged employing an integrative approach that encouraged the 

mentees to assume ownership of the work and increased their confidence. From the 

narratives, it was evident that those experiences helped to develop stable relationships 

that contributed to the success of mentoring and its learning outcomes. Ultimately, those 

types of experiences helped to shape the junior law enforcement understanding of the 

organization to be successful in the law enforcement profession. 

As related to forming relationships, another participant described appreciation for 

the mentor handling the relationship with respect. According to the participant, the 

mentor provided the direction for the relationship and promoted the mentoring 

relationship as a partnership. This was accompished when the mentor treated the mentee 

as an equal in the relationship, allowing the mentee to offer contributions to the work 

assignments. As a few participants conveyed, mentors valued the contribution of their 

mentees by taking advantage of their talents to support completing assignments. Table 5 

provides illustrative quotes from participants about forming relationships among mentees 

and mentors. 
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Table 5 

 

Key Characteristics of Forming Relationships Among Mentees and Mentors 
 

Code Participant Quotes 
 

 

Relationship 

Building, Experience 

Varied 

“I had a very involved training agent who had not been a 

training agent for a lot of years. So he was ready to train 

someone new. And he was very enthusiastic about it, and that 

enthusiasm definitely came through while we worked 

together. So I had a great experience.” (Prior employment 

with organization/no law enforcement) 
 

Relationship Building “I learned more from other people around me and doing my 

own research rather than learning from him. I learned more 

what not to do. I did not like my training agent’s style of 

doing things. He was really inpatient and spazzy a little bit.” 

(New to the organization/law enforcement experience) 

 

Relationship Building “My training agent and I got along really well. We are very 

different, but at the same time our personalities matched 

enough that we were able to work well together and she was 

able to provide me with really good guidance.” (New to the 

organization/no law enforcement) 
 

Relationship 

Building, Skills, 

Experience Varied 

“He took it seriously, took it as a mentorship role, essentially 

became a co-case agent on every case, reviewed all my work, 

gave me advice, never really did it in a “I know more than 

you” type of way or condescending way, but more as a 

legitimate partner trying to show you the ropes.” (New to the 

organization/no law enforcement) 
 

Relationship Building “Doing it because they want to, not because they feel like they 

have to. And I think that makes the relationship extremely 

genuine.” (New to the organization/no law enforcement) 
 

 

Theme Four: Mentor training. The fourth theme emerging from the interviews 

was training mentors. The codes identified from the narratives were training and 

guidance. Within the theme, the participants described the importance of having 

structured and consistent mentoring experiences influenced by training. For instance, 
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several participants’ agreed inconsistencies during the experiences were influenced by the 

lack of structure and guidance that could be offered through training. Also, the 

description of the mentor experience varied among participants to include engaging 

robust relationships to non-responsive relationships. Engaging was described by the 

participants as facilitating supportive encounters that included providing experimental 

opportunities conducive for learning and assisting with the integration of junior federal 

agents within the profession. The non-responsive description referred to the lack of 

availability and one that did not contribute to a supportive learning experience. 

Consistently, participants reported negative relationships were influenced by the lack of 

leadership experience and inability to lead others. 

For instance, a participant described the importance of transitioning from the 

training mode to performing tasks independently. A participant conveyed how the 

“learning curve” was significant and preparing mentors through training would support 

the success of junior federal agents during and after the mentoring experience. Overall, 

the participants alluded to the need to offer more guidance for mentors and to identify 

strategies to create consistency among mentoring experiences. 

The participants described the importance of training mentors to prepare for the 

role and understand their influence on the mentees during the mentoring experience. The 

participants also reported inconsistencies among mentee experiences. It was believed that 

training can enhance the mentoring process and help reduce the inconsistencies among 

mentees. During the training process, the expectations for the mentee and mentor can be 

better defined and reinforced. 
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For multiple reasons, the training theme was the most compelling. First, training 

was the least referenced among the themes. Second, training appeared to influence the 

outcome of the other themes. Last, many participants described training as the most 

crucial element of the mentoring experience. According to the participants, training was 

imperative. It was referenced by participants that providing adequate training ensures the 

learning curve is managed. Another noteworthy reference about training was the idea that 

identifying a solution, like training, influenced the frequency of the comments based on 

the reservations of the participants to share negative aspects of the experience. The 

participants avoided criticizing the current process, which likely influenced their ability 

to share their experiences openly. Table 6 provides illustrative quotes from participant 

interviews on mentor training. 

