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Abstract 

The purpose of this qualitative, phenomenological study was to explore the experiences 

of directors of mentoring programs that target African American men at a large, urban, 

multisite campus on the East Coast.  Fifteen directors of targeted mentoring programs 

were interviewed to elicit their lived-experiences with the phenomenon of leading 

African American males.  Interviews with study participants revealed common themes in 

the leadership styles of these directors.  One theme identified through the interviews is 

the need for leaders of mentoring programs targeting African American men to 

understand their role as a leader.  Another theme was that directors needed to understand 

how they motivated students toward success.  The subthemes of student engagement; 

meeting students in the moment, being an authentic leader, serving as a role model, and 

building community, emerged out of both above themes.  Implications for leaders of 

targeted mentoring programs include the need for directors to be aware of their leadership 

skills to enhance program outcomes, the need for institutions to provide appropriate 

resources for targeted mentoring programs such as leadership development, and the need 

to develop resources to address the realities of racial disparities.  Mentoring directors 

must be sensitive to the needs of African American males, and encourage staff to meet 

those specific needs.  Leaders of targeted mentoring programs must continuously 

promote the importance of the role that mentoring programs has in higher education.  

Finally, institutional leaders must work to enhance institutional resources to address the 

needs of African American males in higher education. 

 

Keywords: African American Males, Mentoring, Education, Leadership, Leadership 
Styles 
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CHAPTER ONE: INTRODUCTION 

Leading African American Men 

Thomas Jefferson, the third President and a founding father of the United States, 

stated that a prerequisite for the continued existence of a free people is an educated 

citizenry (Jefferson & Johnston, 1903).  For Thomas Jefferson, good citizenship is 

synonymous with earning an education, however, not all citizens in this nation are 

fulfilling this Jeffersonian ideology of good citizenship.  Specifically, African American 

men are not fulfilling this philosophy, and earning an education at the same rate as their 

White male peers (ACT, 2013; Cuyjet, 2006; Harper, 2006).   

African American males lag far behind their White counterparts, with the lowest 

college persistence and graduation rates in the nation (ACT, 2013).  Nationally, only 33% 

of African American men finish college in six years (Harper, 2006).  On the other hand, 

approximately 60% of White students complete college in six years (ACT, 2013; 

Strayhorn, 2008).  Subsequently, some estimate there is as much as a 20% gap in college 

degree attainment between African American and White males (ACT, 2013).  

Furthermore, African Americans have the lowest male-to-female college completion 

ratio, with the women persisting in and completing college at proportionally higher rates 

than African American males (Cuyjet, 2006; Perrakis, 2008).  These disparate graduation 

rates occur in both private and public institutions (Harper, 2006).  The subject of low 

academic achievement at the collegiate level by African American males has been 

highlighted in numerous publications over the past several years (see ACT, 2012; Cuyjet, 

2006; Harper & Davis, 2012; Perrakis, 2008), and with a third of African American men 
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not graduating college in six years, this achievement gap has reached epic proportions 

(Harper, 2006). 

One way to address these persistence and graduation rate discrepancies includes, 

exploring the experiences of leaders of various targeted mentoring programs that exist in 

higher education that encourage, and help African American male students persist, and 

ultimately graduate from college.  The exploration of the leadership practices performed 

by directors who lead these targeted mentorship programs, allows for a deeper 

understanding of how they can best empower African American male students to succeed 

in college.  

Statement of the Problem 

A college degree is increasingly more important in today’s society.  There is an 

emerging difference in the overall earning potential of those with high school diplomas 

and those with bachelor’s degrees (Perna, 2006).  During the 15-year period between 

1979 and 1994, the weekly earnings of those who graduated college increased by 20%, 

while the weekly wages of only high school diploma earners declined by 20% (Day & 

Newburger, 2002; Gottschalk, 1997).  Although the economic benefit for each 

subsequent level of educational attainment varies by racial group, college-degree holders 

make significantly more money over a lifetime (Day & Newburger, 2002).  According to 

Day and Newburger (2002), Americans without college degrees earn almost $700,000 

less in their lifetime than Americans with college degrees.  For long-term familial and 

community stability, it is essential for African American males to earn college degrees.  

Despite the importance of degree attainment in higher education, low persistence and 
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graduation rates lingers among African American males in colleges.  Without college 

degrees, African American males are at a severe economic disadvantage.  

In an effort to address persistence rates that are systemically lower among African 

American males than any other racial group or gender, many colleges have begun 

instituting target programs with a mentoring component designed to address the 

achievement gap, providing academic and social support (ACT, 2013; Harper, Patton, & 

Wooden, 2009; Strayhorn, 2008).  Structured mentoring programs have demonstrated the 

ability to increase African American students’ academic and personal success, but more 

research needs to be done on the leadership of these programs (Bonner, 2010; Harper, 

2006).  As a researcher, it is important to examine the leadership of structured mentoring 

programs to determine which practices best facilitate success (as defined by continued 

persistence towards graduation) among African American males once they have entered 

college.  Leaders in higher education institutions can benefit from the findings of this 

study to best support the collegiate success of African American males.  Specifically, as 

mentoring increasingly becomes a tool to augment persistence and graduation rates, 

institutional leaders need to understand how to improve the outcomes of these targeted 

mentoring programs.  Understanding the leadership practices performed by directors of 

mentoring programs that target African American males, and that best engage African 

American students, will increase the likelihood of program success.  

Purpose of the Study 

The purpose of this qualitative, phenomenological study was to understand the 

lived-experiences of directors of mentoring programs targeting African American males 

in a large, urban, multisite University on the East Coast.  In this study, the researcher 
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examined the experiences of these directors with interest in the leadership practices 

performed, and how these actions were commonly used to generate success among 

participants enrolled in the mentoring program.  Success was generally defined as 

persistence towards graduation. 

Research Question 

The primary purpose of this study was to examine the relationship between the 

leadership practices of directors, and the persistence rates of their African American male 

participants at a large, urban, multi-site University on the East Coast, The Black Male 

Initiative (BMI) program.  The central research question addressed by this study was: 

What leadership characteristics best promote the persistence rate of African American 

males enrolled in a large, urban, multi-site University’s Black Male Initiative Program on 

the east coast? 

Method Overview 

At the core of this research study are the shared lived-experiences of directors of 

structured targeted mentoring programs for African American males, and how they 

experience leading one of the BMI mentoring programs at a multi-site University in a 

way that stimulates success.  This BMI program is an assemblage of 32 funded projects 

across 24 campuses.  Each of the BMI-funded projects is guided by six overarching goals 

supervised by central office administrators, but each campus implements and manages 

their campus-based project independently.  Each funded project supports the enrollment 

and retention of students from underrepresented groups, specifically African American 

males, through structured mentorship.  Structured mentoring programs help develop the 

academic, social, and interpersonal skills of students (Strayhorn, 2008).  Although BMI-
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funded projects help motivate students and provide important support to African 

American males, additional program evaluation is needed to determine the actual impact 

of the program leadership on students’ persistence towards graduation.  Studying the 

leadership practices performed by the directors as they lead these structured targeted 

mentoring programs can facilitate an understanding of how to best promote success 

among the programs’ participants.  For this study, research involved extensive fieldwork 

in the form of comprehensive interviews, and observations of directors who managed 

individual structured mentoring projects within the BMI program.  Through these 

interviews and observations, specific patterns emerged.   

The theoretical assumptions undergirding this study were that mentoring 

programs increase retention and graduation rates among mentored African American 

males, and how the practices they performed influenced this success.  To create, 

implement, and maintain sustainable mentoring programs, these directors must 

understand their own leadership styles, and which characteristics they use to engage 

students.  This research study aimed to understand how these directors practice leadership 

as they lead mentoring programs that target African American males.   