Table 6 

 

Key Characteristics for Providing Mentor Training 
 

Code Participant Quotes 
 

Mentor Guidance “There could be better guidance from whoever is writing the 

training agent program policy to give the training agent a better 

sense of what their supposed to do.” (New to the 

organization/no law enforcement) 
 

Mentor Guidance, 

Training 

“Overall, there’s little guidance with what the responsibilities of 

a training agent is or should be. It creates this wide disparity 

between training agents. You have some that are truly invested 

and are doing a ton, and some that essentially don’t do nothing, 

or are only there if you have questions and don't really guide 

you.” (New to the organization/no law enforcement) 
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Theme Five: Informal mentoring. The last theme emerging from the interviews 

was informal mentoring, which was referenced by all the participants. Informal 

mentoring was the only code used to create the theme. According to several of the 

participants, informal mentoring opportunities were established to supplement support 

provided by the assigned mentor. Within this theme, participants referenced the 

importance of developing layers of support within the organization to develop and build 

skills. 

In this theme, many participants also referred to seeking guidance from other 

peers to learn investigative strategies, consult on policy, and manage administrative tasks. 

It was apparent from the formal mentoring experiences that the mentor role established in 

the NADP had a systematic process designed to ensure that specific development 

opportunities occurred during the 18-month timeframe. However, inconsistency 

influenced a broader desire to learn from others based on learning preference, personality, 

and mutual interest in the relationship. Table 7 provides illustrative participant quotes 

about informal mentoring. 

Summary 

In summary, this chapter reviewed qualitative analysis, data organization, analysis 

procedures, and theme identification to understand the mentoring experience from the 

perspective of the junior federal agent. Ten junior federal agents shared their perceptions 

of the effectiveness of the mentoring relationship, uncovered the perceived obstacles 

encountered in the mentoring relationship by junior federal agents, and identified 

strategies that enhanced or hindered the effectiveness of the mentoring relationship. 

Several themes were derived from the narratives: selection of the mentor, mentoring 
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Table 7 

 

Key Characteristics of Informal Mentoring 
 

Code Participant Quotes 
 

Informal Mentoring “He was very inactive in what he was doing with his case 

work. I intentionally attached myself to someone else who I 

felt was active in their investigations.” (New to the 

organization/no law enforcement) 
 

Informal Mentoring “There’s a difference in knowledge and you have to try to fill 

that gap. But at the same time not make somebody feel like 

they’re beneath you or they don’t know what they're doing.” 

(Prior employment with organization/no law enforcement) 

 

Informal Mentoring “I learned more from other people around me and doing my 

own research rather learning from him. I learn more not to do. 

I did not like my training agent’s style of doing things. He was 

really inpatient and spazzy.” (New to the organization/law 

enforcement experience) 

 

Informal Mentoring “I’m trying to pull as many folks up as I can. And I don’t want 

to stop.” (Prior employment with organization/no law 

enforcement) 
 

 

 

 

benefits, relationship building, mentor training, and the influence of informal mentoring 

opportunities. The themes helped organize the research findings and expand the current 

research on mentoring among federal agents. 

Lastly, the data were synthesized to gain a collective understanding of the 

participants’ narratives. Overall, the participants conveyed the value of the mentoring 

experience as necessary. They consistently described the mentoring experience as 

beneficial to professional development. While some participants admitted concerns with 

inconsistencies, other participants expressed gratitude for the valuable learning 

opportunities led by the mentors. According to several participants, inconsistencies were 
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influenced by the lack of guidance and training provided to senior federal agents. As 

further confirmed through the narratives, engaging others in the learning process that 

extended beyond the formal mentoring relationship was inevitable in some 

circumstances. For the most part, mentoring experiences generally led to exceptional 

learning opportunities among junior and senior federal agents. 
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS 

 

Introduction 

 

The purpose of this study was to examine the mentoring experience from the 

perspective of junior federal agents. Although existing research provided information on 

mentoring, there was limited information on law enforcement mentoring from the 

perspective of the mentees. In this chapter, the research conclusions, proposed solutions, 

implications for implementation, and recommendations are presented. The research on 

mentoring experiences from the mentees’ perspective yielded concerns related to mentor 

selection, benefits, relationship building, training, and influences of informal mentoring 

opportunities. Understanding the effectiveness of mentoring experiences among federal 

agents can help to facilitate consistency within the law enforcement organization to 

improve professional development and the integrity of the profession. 

Purpose of the Study 

 

The purpose of this qualitative phenomenological study was to examine the 

mentoring experience from the perspective of junior federal agents. The qualitative study 

explored experiences of junior federal agents engaged in mentor-mentee relationships by 

examining their perceptions of the effectiveness of the mentoring relationship and 

obstacles encountered during the mentoring relationship, and identifying strategies that 

may enhance or hinder the effectiveness of the mentor-mentee relationship. 

Research Questions 

 

The phenomenon of mentor relationships among senior and junior federal agents 

was studied through information gathered during interviews, reviewing policies, and 

coding data to gauge the commonalities of the described experiences. The research 
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questions expanded on the experience of federal agents in peer mentor relationships 

through the in-depth interviews conducted by the researcher. The following research 

questions guided the qualitative study: 

Research question #1: In what way is the mentoring relationship of benefit to 

junior federal agents? 

Research question #2: What are the obstacles that decrease the benefit of the 

mentoring relationship? 

Research question #3: How can the mentoring relationship change the benefits 

and barriers to federal agents? 

Aim of the Study 

 

This qualitative study explored the experiences of junior law enforcement officers 

engaged in mentor-mentee relationships by examining their perceptions of effectiveness 

in a mentoring relationship and obstacles encountered during the mentoring relationship, 

and identifying strategies that enhanced or hindered the effectiveness of the mentoring 

relationship. The aim of the study was to provide insight into the benefits and detriments 

of implementing a mentoring program. The development of appropriate mentoring 

guidelines has practical implications as federal agents struggle to assimilate and develop 

the critical skills necessary to protect the communities they serve (Colaprete, 2009). 

Summary of the Findings 

 

The study contributes to the existing literature on law enforcement mentoring 

through the voice of the mentees. The research findings were consistent with Kammeyer- 

Muller and Judge (2008) who conveyed that supportive relationships are important and 

influence the impact of mentoring experiences. The participating junior federal agents 
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shared their perceptions of the effectiveness of the mentoring relationship, uncovered the 

perceived obstacles encountered in the mentoring relationship, and identified strategies 

that enhanced or hindered the effectiveness of the mentoring relationship. This process 

began with a review of the existing literature on mentoring within the law enforcement 

profession. After the literature was examined, the researcher reviewed program policy. 

Next, consultations with law enforcement experts occurred and the pilot study was 

conducted to help direct the foundation of the research process. 

Uncovered from the data analysis were the following themes: mentor selection, 

mentoring benefits, forming relationships, mentor training, and informal mentoring. The 

themes helped organize the research findings and provided meaning to the experiences of 

the junior federal agents. The findings further highlighted the challenges experienced by 

the junior federal agents as a result of their involvement in mentor relationships. It was 

apparent that the extent of inconsistencies was influenced by the selection of quality 

mentors and lack of training. Therefore, exploring mentoring trends was a timely 

endeavor to understand the relationship between mentee-mentor experiences. 

The participants gave voice to their experiences with senior federal agents by 

sharing intimate details about their interactions during the mentoring relationship. For 

instance, the majority of the participants revealed concerns about the variation of 

experiences shared by fellow mentees; however, they also described the mentor program 

as a valuable tool to orient junior federal agents. To elaborate, many participants also 

shared that they received robust learning experiences from the mentors, while others 

struggled to gain similar opportunities. Further revealed in the research findings was the 

importance of recruiting qualified mentors and providing adequate mentor training to 
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influence consistency during the mentoring experiences. The mentoring relationship 

yielded valuable benefits to those in the relationship and the organizational discipline that 

promotes such developmental opportunities (Rosso, Dekas, & Wrzesniewski, 2010). 