Definition of Terms 

Throughout the literature on college-based mentoring programs, and leadership, a 

number of terms pertain to the foundation of this research that require operational 

definitions.  In order to empirically measure each variable and provide clarity for the 

study, the following variables were operationalized. 
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Achievement Gap: Discrepancy in scores on state or national achievement tests 

or graduation rates between various student demographic groups (Anderson, Medrich, & 

Fowler, 2007). 

African American: Students who self-identify with/as relating to the experience 

of the African diaspora.  This includes, but is not limited to, students who self-identify as 

African, Caribbean, Caribbean American, and Black.  

Leadership Skills: Acts or behaviors exhibited by a leader/mentor that attempt to 

influence protégés (Bass, 1999; Haslam, Reicher, & Platow, 2011).  

Persistence: Consistent full-time enrollment until degree completion.  

Program Director: One who plans, implements, and supervises an institution’s 

program or services. 

Structured Targeted Mentoring Program: Organized program targeted towards 

a specific group of students—in this case, African American students—wherein students 

are matched with either institution faculty or students to be mentored.  

Success: Success in this study was operationalized as persistence towards 

graduation. 

Sustainability: The viability of expanding or duplicating a program throughout a 

larger system. 

Assumptions 

The underlying assumption of this study was that the leadership styles of the 

directors of mentoring programs were identifiable, quantifiable, and duplicable to other 

programs.  It was also assumed that the leadership styles of the mentoring directors 

participating in the study were, at least in part, responsible for the program’s success, and 
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that this success was reflected in student persistence and graduation.  Finally, it was 

presumed that directors have insight into their own leadership styles, and were honest in 

their responses to interview questions about their leadership styles and characteristics.  

Delimitations 

A delimitation of this study is that it was limited to directors of one model of a 

structured mentorship program in higher education, and the findings may not apply to 

institutions of higher education outside of the study site’s demographics.  Specifically, 

these targeted mentoring programs are part of one overarching program that is 

implemented individually at a large, urban, multiple-campus University on the East 

Coast.  This type of implementation may not apply to other similar programs in different 

states or cities.  In addition, participation in this study was delimited to structured 

mentoring programs that target African American males in higher education, and is not 

necessarily applicable to other ethnicities.  The focus of this study was how directors of 

structured mentoring programs targeting African American males experience leading, and 

what skills are used to engage students.  

Limitations 

There were several limitations of this research that are important to address.  One 

limitation to this study was the ability of study participants to articulate their leadership 

experience.  Participants needed to assess and describe their leadership styles and 

characteristics.  Moreover, the researcher’s role and relationship to the participants could 

also serve as a potential limitation.  Participants were aware of the researcher’s role as a 

BMI director, and as such, the researcher was positioned in the dual roles of peer and 

interviewer to the respondents.  Sharing information with a peer could have influenced 
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participants to give answers that were inclined to please the researcher or highlight the 

positive aspects of their program.  It would have been unethical for the researcher to 

attempt to control or manipulate how participants respond, and it was important to 

provide participants with a disclaimer that encouraged them not to modify behaviors or 

answers to fit a preconceived notion.  This information was clearly articulated to the 

participants.  Finally, the length of study was a potential limitation.  While the 

observations and interviews were extensive, they were nevertheless conducted over a 

limited interval of time.  Thus, this potential temporal limitation provided a glimpse of 

the studied phenomenon. 

Significance of the Study 

With an achievement gap estimated as high as 20% among African American 

male college students, it is evident that more research is needed to resolve this gap (ACT, 

2013).  Mentoring is an important tool for addressing the higher education issues of low 

graduation rates among African American males (Harper, 2006; Strayhorn, 2008).  As 

these institutions increasingly use targeted mentoring as a means of addressing the 

achievement gap, research on the more effective leadership characteristics utilized by 

program leaders will generate crucial findings.  This has important implications for 

leaders working with African American males in higher education.  While preliminary 

research has begun on effective targeted mentoring programs, there is a dearth of research 

on effective leadership techniques for directors of these programs.   

Leadership is more than the management of programing to meet organizational 

goals; it is inspiring individuals to want to reach their goals (Haslam et al., 2011).  In 

education, the goal many students aspire to reach is the attainment of a college degree.  
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Educational leaders who gain a better understanding about how to inspire African 

American males, may influence the educational outcomes for this population, which will 

ultimately result in more effective institutional leaders that increase institutional 

outcomes.  

Summary 

The achievement gap of African American males is a prevalent and pressing 

issue.  Some higher education institutions have responded to the high achievement gap by 

creating mentoring programs targeted to reach African American male students.  These 

programs provide a sense of community, increase the academic, and social skills of their 

participants, and lower the achievement gap in certain circumstances; however, more 

research is needed (Brittian, Sy, & Stokes, 2009; Jaswal & McClaine-Jaswal, 2008).  The 

purpose of this phenomenological study was to understand through the lived-experiences 

of directors how to best promote persistence, and increase student success among African 

American males in a large, urban, multi-site University’s Black Male Initiative mentoring 

program on the East Coast.  The remaining chapters of this dissertation outline the 

relevant literature on the topics of African American persistence, structured mentoring 

programs, and leadership styles (Chapter Two), the methodology of this 

phenomenological study (Chapter Three), the findings of the study (Chapter Four), and 

conclusions and recommendations (Chapter Five).  
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CHAPTER TWO: LITERATURE REVIEW 

This chapter presents a review of the literature relevant to African American 

college students, African American males in college, structured mentoring programs, 

mentoring programs targeting African American male college students, the leadership 

experience of directors of targeted structured mentorship programs, and the relationship 

between leadership practices, and effectiveness.  

The first section contains information on the persistence rates of African 

American students in higher education.  Emphasis is placed on possible causes of low 

persistence rates, such as personal, and organizational cultural dissonance for African 

American college students, and mentorship’s ability to alleviate this problem.  

Additionally, this chapter explores the important concepts of critical race theory, 

stereotype threat, and John Henryism. 

The second section contains a review of structured mentoring programs and their 

utilization in higher education.  Emphasis in this section is on mentorship as a tool to aid 

in strengthening the persistence rate of African American students.  The articles selected 

provide a glimpse into the effectiveness of structured mentoring, and its ability to 

enhance the minority student experience in higher education.  

The third section contains a review of the importance of the relationship between 

mentoring programs and leadership.  It defines how we look at leadership as well as 

includes relevant literature on the normative leadership theories of transformational, 

transactional, and authentic leadership styles as related to generating programmatic 

success for targeted structured mentoring programs.   
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The articles selected provide insight into the importance of the role leadership 

style plays in overall program effectiveness.  In this literature analysis, the relationship 

between each of these articles, and the overall topic of leadership in structured 

mentorship programs is demonstrated.   

African American Student Persistence 

The willingness of students to persevere in college plays a vital role in their 

overall success, specifically, graduation.  Understanding why one group of students has a 

higher persistence rate than another is important information for institutions, especially 

because the data demonstrates that certain groups have lower persistence rates than 

others.  For example, the persistence rates for African American males in college are 

lower than other genders and ethnicities (ACT, 2013).  African American males were 

2.7% less likely to persist than African American females (Hu & St. John, 2001), and 

African Americans are 20% less likely to persist than White students in higher education 

(ACT, 2013).  The reasons for low persistence rates among African Americans are 

complex.  Hagedorn, Maxwell, and Hampton (2001) cited the lack of clear goals, taking 

too many courses, an unclear view of personal skills, and the lack of acculturation as 

possible causes of low persistence among African American males.   

Some scholars have also cited under-preparedness as a reason for lower 

persistence rates among African American students.  Under-preparedness for college can 

lead to poor academic performance and lower persistence rates among African American 

students.  According to Leppel (2002), under-preparedness stemming from inadequate 

secondary education is a factor in low persistence rates for African American students.  