Consistent with the research conducted by Colaprete (2008), the findings supported how 

shared experiences through mentoring helped to orient new federal agents. Mentoring 

opportunities are known to assist with the orientation of new professionals through 

sharing experiences, shadowing, encouraging the development of authentic relationships, 

and various other strategies that foster the success of mentee and mentor experiences 

(Ragins & Verbos, 2007; Rosso, Dekas, & Wrzesniewski, 2010). To conclude, sharing 

knowledge and skills among federal agents proved to be valuable for both the mentor and 

the mentee. 

Proposed Solutions 

 

The proposed solutions to the study include enhancing the mentor selection 

criteria, changing the name of the program to the New Agent Development and 

Mentoring Program, and enhancing mentor training. The rationale for these solutions 

derived from the participants’ narratives which suggested inconsistencies in the 

mentoring experiences. Those experiences were believed to be influenced by the 

selection and training of mentors. Additionally, the mentor’s motivation to volunteer is 

also worth exploring. Examining the motivation of the mentor can provide insight into 

influence and assist with enhancing the criteria selection process for identifying ideal 

mentors to support the mentoring program. Reviewing the selection criteria and training 

process will provide a thorough understanding of circumstances that influence the 
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mentoring experience. The review will also examine strategies to resolve program 

discrepancies by implementing the suggested recommendations. 

Implications of the research findings include creating robust mentor selection 

criteria, changing the name of the program, and endorsing the development of structured 

training for mentors. Initially, reviewing the selection criteria will help to understand the 

characteristics of those who volunteer, compared to those potential mentor candidates 

who are perceived as ideal for the mentor role. Then, reviewing the training will help to 

examine modules that require enhancements and monitor elements of the training that are 

congruent with the proposed recommendations. 

Mentor Selection 

 

Regarding mentor selection, the selection of mentors is imperative to ensure 

senior federal agents are appropriately paired with junior federal agents. The rationale for 

this solution was derived from the participants’ narratives suggesting that the 

characteristics and qualities of mentors varied. According to reports from the participants, 

the variations in characteristics and qualities were likely influenced by how mentors 

entered into the mentoring program. For instance, some mentors requested involvement 

in the program, many mentors were volunteered by management, and others were 

selected to mentor based on available personnel resources in the office. 

Implications of the research findings include developing in-depth criteria to 

determine qualities that are consistent with creating optimal mentoring experiences. The 

research findings provided a brief overview of qualities shared by the participants. 

Learning from the mentor is equally important. Developing the selection criteria should 

include input from both mentee and mentor. Information learned from the mentee and 
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mentor can help develop criteria to examine the success of the mentor process. The 

criteria will help create a comprehensive understanding of program qualities to address 

the needs of federal agents. Further soliciting input from both participants of the 

mentoring experience can influence buy-in for the development of the selection criteria 

and program progress. 

Volunteering to mentor within the organization was described as important by all 

participants. Mentoring helps enhance success among peers and creates networking 

opportunities among federal agents (Colaprete, 2008). As many participants shared, the 

willingness of some senior professionals to mentor demonstrates dedication to the 

organization and interest to provide guidance to peers. Therefore, learning what 

influences federal agents to volunteer is important when creating the selection criteria. 

Recommended selection criteria will review the interest of the mentor to participate in the 

program, identify commitment to the mentoring process, determine the mentor’s 

availability and previous mentoring experience, and review the needs of mentees. 