Students who receive inadequate preparation are ill-equipped for college thus making 
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higher education more stressful and difficult.  This stress can lead to feelings of 

frustration and inadequacy, causing a student to stop persisting (Leppel, 2002).  Being 

underprepared for college is problematic because students’ capacity to perform 

competitively, and persist until graduation is at risk before their college career begins.  

Further, students who arrive at college underprepared often achieve lower grades.  Hu 

and St. John (2001) stated that college students with lower academic achievement are 

more likely not to persist to graduation; in fact, students averaging grades of “C” in 

college are over 40% less likely to persist.   

Although there have been some gains towards college persistence and completion 

among some groups, the same improvement has not been seen for African American 

students.  According to Kim (2011), two groups made significant gains in college degree 

attainment over the past 20 years.  Specifically, 65% of Asian Americans 25 years of age 

and older, held bachelor’s degrees in 2009 versus 54.2 % of the same population held 

degrees in 1998.  Likewise, 44.9% of Whites 25 years of age and older, held bachelor’s 

degrees in 2009 whereas only 38.5% of Whites, 25 years of age or older held degrees in 

1998.  On the other hand, 24.7% of African Americans 25 years of age and older, held a 

bachelor’s degree in 1998 versus 25.0% in 2009.   Overall, there has been some 

improvement in the success rate of African Americans, but that has been incremental 

compared to the gains made by other groups, specifically their White and Asian 

counterparts. 

Academic Integration 

Research by Astin (1984) and Tinto (1993) outlined several factors that they 

found contribute to higher persistence rates for college students.  For example, Astin 
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(1984) stressed the importance of student participation in campus life.  Students who 

participate more readily in campus activities have more interaction with faculty, staff, and 

students, and are more engaged in learning.  Similarly, Tinto (1993) suggested that 

academic and social integration are key components of student persistence.  According to 

Tinto (1993), academic integration occurs when a student cognitively connects with his 

or her personal growth and the intellectual environment of the institution.  For example, 

when a student accepts the courses they are registered for regardless of their skill level, 

and can succeed in them without losing confidence, then they have academically 

integrated into the institution (Tinto, 1993).  If a student is not academically integrated 

into the institution, disconnect between the student and the institution can occur leading 

to disinterest or withdrawal from the institution (Tinto, 1993).  According to Tinto (1997) 

the greater the student integrates into the institution’s overall culture, the greater the 

chances that the student will persist because involvement influences learning.  It is 

through academic integration that students increase their knowledge and skills especially 

when connecting with faculty in and out of the classroom (Tinto, 1997).  According to 

Tinto (1997) social integration is also important to students’ success.    

Social Integration 

Social integration occurs when a student can successfully interact with peers, 

without being negatively influenced.  For example, students who are socially integrated 

acclimate into the social community of an institution (Astin, 1984; Tinto, 1993).  For 

some students social integration may be as or more important than academic integration 

(Tinto 1997).  Further, students who may not be high academic achievers will remain at 

an institution because they are socially integrated (Tinto, 1997).  Conversely, students 
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who are less engaged socially in their college are more likely to withdraw from classes 

(Bui, 2002).  Ultimately, the academic and social integration of students are crucial 

factors towards their success because both of these factors anchor students to the 

institution, and thus increase the likelihood that they persist to graduation (Tinto, 1997).   

Cultural Integration 

In addition to the academic and social integration into an institution, cultural 

integration is also important.  Connectivity to an institution’s culture is also an important 

factor in college success for students.  Students who are not connected to the institution 

fare worse than students who are culturally connected.  Lee (1999) stated African 

American male students often experience culture dissonance at their institutions.  Cultural 

dissonance is defined as a sense of unease, discomfort or disconnection experience when 

individuals are undergoing a change in cultural environment (Johnson, 2005).  Cultural 

dissonance leads to less student engagement and ultimately, low persistence rates (Lee, 

1999).  Although culture is dynamic and ever evolving, African Americans enter college 

with a dissimilar culture that may not resonate with faculty and students from differing 

cultures (Baldwin, Bensimon, Dowd, & Kleiman, 2011; Johnson, 2005; Lee, 1999).  

According to Lee (1999), African Americans have a shared experience of the effects of 

race across America, even though their experience may not be exact.  These common 

experiences create cultural norms that may not coincide with institutional cultures in 

higher education.  This conflict between African Americans and institutional culture, 

increases the chances of cultural dissonance leading to lower persistence among African 

Americans.  On the other hand, students who are acclimated to college culture may feel 

like they belong (Baldwin et al., 2011).  One potential solution for cultural dissonance is 
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the intentional acclimation of African American students into college culture by hosting 

events that bridge the cultural divide between African American students and the 

institution thus making them feel as part of the institution.  This is important because 

students who feel they are a part of an institution are more likely to persist towards 

graduation rather than drop out because they feel like “outsiders” in the college 

community.  

These feelings of anticipated cultural dissonance may actually begin prior to a 

student’s enrollment in college.  Caregivers of African American students often warn or 

remind students of the cultural differences and the lack of acceptance they may encounter 

in college (Vainden, Kuykendall, Mock, & Korb, 2012).  Some suggest the reason for 

this warning or reminder stems from the fact that it is not uncommon for African 

Americans to be first-generation college students, however, this well-intentioned 

“reminder” from caregivers may in fact be detrimental because it could lead to a student’s 

feelings of isolation even before they begin to experience college.  This perception by 

parents of first-generation college students; that their child may not feel accepted in the 

college setting, often serves as a distraction and ultimately a barrier as the students 

attempt to acclimate into the new environment (Lee, 1999; Vainden et al., 2012).  For 

these parents, college is a foreign place, and the students obtain limited guidance from 

these parents.  In contrast, college-based mentors, whether faculty or peer mentors, 

increase African American students’ persistence by helping them acclimate to the new 

organizational culture; providing a realistic perspective about organizational culture and 

how best to navigate it (Vainden et al., 2012). 
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Critical Race Theory 

Not all scholars attribute the lower persistence rates of African American males to 

issues of inadequate academic preparation or the lack of social connectivity at college.  

Critical race theorists move beyond traditional approaches to understanding educational 

inequality and highlight institutionalized racial disparities as contributors to racial 

inequalities in education (Zamudio, Russell, Rios, & Bridgeman, 2011).   Although 

Critical Race Theory is not exemplified in a singular position statement, all critical race 

theorists agree that race is a central construct in American society (Rollock & Gillborn, 

2011; Zamudio et al., 2011).   

For Critical race theorists, racism is not aberrant but rather the societal norm 

imbedded in American culture (Harper, 2012; Rollock & Gillborn, 2011).  According to 

Zamudio et al. (2011) educational disparities, such as the low persistence rates of African 

American males, is a result of persisting racial inequalities.  Educational critical race 

theorists insist that racism directly effects the educational outcomes (Harper, 2012; 

Zamudio et al., 2011).  For example, Harper (2012) points out that the lower persistence 

rates of African American males is rarely attributed to racial stereotypes often 

encountered both inside and outside the college classroom, and throughout campus 

environments, but rather it is contributed by African Americans themselves.  Much of the 

language associated with the low persistence rates of African Americans, such as, 

underprepared, underprivileged, and underserved is negative and hints that the solution to 

the problem resides with the victims (Harper, 2012).  But according to critical race 

theorists, racism and its effects in society are real and directly affect the pursuit of 

education for African Americans.   
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According to Reyna (2000), the expectations of poor performance by African 

American students by instructors, whether subtle or overt, can be contributing factors to 

poor performance.  Instructors who perceive African Americans as poor academic 

performers ignore or give less attention to these students regardless of academic skill 

(Reyna, 2000).  For critical race theorists, addressing issues of the achievement gap of 

African American males means confronting the larger issue of historic and 

institutionalized racism in America (Harper, 2012; Rollock & Gillborn, 2011).     

Racial Stereotype Threat  

Critical race theorists conclude, racial stereotyping is a part of America’s system 

of higher education (Harper, 2012; Rollock & Gillborn, 2011; Reyna, 2000).  However, 

White faculty, staff, and students are not the only people who perpetuate racial 

stereotyping (Aronson, Fried, & Good, 2002).  African American students in higher 

education can propagate racial stereotypes among and within themselves as well (Reyna, 

2000).  This occurs when African Americans succumb to stereotype threat, in which they 

situationally conform to negative stereotypes about the underperformance of African 

Americans in education (McGlone & Aronson, 2006).  Based in social psychology, 

stereotype threat occurs when individuals accept negative stereotypes concerning their 

social or racial group (Smith, & Hung, 2008).  Stereotype threat can decrease student 

performance regardless of intelligence or skill because individuals who succumb to 

stereotype threat, have accepted a negative stereotype about their social group.  This 

acceptance of a negative stereotype creates undue anxiety when poor performance occurs 

(Smith, & Hung, 2008).  With stereotype threat, poor performance is no longer viewed as 

an isolated incidence but rather a symptom of an internal race-based flaw (McGlone & 
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Aronson, 2006; Smith, & Hung, 2008).  The internalization of a flaw based in a 

stereotype disengages the student from their achievement (Aronson et al., 2002).  The 

psychological uncoupling of achievement and performance decreases a student’s 

confidence and ultimately the student’s expectation of performing well even though the 

student possesses the skillset to do well (Aronson et al., 2002).  But for some African 

Americans, the response to experiencing racial disparities is not a decrease in 

performance but an increase. This increase is a coping mechanism which, surprisingly, 

can have devastating long term effects. 

John Henryism  

John Henryism (JH), coined by epidemiologist Sherman James, describes a stress 

coping strategy used by African Americans to deal with exposure to racial disparities 

(James, 1994).  JH evokes images of John Henry, an African American folk hero who 

through determination outworked a steam-powered locomotive, but because of the high-

effort coping of physical exertion, dies (James, 1994).  Although initially tied to racial 

disparities and the health of African American men, there are implications that JH can 

negatively affect African American students in higher education.  According to Bonham, 

Sellers, and Neighbors (2004), African Americans who possess a John Henryism 

orientation believe that barriers and obstacles can be overcome through determination, 

hard work, and the will to succeed.  The danger of John Henryism is that part of the stress 

coping strategy is no to report symptoms of stress (Hunn, & Craig, 2009; James, 1994).  

Students subscribing to JH work aggressively to achieve academic goals at the expense of 

their mental and physical well-being (Hunn & Craig, 2009).  The implication of JH is that 

academic, financial, and career gains made by African American males who operated in a 
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mode of John Henryism, are stymied by the physical and mental cost (Bonham et al., 

2004; Hunn & Craig, 2009; James, 1994).  For critical race theorists, the high effort 

response of John Henryism to racial inequities does not alleviate the problem of structural 

racism.  Critical race theorists assert that African American males enter higher education 

at a disadvantage socially, economically, and educationally primarily due to structural 

racism which needs to be acknowledged (Harper, 2012).  The issues of African American 

student persistence are complex and multilayered, and the economic factor of earning a 

college degree should not be overlooked.    

Although racial stereotype threat, and John Henryism help to explain why African 

American male students may not attain a college degree at the same rate as other ethnic 

and gender groups, the consequences of this low graduation rate are very real. 

Specifically, not earning a college degree will directly affect the financial future of 

African Americans.  According to Hagedorn et al. (2001), data from the U.S. Census 

Bureau have indicated that African Americans who earn bachelor’s degrees made 

significantly more than those with only high school diplomas.  This has a profound 

economic effect over a lifetime.  College graduates earn nearly a million dollars more 

than those with only high school diplomas (Kuh, Kinzie, Buckley, Bridges, & Hayek, 

2006).  It is vital that higher education institutions address the low persistence rates of 

African American males and create evidence based tools and programs to ameliorate low 

graduation rates.  Structured mentorship programs are one such useful tool for 

ameliorating African American males low persistence rates. 
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Structured Mentoring Programs 

Some studies have shown that African American students who participate in 

college-based mentoring programs increasingly persist towards graduation.  Galbraith 

and James (2004), Brittian et al. (2009), and Jaswal and McClaine-Jaswal (2008) have 

noted the importance of structured mentoring programs as a tool to address the low 

persistence rates of African American males in higher education.  Formalized early 

intervention through faculty and staff mentoring has resulted in positive increases in 

African American student persistence (Brittian et al., 2009; Jaswal et al., 2008).  Further, 

mentorship serves as an important tool for college faculty to enhance student 

development (Galbraith & James, 2004).   

 At the university level, mentoring has gained national prominence for its 

effectiveness to increase persistence and self-esteem, and improve the overall college 

experience of students by providing role models and building community (Brittian et al., 

2009; Galbraith & James, 2004; Rhodes & DuBois, 2008).  Structured mentoring 

programs provide necessary role modeling and community especially for African 

American males.  Mentoring is critical to the success of African Americans in college, 

and provides guidance and encouragement to persevere (Freeman, 1999; Vainden et al., 

2012).  Mentoring is a valuable tool for creating role models, building community, and 

setting shared goals between mentors and mentees (Sutton, 2006). 

Role Modeling 

Role modeling by faculty and staff members who are of the same ethnicity as 

students has positive effects on college students (Galbraith & James, 2004).  For 

example, when students “see themselves” in members of the college community, they 
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become better connected to the institution, which, in turn, increases student confidence 

and performance (Brittian et al., 2009).  Students are no longer interlopers on the college 

campus but become community members, imbuing themselves with the rights and 

privileges of membership (Brittian et al., 2009).  Further, students who are connected to 

the campus are more inclined to reach out to a faculty mentor when issues or concerns 

arise rather than attempt to handle problems on their own (Brittian et al., 2009; Galbraith 

& James, 2004).  In other words, faculty and staff mentors become a resource that 

students can rely on during times of difficulty as they pursue their education (Brittian et 

al., 2009).     

Furthermore, mentoring programs provide participants with the opportunity to 

gain tacit knowledge from the previous generation of learners (Stromei, 2009).  

Specifically, socialization is tacitly learned through mentoring relationships.  For 

example, mentees learn leadership skills and an aesthetic sense of professionalism by 

observing mentors interact with the campus community (Stromei, 2009).  Similarly 

through tacitly observing their mentors, mentees can increase their emotional intelligence 

through socialization (Stromei, 2009).  Mentors pass on the skills mentees need to 

navigate through society successfully by socialization (Stromei, 2009).   

Socialization skills consist of skills relating to social and cultural norms that allow 

members of a particular society to function within that society (Stromei, 2009).  

Socialization relies on the experience of the mentor and is transferred tacitly through 

observation, imitation, and practice to the mentee (Stromei, 2009).  A student mentored 

by a more experienced mentor gains this knowledge (Stromei, 2009).  This is important 

because this new knowledge enhances student effectiveness by increasing his or her 
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overall skills to navigate, negotiate, and advocate their way through the institution using 

methods that are socially acceptable (Stromei, 2009).  Both Brittian et al. (2009) and 

Stromei (2009) highlighted that tacit learning is an important aspect of mentoring that 

should not be overlooked.  Additionally, the importance of the mentoring relationship 

should be considered.  