Implementing recommendations will benefit the organization and offer guidance 

to the mentor when facilitating developmental opportunities led by the mentor. Such 

changes will enhance the preparation currently provided to junior law enforcement and 

support the transition from trainee as a junior federal agent to working independently 

within the profession. The researcher does not foresee concerns or barriers that may 

influence the development of the selection criteria. However, there is the potential to 

have resistance to enforcing the implementation of the criteria. 
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Mentor Training 

 

Regarding the training recommendation, the training will be designed to inform 

the mentor and mentee about the expectations of the mentoring program. The 

recommended quarterly training requirement will be facilitated by the program 

coordinator assigned to each office. Launching the training initiative will include training 

key personnel in their responsibility to deliver the training to the mentors. The 

recommended training protocol will include quarterly reviews of the mentoring process, 

leading others, and using strategies to build rapport. The suggested training cycle is 

consistent with various other administrative requirements and could easily be integrated 

into the current developmental process. The goal of the training will be to provide the 

mentor with tools to replicate in those relationships. Also, during the mentoring 

relationship, it is vital to share the expectations of the program and the value of the 

learning process. Essentially, there is the need to offer training to mentors to prepare for 

the mentoring program. Mentors can benefit from training opportunities to learn the best 

approach to manage the experience for the mentee. Ensuring that the experiences are 

beneficial and valuable to the mentee relies primarily on the mentor. The mentor’s 

influence on the mentee significantly impacts one’s orientation to the organization. 

Therefore, investing in the process benefits the operational strategies conveyed to the 

mentee and can enhance the reputation of the organization by offering consistent 

developmental tools that are facilitated by the mentor. 

The existing policy focuses on facilitating the experiences of applying skills to 

practice, reviewing policy, and preparing junior federal agents to adapting to the 

organization’s expectations (Feldman et al., 2009). Recommended changes to the policy 
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to update mentor training will include creating a cultural shift in promoting mentoring 

throughout the lifespan of one’s career. The training process will facilitate mentoring for 

the mentor. The mentoring experience for the mentor will help prepare the relationship 

with the mentee. The federal agent's developmental process derives from the 

experience of being mentored. Also, understanding the mentee’s perspective will help 

to support other mentees through the mentoring experience. The developmental model of 

creating a professional mentoring program for federal agents was consistently referenced 

in many studies identified in the literature (Feldman et al., 2009; Giancola, Heaney, 

Metzger, & Whitman, 2016). The mentees described that the consequences of mentoring 

experiences often resulted in developing positive relationships that were maintained 

throughout the duration of one’s career. The participants described enhancing mentor 

training as essential for reinforcing success. Consistently, the value of mentoring was 

expressed through all the participants’ narratives which revealed the importance of 

structured and informal mentoring experiences for federal agents to learn, network, and 

collaborate within the profession. Another unique aspect of those types of mentoring 

programs is the emphasis on work-life balance that often focuses on managing the 

influence of personal challenges that impact professional goals (Feldman et al., 2009). 

Additionally, several participants referenced compelling experiences with the mentor that 

expressed sincere interest in the mentee’s personal and professional well-being. 

Accordingly, those relationships were formed during the formal mentoring process, but 

extended well beyond the formal expectations of the program. 

Implementing the training recommendation will require resources to develop 

training modules, track training accomplishments, and examine training effectiveness. 
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Another consideration is the additional time commitment for the mentor to engage in 

training. During the mentoring relationship, the senior federal agent must maintain cases 

and manage daily requirements. Adding more responsibilities, like increased training 

requirements, may further discourage the ideal mentor candidate from volunteering. 

Consequently, potential barriers for implementing changes to the policy include 

the inability to receive leadership’s buy-in on promoting and integrating mentoring into 

the organization’s mission. The focus on career development and success will create a 

shift from the rigid focus of facilitating developmental opportunities and documenting the 

completion of specific tasks. The next barrier is informing all federal agents about the 

change in direction within the organization regarding mentoring. Preparing the new 

generation of mentors for understanding the expectations of the mentor’s role will require 

a commitment to lead through the mentoring, training, and support of leadership. The 

mentoring experience benefits the mentor and mentee. It is also worth noting that various 

forms of mentoring have existed within the organization for decades. Therefore, the 

challenge of adopting the changes may require time and extensive training to support the 

adjustment. Furthermore, the mentor program is embedded in the training process, and 

for that reason, the program must continue while adjustments are applied to avoid the 

interruption in training. 

Program Name Change 

 

Changing the current program name to the New Agent Development and 

Mentoring Program will reinforce the focus of mentoring among federal agents. The New 

Agent Development Program includes training and mentoring for federal agents. While in 

the New Agent Development Program, junior federal agents are paired with senior 
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federal agents to facilitate developmental opportunities. The training component of the 

program is designed to provide structured developmental experiences for federal agents 

to support them throughout their careers. Developmental experiences occur over 18 

months to complete training requirements. Mentoring occurs among federal agents while 

in the program to help with the transition from the academy and supports to complete 

training requirements. The formerly lost focus on mentoring offered during the New 

Agent Development Program will instead be enhanced by adding mentoring to the 

program name. The name change will add value to the program’s purpose and highlight a 

critical element of the development process. 

Implementation of the Proposed Solutions 

 

Steps required to implement the proposed solutions consist of working with the 

organization’s training and professional development teams to design quarterly training 

modules for mentors. Next, revising the selection protocol will require working with 

personnel who manage the New Agent Development Program to review the current 

selection process and coordinate revisions. Recommendations for the changes will be 

gathered by canvassing federal agents that previously engaged in mentoring experiences. 

The information gained from those experiences will help formulate the protocol criteria. 

Finally, changing the name of the program requires creating a proposal to demonstrate 

the need for the name change. The proposal will go through a review process, and a 

determination will be approved or denied. 

Implications for Further Research 

 

Conducting additional research can be useful to examine the relevance of 

mentoring among federal agents. Several considerations for alternate research options 
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include exploring the perspective of the mentor, comparing experiences of mentees from 

other law enforcement organizations, and comparing the differences in mentees’ 

experiences based on the number of employees—specifically comparing offices with 

under 400 federal agents with offices that have over 1,000 law enforcement personnel. 

As previously noted, it is equally beneficial to review mentoring from the lens of 

the mentor to gain a comprehensive understanding of the experience from both mentors 

and mentees. Exploring the perspective of the mentor would be accomplished through a 

qualitative study. Next, comparing the mentees’ experiences with the experience of 

federal agents from other organizations requires a quantitative study. Through these 

studies, a comparison may reveal cultural and training differences that influence the 

research outcomes. For example, engaging an organization that embeds formal mentoring 

in various stages of career development could yield difference results, compared to an 

organization that does not have formal mentoring initiatives throughout the career of the 

federal agents. 

Lastly, comparing the experiences of mentees among federal agents based on 

office size may reveal differences in experiences, program success, and learning 

outcomes. Research outcomes may reveal that offices with personnel under 400 will limit 

the selection of mentors. Limitations to personnel resources may also force federal agents 

who do not demonstrate appropriate qualities to participants in the mentoring program. 

Also, participating in the mentoring program while assigned to an office with over 1,000 

federal agents may offer a different experience compared to the smaller office. 

Overall, the relevance for implementing mentoring programs will be substantiated 

with further research. The research can provide more comprehensive insight into 
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experiences related to training, selection criteria, and other important elements involving 

mentoring experiences among federal agents. 

Summary of the Study 

 

To conclude, the study was designed to develop a deeper understanding of 

mentees’ mentoring experiences with senior federal agents. Conclusions drawn from the 

data revealed mentoring is an intricate component of professional development for 

sharing skills and adapting within the law enforcement profession. The research proved 

the peer mentoring process to be of value in the transition of preparing junior federal 

agents. The pairing of compatible professionals through mentor-mentee relationships 

offers opportunities for mutual learning and shared talents. The study examined areas of 

federal agents’ experiences that were not previously examined in the literature. However, 

the review of literature helped to determine the relevance of the research topic and 

identified implications for future research in the areas of law enforcement, workforce 

development strategies, and mentoring. The literature also established the basis for 

examining the mentees’ perceptions of the mentoring experience. Recommendations 

influenced by the research findings revealed the importance of recruiting qualified 

mentors and enhancing mentor training to influence consistency during mentoring 

experiences. Reviewing the selection criteria and enhancing training will help mentees 

experience a seamless transition into the law enforcement profession. To conclude, 

enhancing the mentoring process can reduce liability for the organization and further 

develop professional expectations for junior federal agents. 
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Appendix A 

 
Interview Questions 

 

Eligibility Criteria 

 

1. How long have you worked as a law enforcement professional with this 

organization? When did you complete the New Agent Development Program 

(NADP)? 