Although mentoring programs often consist in a group setting, most programs 

take great care to focus on the one-on-one mentoring relationship with a mentor and 

mentee.  The origins of this practice may stem from the historic origins of the term 

mentors, which stems from the poem The Odyssey by Homer (Zellers, Howard, & Barcic, 

2008).  According to the poem, Odysseus entrusted guardianship of his household and his 

son, Telemachus, to his friend Mentor (Zellers et al., 2008).  Mentor’s reputation for 

being wise stemmed from the goddess Athena, who was known to be wise and 

compassionate, took on the form of Mentor to assist Odysseus and his son Telemachus 

(Zellers et al., 2008).  This singular relationship between Odysseus and Mentor serves as 

the template for the mentorship paradigm (Zellers et al., 2008).  According to Ritchie and 

Genoni (2002), the singular relationship of one-on-one mentoring creates a level of 

intimacy in psychosocial support that is not easily duplicated in group mentoring 

dynamics.  Although group mentoring is seen as an innovative shift in the mentoring 

paradigm that has yielded some success, group mentoring has not been easily defined 

(Zellers et al, 2008).   

Nevertheless, these singular mentoring relationships do form a community when 

centralized on one program and that should be acknowledged and validated (Ritchie, & 
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Genoni, 2002; Zellers et al, 2008).  Continuous affirmation of mentor communities 

strengthens the bonds within this community and increases overall effectiveness.   

Community Building 

The literature informs the topic of structured mentorship by highlighting the 

importance of a mentor’s function as role model, but also increases awareness that 

structured mentoring programs create communities.  Community is foundational to the 

students’ learning experience.  The ability of mentoring programs to create welcoming 

learning communities has been shown to promote the learning process (Brittian et al., 

2009).  Colleges need to continue their efforts to create positive mentoring relationships 

and learning environments to build African American students’ self-esteem.  

Additionally, mentoring programs alleviate the stressors of displacement that students 

encounter, especially during their critical first year of college (Brittian et al., 2009).  

Mentoring communities connect students to critical services such as tutoring, writing and 

math labs, the library, and financial aid, as well as foster a sense of accomplishment, and 

positively impact the campus experience of new students (Jaswal & McClaine-Jaswal, 

2008).  In other words, an effective mentoring program builds community, promotes 

learning, and provides opportunity for personal growth as well as alleviates the 

acculturative stress associated with low persistence rates (Brittian et al., 2009; Rhodes & 

DuBois, 2008).  

Acculturative stress is defined as a reduction in health due to a difficulty to 

socially and psychologically adapt to a new culture (Berry, 2006).  Acculturative stress 

contributes to low self-esteem and depression among students (Berry, 2006).  In turn, 

these negative feelings and experiences may impact students’ academic performance, as 
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well as overall well-being.  African American students who have difficulty assimilating 

to the college environment may experience acculturative stress as a feeling of 

displacement between themselves and the environment (Brittian et al., 2009).  The 

positive community relationship that mentoring communities provide can alleviate these 

feelings of displacement as well as foster a positive environment.  Mentoring programs 

that include a community building component to their programs have the ability to 

connect students to services and relieve acculturative stress that some students may 

experience (Berry, 2006; Brittian et al., 2009; Jaswal & McClaine-Jaswal, 2008; Rhodes 

& DuBois, 2008).  Mentor communities can become the nucleus of the mentor and 

protégé experience supporting both programmatic and the shared goals between mentors 

and mentees.  

Shared Goals between Mentors and Mentees 

Socialization and rapport among mentors and mentees are essential to the success 

of a mentoring program (Stromei, 2009).  For example, college based mentors should 

attend college functions with their mentee as it illustrates to the mentee the commitment 

of the mentor.  In turn, this practice builds trust between the mentoring dyad (Stromei, 

2009).  This was illustrated in an intern mentoring program based in Sandia Laboratories 

called Arranged Mentor for Instructional Guide and Organizational Support (AMIGOS) 

(Stromei, 2009). 

Stromei (2009) outlined the results of the, AMIGOS program in Albuquerque, 

New Mexico.  The AMIGOS program is a formalized mentoring model, and its focal 

point is the interaction of both mentor and mentee around four centers: the IDEA 

(Individual Diagnosis, Evaluation, and Assessment) center, the TIPS (Training 
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Instruction Practical Tips) center, the COPE (Center for Organizational Problems 

Enlightenment) center, and the FUN (Friendship, Understanding, and Nurturing) center.  

The AMIGOS program was designed to increase the retention of incoming minority 

college freshmen during their first two years in higher education.  Although the report by 

Stromei (2009) does not outline specific details regarding the number of students or the 

length of the program, mentees and mentors reported positive outcomes especially in the 

area of student acclimation (Stromei, 2009).  According to Stromei (2009), 66% of the 

students participating in the program completed 100% of their courses.  Additionally, 

80% of that cohort returned in the spring semester of their first year.  This is comparable 

to the first time degree seeking white comparison group who also had an 80% spring 

return rate (Stromei, 2009).  The AMIGOS program according to Stromei (2009) targeted 

minority students and was successful by relying on, in part, the strategy of aligning 

students into homogeneous subgroups.  The AMIGOS programs demonstrate the positive 

outcomes that can be generated by minority focused mentoring programs.     

The results of Stromei’s study are consistent with the findings of Brittian et al. 

(2009) which indicated that formal mentoring programs positively impact the retention 

rates of minority students.  Both Stromei (2009) and Brittian et al. (2009) highlighted the 

importance of role modeling, community building, and institutions helping students 

acculturate into higher education through strong community-building relationships 

(Jaswal & McClaine-Jaswal, 2008; Stromei, 2009).  It has been demonstrated that 

minority-focused mentoring programs are effective in improving persistence rates 

through community building, acculturation, and role modeling.  It is also essential to 

examine programs that are specifically targeted to African Americans to determine their 
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effectiveness in improving student persistence rates.  For some, the question may not be 

why the need for structured mentoring programs, but why focus on minority-based 

mentoring. 

Homogenous Education 

 Historically, homogenous education is not new.  For example, Historically Black 

Colleges and Universities (HBCU) have been very successful.  According to a report by 

the United States Commission on Civil Rights (2010) although African Americans enter 

college with higher levels of under-preparedness, HBCUs do better than historically 

white colleges in the education of African American students.  The study goes on to 

provide the example of Morehouse School of Medicine students outperforming other 

medical students on the United States Medical Licensing Examination (US Commission 

on Civil Rights, 2010).  It is important to note that this is done despite the SAT scores 

being lower for Morehouse School of Medicine students than at other medical schools 

(US Commission on Civil Rights, 2010).  Some of the reasoning behind this could be that 

compared to predominately white institutions, HBCUs provide additional support, 

guidance, and overall mentorship which increases the faculty and student interaction (US 

Commission on Civil Rights, 2010).  This is supported according to the report by the 

United States Commission on Civil Rights (2010) from data of a 2005 National Study for 

Student Engagement (NSSE).  The report states that African American students report 

more contact with faculty than at non-HBCUs.  Furthermore, the report adds that HBCUs 

have demonstrated strong commitment to low-income, first generation, and students with 

disabilities through the implementation of federal TRIO programs. 
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The TRIO Program 

The TRIO program functions under the authorization of the Higher Education Act 

and provide services ranging from pre-college to pre-graduate level for low-income, first 

generation, and students with disabilities across the nation (US Commission on Civil 

Rights, 2010).  In 2006, 850,000 students were supported by 2,700 TRIO programs with 

three-quarters of HBCUs having a TRIO program.  Close to 70,000 TRIO students were 

served by HBCUs.  This is demonstrative of the commitment HBCUs have to under-

served populations and the power of minority based mentorship.  