Demographics 

 

2a. What is your age? 

 

2b. What is your identified gender? 

2c. What is your identified race? 

2d. What are the demographics of your mentor? 

 

Questions 

 

3. Describe your experience in the mentoring relationship with the Field Training 

Agent (FTA)? 

a. Was the experience positive? If so, explain. 
 

b. Was the experience negative? If so, explain. 

 

4. What do you foresee as the most and least valuable aspects of the mentoring 

experience? 

5. In what ways did the mentoring relationship impact your professional or personal 

development as an employee? 

a. From your perspective, does the mentoring experience benefit the 

organization? Why or why not? 
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6. What aspects of the mentoring relationship enhance or hinder the development 

process of junior law enforcement professionals? 

a. Why does it enhance? 

 

b. Why does it hinder? 

 

7. In your opinion, what additional resources were needed to support mentoring 

opportunities with the organization? 

8. What influenced the effectiveness of your mentoring relationship? 
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Appendix B 

 

Table of Meaning Units, Essence Description, Codes, and Significant Statements 
 

Meaning Units  Essence 

Description 

Codes Significant Statements 

Mentor 

Selection 

 

 

 

 

 

 

 

 

 

 

 

 
Mentoring 

Benefit 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Forming 

Relationships 

Participants 

described the 

importance of the 

selection process 

to gain from the 

mentoring 

experience. 

 

 

 

 

 

 

 

Participants 

reported the 

value of the 

collaborative and 

supportive 

relationship to 

gain from the 

shared experience 

within the 

mentoring 

relationship. 

 

 

 

 

 
 

Participants 

described the 

importance of 

compatibility 

within the 

mentoring 

relationship. 

Selection, 

Characteristics 

 

 

 

 

 

 

 

 

 

 

 

 
Mentor 

Benefit, 

Shared 

Experience, 

Learning, 

Investment 

 

 

 

 

 

 

 

 

 

 
Relationship 

Building, 

Skills, 

Experience 

Varied 

 Mentor was an experienced LE 

 Strong mentor will be valuable 

 Mentee worked with mentor to 
work through obstacles 

 Willingness relationship among 
both 

 Mentor had a reputable reputation. 

 Desire to learn from senior 
coworker 

 Mentor focused on career and 
distracted by the mentoring 

 Mentor non-responsive 

 Importance of mentor selection 

 

 Mentee want to emulate behavior 

 Mentee learned from mentor 

 Mentee learned how to develop 
relationships with coworkers, 
community liaison, suspects. 

 Benefit to the organization 

 Mentee received a variety of 
opportunities through the 
experience. 

 Encouraged not to become 
stagnant in ones’ career 

 Mentor concern for the success of 
others 

 Opportunities for networking 

 Shared resources 

 Gained from the experience 

 Finding relationship that gel 

 Compatible relationships 

 Relationship extended beyond the 
formal relationship 

 Mutually desired relationship 

 Mutual respect 
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Meaning Units Essence Description Codes Significant Statements 

Mentor 

Training 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Informal 

mentoring 

Participants described 

the importance of 

having structured and 

consistent mentoring 

experiences influenced 

by training. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Participants described 

how the mentoring 

relationships extended 

beyond formal 

relationship. 

Training, 

Mentor 

Guidance 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Informal 

Mentoring 

 Mentee had a well-rounded 
experience. 

 Knowledge sharing 

 Mentee was thought strategies to 
anticipate problems (case work) 

 Received assistance from mentor- 
shared knowledge 

 Experience prepared mentor to 
manage tasks 

 Mentor has the skill to share how 
not to jeopardize casework 

 Appropriate selection is necessary. 

 Need for structured experience 

 Better guidance regarding the 
process 

 Inconsistency in the experience 

 Lack of guidance for the mentor 

 Offer more practical experience 

 

 Mentoring relationship inclusive, 
both benefit 

 Inclusive learning 

 Sought out informal mentoring to 
supplement formal mentoring 