In summation, HBCUs have held an important and pivotal role in educating 

African Americans in the United States.  Historically, they are a source of pride and 

resources of African American culture producing countless leaders in American society.  

The existing evidence on the positive effects of HBCUs speaks for itself, but in addition 

to the historical significance they hold in educating African Americans, they also serve as 

a template for the effectiveness of homogenous focused education.  Using the 

effectiveness of HBCUs as a template, it is clear the potential effectiveness of minority 

based mentoring programs targeted to African American males.  

African American Mentoring Programs 

While all college students benefit from mentoring, African American males 

especially need mentorship.  Noguera (2012) stated that African American males have a 

national dropout rate of over 50%, are more likely than any other group to be suspended 

or expelled, and are less likely to enroll in or graduate from college.  Furthermore, 

African American males are more likely than other groups regardless of ethnicity or 

gender, to be missing from advanced placement, honors, and gifted programs.  With these 
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realities, large-scale intervention needs to occur to positively impact the achievement gap 

(Noguera, 2012).  The causes of these findings are complex and associated with a variety 

of factors (Lee & Cramond, 1999), but clearly some form of mediation on behalf of 

African American students needs to occur.  Mentoring programs are a viable intervention 

for African Americans in higher education.  Mentoring programs can also increase the 

aspiration of African American students (Lee & Cramond, 1999).  An increase in 

aspirations can encourage students to obtain more meaning from class subjects as they 

begin to align classroom success with their future goals (Lee & Cramond, 1999).   

There are numerous examples of successful mentoring programs for African 

American students in higher education.  Many of these programs incorporate structured 

mentorship, academic advisement, and tutorial services (ex: Texas Higher Education 

Coordinating Board [THECB], 2014; University of Louisville, 2014; University of 

Maryland, Baltimore County [UMBC], 2014).  Noting the differences in matriculation 

rates between African American men and women, some programs have elected to focus 

on the mentorship of African American males because their matriculation rate is lower 

than that of African American women.  Noguera (2012) specifically states that same-sex 

programming creates learning environments that are conducive to academic success, 

however, many campuses are not able to implement mentoring programs wholly for 

African American men.  For that reason, it is important to examine a sampling of 

programs established for mentoring both men and women in which African American 

men are known to benefit.  The Meyerhoff program at the University of Maryland is an 

example of one such program.   
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The Meyerhoff Scholarship Program was instituted at UMBC with support from 

Robert and Jane Meyerhoff (UMBC, 2014).  Designed to provide financial assistance, 

mentoring, advising, and research experience to African American male undergraduate 

students who are committed to obtaining a Ph.D., the program’s primary purpose is to 

increase the number of African American men who earn doctorates, and ultimately 

improve the number of minority college faculty in engineering, medicine, and the 

sciences (UMBC, 2014).  Although the Meyerhoff program focuses on the persistence 

rate of African American males pursuing their baccalaureate degrees, it is important to 

note that persistence in Science, Technology, Engineering, and Mathematics (STEM) is 

an issue at all educational levels for African Americans.  The need to increase enrollment 

in STEM programs is well documented (Brooks, Jones, & Burt, 2012; Hill, Shaw, Taylor, 

& Hallar, 2010; Moakler & Kim, 2014).  African Americans are entering STEM fields in 

fewer numbers than their White counterparts (Moakler & Kim, 2014).  The Meyerhoff 

Program identifies students early, provides appropriate role models in a supportive 

environment, and exposes them to other students who are like them through the shared 

experience of a Summer Bridge program and summer research experience (UMBC, 

2014).  The Meyerhoff Program enhances the retention and persistence of its students 

using role modeling as an effective tool (Brittian et al., 2009; Galbraith & James, 2004; 

UMBC, 2014).  According to UMBC (2014), the program is making a difference in the 

number of minority students succeeding in STEM fields.  For example, students enrolled 

in the program were 5.3 times more likely to have graduated from or be currently 

attending a STEM Ph.D. or M.D./Ph.D. (UMBC, 2014).  Additionally, the program 

alumni collectively have earned 198 Ph.D. degrees, 107 M.D. degrees, and 239 Master’s 
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Degrees.  Moreover, it is a good example of how structured mentorship is used to target a 

specific issue; the shortage of African Americans in STEM majors.   

In addition to the Meyerhoff Program, the University of Louisville established a 

comparable mentoring program for its African American students.  The Faculty Mentor 

Program (FMP) at the University of Louisville was created when the university noticed 

that a large number of African American students did not complete their first year.  It was 

believed that many students felt they were stepping into an environment that was not 

welcoming (University of Louisville, 2014).  According to Wyatt (2009), African 

Americans’ disconnect with campus culture can be attributed to a low persistence rate.  In 

an effort to make the campus more hospitable and reach out to this underrepresented 

population, the FMP was initiated in 1984 to enhance the retention and persistence of 

African American students (University of Louisville, 2014).  The philosophy behind this 

program is that an experienced faculty member can assist in providing a nurturing 

environment to help students become connected with the system and feel welcomed, as 

well as provide a sense of direction.  Mentoring programs can increase students’ self-

confidence and attitude toward school (Wyatt, 2009).  The mentor’s role involves 

guidance, counseling, referrals, and encouragement.   

The FMP at the University of Louisville assigns a faculty mentor to all African 

American freshmen admitted to degree-granting programs.  Mentors are selected from all 

colleges of the university, and specific assignments are made on the basis of each 

student’s proposed major.  The mentor also serves as the mentee’s principal advisor 

(University of Louisville, 2014).  According to Wyatt (2009), an important component to 

program effectiveness is mentee supervision.  Although the FMP program didn’t provide 
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any data on program effectiveness, the FMP sensed that early contacts are vital as 

students are greeted and introduced to the program during their summer orientation and 

registration period.  Mentors document their contacts and continue to track the African 

American mentees throughout their college career (University of Louisville, 2014).   

Other mentoring programs that target African Americans males are rooted in (and 

advertised as) the focus on African American student mentoring, and these programs 

often include the words ‘African American’ in the name of the group.  The Student 

African American Brotherhood (SAAB) is one such program.  The SAAB, established in 

1990 by Tyrone Bledsoe, was founded on the campus of Georgia Southwestern 

University.  The organization provides student development intervention, and support to 

African American men enrolled in college.  The programs of this organization were 

designed to promote positive thinking and promote high self-esteem in African American 

men.  SAAB chapters currently exist in 27 states.  The vision for SAAB (2014) is to 

remove educational barriers for at-risk youth and ensure that significantly more Black 

and Latino men graduate from college.  SAAB attempts to empower participants with the 

ethical principles necessary to set a higher standard of achievement.  Leadership 

development and training are important initiatives of this organization as well as 

equipping participants to better understand their role in becoming responsible citizens 

(SAAB, 2014).  To accomplish these goals, educational and cultural activities are offered 

to all student participants, such as tutorial assistance, career planning and counseling, 

cultural and social activities, personal development opportunities, community service, 

and spiritual enrichment.   
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Although SAAB has made impact on the campuses where it is chaptered, few 

mentoring programs for African American males are in fact institutionalized.  The 

institutionalization of a mentoring program establishes it as an official part of an 

organization.  One such institutionalized program is the African American Male Initiative 

Student Success Program (AAMISSP).  The Texas Higher Education Coordinating Board 

(THECB) launched the AAMISSP in 2009, and it was designed to provide targeted 

funding to help improve historically low African American male participation and 

success rates in Texas higher education.  The goal of the program is to increase retention 

and graduation rates for African American males by providing customized programming.  

Since its implementation, the AAMISSP has had an overall increase of 10.03% in 

African American male graduation rates on the campuses where the program exists 

(THECB, 2014).   

Another program that has state-wide institutionalization, and is often credited as 

the first to do so, is the University System of Georgia’s African American Male Initiative 

(USG-AAMI).  The USG-AAMI (2014) launched in 2002 with three programs all under 

the USG-AAMI umbrella.  Focused on the graduation and retention of African American 

students, it has expanded to 36 programs.  Its program goals are to increase the 

recruitment, retention, and graduation of African American male students in the USG 

system.  USG-AAMI programs utilize academic preparedness, professional development, 

internships, and leadership workshops to engage students.  Much like the SAAB 

program, THECB promotes role modeling, leadership development, and training for its 

participants; in fact, both of these programs have collaborated and established SAAB 

chapters in the USG system (SAAB, 2014; THECB, 2014).  Since the program’s 
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inception, the enrollment rate for African American males into the USG has increased to 

80% and the six-year graduation rate has risen by 40% (USG-AAMI).   

Collectively, the previously cited research demonstrated the effectiveness of 

structured minority-based mentoring programs to increase the persistence rate of African 

American males in higher education (Strayhorn, 2008).  Mentoring programs that target 

an explicit population, in this case African American males, are successful (Stromei, 

2009).  Their success is an indication that they play an important role in addressing the 

low persistence rates of minority students.  However, structured mentoring programs, 

whether homogenous or not, is not effective without strong leadership.  Structured 

mentorship programs are one such useful tool for ameliorating African American males’ 

low persistence rates, but ultimately it is the leaders of these programs that impact the 

overall performance of the programs (Vainden et al., 2012).  It is important to examine 

the leadership skills of directors to gain insight into how to increase the effectiveness of 

these mentoring programs.   

Leadership 

Everyone has experienced the effects of organizational leadership.  That 

leadership experience, whether positive or negative, often has a profound effect on the 

overall perception of that organization (Burke, 2011).  Leadership is fundamental to 

organizational success (Nazarian & Atkinson, 2013), and primarily stems from a person 

and not a position or title (Burke, 2011).  Leaders are influencers; they influence people 

toward specific goals using a particular skillset, including persuasion, empathy, and 

active listening (Burke, 2011).  The leaders of an organization make the majority of 
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significant decisions that determine the success of the organization (Nazarian & 

Atkinson, 2013). 

Leading Mentoring Programs 

Leaders are an intricate part of creating mentoring program success.  Although a 

plethora of studies has examined the effectiveness of targeted mentoring programs for 

minorities (Brittian et al., 2009; Galbraith & James, 2004; Jaswal & McClaine-Jaswal, 

2008; Rhodes & DuBois, 2008; Stromei, 2009; Vainden et al., 2012), very little literature 

has looked at the leadership practices performed by the directors of these programs.  

Structured mentoring programs are based in providing programmatic components that 

increase student outcomes.  However, in addition to the programmatic features of a 

structured mentoring program such as tutoring, supplemental instruction, and the 

mentoring of students, the leaders of these programs have a profound effect on program 

participants.  According to Burke (2011), organizational change cannot be realized 

without leadership.  Leaders can shape the desires and beliefs of their followers, helping 

them to set new priorities (Haslam et al., 2011; Lowney, 2003).  The culture of an 

organization is developed based on its leadership (Bass & Avolio, 1993) and 

organizational effectiveness is based on a combination of leadership vision and a culture 

that promotes success (Bass & Avolio, 1993; Haslam et al., 2001).  Because not all 

programs demonstrate the same amount of success, it is this researcher’s belief that the 

leadership practices performed by directors of structured mentoring programs should be 

examined because they play a critical role in program success (Godshalk & Sosik, 2000).   
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Defining Leadership 

Leadership is not just a title or a position held in an organization.  Bass (1999) 

defined leadership style as the behaviors exhibited by mentors that influence protégés.  

Programmatic change occurs through the power of influence (Burke, 2011).  According 

to Burke (2011), leaders possess and exercise this power to influence.  Mentoring 

programs are designed to increase the mentees’ academic and personal outcomes.  

Understanding the leadership practices used by directors in a large, urban, multi-site 

University’s BMI program on the East Coast, can increase the understanding of how 

these programs increase the academic and personal outcomes of its participants.   

Normative Leadership Theories 

According to Johnson (2005) normative leadership theories are leadership 

theories that are built on moral principles.  Coined normative leadership theories by 

University of Richmond ethicist, Joanne Ciulla, these principles directly inform and 

address a leader’s behavior (Johnson, 2005).  They serve as guides towards ethical and 

moral leadership decision making (Johnson, 2005).  Three of these leadership styles are 

the transformational, transactional, and authentic leadership styles.  Collectively, these 

leadership styles describe the actions and ethical behaviors of leaders (Johnson, 2005).  It 

is important to examine these leadership styles, not with the goal to highlight any 

particular leadership style, but with the intention of highlighting several relevant 

leadership theories. 

Transformational leadership.  Leaders practice transformational leadership 

when they elevate the follower from the individual considerations of self-interest to the 

concerns and well-being of others, hence converting followers into leaders (Bass, 1999; 
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Kuhnert & Lewis, 1987).  Transformational leaders can convert followers into moral 

agents by focusing on values of justice and equality (Johnson, 2005; Kuhnert & Lewis, 

1987).  Although transformational leadership and mentoring models are not necessarily 

identical constructs, the intention of each is to positively affect personal development 

(Godshalk & Sosik, 2000).  The transformational leadership style may include an 

effective set of behaviors for mentors to exemplify because of the similarities in 

outcomes with mentoring programs (Godshalk & Sosik, 2000; Scandura & Schriesheim, 

1994).  For example, a transformational leadership model exhibits behaviors of 

motivation, trust, individual consideration, and intellectual stimulation (Bass, 1999; 

Johnson, 2005; Kuhnert & Lewis, 1987).  Transformational leaders inspire followers to 

reach their goals (Robbins & Judge, 2011), and those who lead mentoring programs can 

create environments wherein trust, affirmation, and academic stimuli thrive, and increase 

student performance.   

 Transactional leadership.  Another leadership style, transactional, is often 

grouped with transformational leadership as transactional and transformational leadership 

complement each other (Robbins & Judge, 2011).  Transformational leadership builds on 

transactional leadership (Robbins & Judge, 2011), however, transactional leaders are 

task-oriented.  Transformational and transactional leadership styles do not oppose one 

another but in fact complement each other (Robbins & Judge, 2011).  Transactional 

leaders motivate followers to perform predetermined tasks (Den Hartog, Van Muijen, & 

Koopman, 1997) and provide clear, structured expectations while simultaneously 

building trust by a consistent honoring of contracts (Avolio, Bass, & Jung, 1999).  

Transactional leadership is based on an exchange between leader and follower (Johnson, 
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2005).  The leader will exchange a reward, which can range from money to recognition, 

while the follower will render compliance and labor to the leader (Bass, Avolio, Jung, & 

Berson, 2003; Johnson, 2005).  Inherent in the exchange of transactional leaders and 

followers is the value of the item being exchanged (Den Hartog et al., 1997).  

Transactional leaders provide clarity of goals and expectations by offering rewards only 

when expectations are met (Bass et al., 2003).  Den Hartog et al. (1997) stated that when 

job satisfaction is not a strong enough motivating factor, a leader can compensate for the 

deficiencies by providing specific motivators.  Leaders using a transactional leadership 

style may be strong motivators and offer clarity for students in structured mentoring 

programs.   

 Authentic leadership.  The third leadership style, authentic, is based on leaders 

being open and candid about their value system (Robbins & Judge, 2011).  Authentic 

leadership is based in leading others with a genuine leadership identity and in the leader’s 

use of their authentic voice (Sparrowe, 2005).  Authentic leaders build trust with 

followers based on this authenticity (Robbins & Judge, 2011).  Authentic leadership is 

grounded in positive leadership, and some scholars believe that it is the root of any 

positive leadership style (Avolio & Gardner, 2005; Cooper, Scandura, & Schriesheim, 

2005; Sparrowe, 2005).  Authentic leaders are led by a high moral code (Cooper et al., 

2005; Johnson, 2005; Sparrowe, 2005).  They do not impose their idea of right and wrong 

on followers, but allow them to choose their own ethical code with the hope that they will 

choose ethical values (Johnson, 2005).  For authentic leaders, transparency builds trust 

which translates into high organizational commitment and lower turnover (Kliuchnikov, 

2011).  According to Robbins and Judge (2011), trust is the principal quality produced by 
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authentic leaders.  Mentors may be able to glean the attributes of self-awareness, 

integrity, and authenticity from this style of leadership.  Authentic leaders build trusting 

relationships between themselves and their followers (Kliuchnikov, 2011).  The 

willingness of authentic leaders to be transparent in front of their followers builds 

commitment (Kliuchnikov, 2011).  Normative leadership behaviors may be important for 

directors of structured mentoring programs to emulate in order to maintain sustainable 

program success.   

The above mentioned leadership styles can have positive effects on the 

organizations in which they are utilized, including mentoring programs for African 

American males (Johnson, 2005).  Each leadership style connects leaders and followers 

in a way that promotes positive change in the organization, and engages followers to 

participate in their own growth.  Thus, further investigation of the mentoring and 

leadership practices utilized by leaders of mentoring programs and how they implement 

these practices while leading mentoring programs for African American males is 

important.  

Recognizing ethical and effective leadership characteristics is only a prerequisite 

for identifying good leadership.  It is the examination and identification of these 

characteristics that creates a model for which characteristics are most effective 

(Kirkpatrick & Locke, 1991).  Leaders who implement positive leadership practices, 

enhance their ability to lead because they can better motivate and inspire their followers 

(House & Mitchell, 1975).  These practices can serve as a model for directors of 

structured mentoring programs that target African American males in higher education. 

An examination of the common leadership practices, rather than the leadership style 
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utilized by BMI directors is not the only solution, but it is one that can aid in closing the 

achievement gap of African American men in college. 

Black Male Initiative: An Opportunity for Leadership 

An institutionalized program with demonstrated success is the Black Male 

Initiative (BMI) program.  There are multiple programs across the country identified as 

Black Male Initiatives.  The term Black Male Initiative has become part of the 

terminology to describe structured mentoring programs across the country albeit there are 

several programs that officially carry the moniker of Black Male Initiative.  This 

researcher will discuss one BMI program in greater detail in the following section.  

In 2004, the Board of Trustees of a large urban university unanimously approved 

its Master Plan 2004-2008.  This planning document included a Chancellor’s Initiative on 

the African American Male in Education, and from the recommendations made in this 

document, the Black Male Initiative was created.  The BMI program was launched in 

2005 with funding from the Higher Education Committee of the City Council.  Through 

the initial grant, 15 demonstration projects were funded and designed to improve the 

enrollment and/or graduation rates of students from underrepresented groups, particularly 

African American males.  Currently, the program is an assembly of 32 funded projects 

across 24 campuses.  Each of the BMI funded projects is guided by six overarching goals 

supervised by BMI central office administrators, but each campus implements and 

manages the campus-based project independently.  These overarching goals are:  

1. increasing enrollment of diverse populations through diversity recruitment;  
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2. promoting academic success and improving retention and graduation rates 

through structured mentorship programs and the development of academic 

learning communities;  

3. facilitating access to higher education for students who have fallen out of the 

traditional K-12 education pipeline to college through the support of targeted 

GED programs;  

4. exposing students to graduate and professional school opportunities;  

5. supporting re-entry programs that assist formerly incarcerated individuals in 

making the transition to higher education; and  

6. encouraging students, particularly African, African American/Black, 

Caribbean, and Latino/Hispanic males, to pursue careers as public school 

teachers. 

Each funded project supports the enrollment and retention of students in colleges from 

underrepresented groups, specifically African American males.  Core to each BMI 

funded project is the establishment of a structured mentorship program.   

 There is no standardized format for the hiring of BMI directors.  Each BMI 

campus location selects a BMI director based on its own individualized criteria.  To 

obtain the position of director of one of these BMI programs, minimum requirements 

range from intermediate experience managing a program to being a member of a 

campuses senior leadership.  There is no formal training for BMI directors.  The central 

leadership does not provide formal training or an orientation for directors although they 

are exposed periodically to attend in-service trainings.  BMI directors receive some 

informal training with the central office administrators as occasionally they request that 
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each project give a presentation on their best practices.  These presentations occur at 

monthly directors’ meetings held at the Universities central office.   

 Over the years, BMI funding was also allocated to increase opportunities for 

individuals without high school diplomas to enroll in GED courses oriented towards 

college preparation, to provide support for formerly incarcerated individuals to enroll in 

college, and to survey workforce development opportunities in the construction industry 

of the city in which the university is located. 

As of the 2014-2015 academic year, over 2,000 students across the institution are 

enrolled in funded projects.  Since its inception, this BMI program has seen a rise in 

enrollment and retention rate of African American males.  According to the university’s 

Office of Institutional Research and Assessment (2014), the BMI program had an average 

one-year retention rate of 93.5% for its full-time, first-time freshman baccalaureate 

African American and Hispanic males from 2010 to 2012.  The one-year retention rate of 

full-time freshmen who do not participate in the BMI program for that same time period 

was 80.8%.  The one-year retention rate for full-time associate degree seeking African 

American and Hispanic males from 2010 to 2012 was 67.0% for those participating in the 

BMI program versus 60.6% for African American and Hispanic males not participating.  

Although these numbers clearly demonstrate that mentoring programs, specifically BMI 

programs, have had marked success, this is not enough.  Until the persistence, retention, 

and graduation rates of African American males increase across all college campuses, 

more work needs to be done.    
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Summary 

The topics of mentoring programs as well as transformational, transactional, and 

authentic leadership styles, are significant areas that need further examination when 

discussing the success of African American males in academia.  The topic of structured 

mentorship programs informs the “how to” of increasing the student engagement of 

African American males.  Further, structured mentorship programs increase self-esteem, 

create healthy learning environments, and promote personal growth that leads to greater 

academic achievement (Brittian et al., 2009; Stromei, 2009).  Targeted structured 

mentorship programs can provide a platform for African American male students as they 

navigate through academia.  

Leadership is an important component of organizational success, including 

targeted structured mentoring programs in higher education.  Leaders play a crucial role 

in shaping organizational culture.  The leadership practices of directors of structured 

mentoring programs in higher education positively affect program outcomes (Bass & 

Avolio, 1993; Godshalk & Sosik, 2000; Scandura & Schriescheim, 1994).   

In its totality, this literature review provided a look at the leadership practices of 

directors of structured mentoring programs, and their ability to increase the persistence of 

African American students in higher education.  The overarching theme throughout the 

literature review was the importance of ensuring equity for all students.  This researcher 

proposed that an examination of the leadership styles of directors of structured mentoring 

programs can offer a means for institutions to provide equity for traditionally 

underrepresented minorities in higher education by utilizing targeted academic and social 

preparation practices.  Further investigation of the literature on these topics is needed 
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because it can allow researchers to develop theories and programs that will increase the 

academic success rate of African American students.   
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CHAPTER THREE: METHODOLOGY 

The purpose of this phenomenological study was to understand which leadership 

skills best engage African American males in structured targeted mentoring BMI 

programs at a large, urban, multi-campus University on the East Coast.  Specifically, this 

study examined the relationship between the leadership skills of directors of structured 

mentoring programs that target African American men in college, and the success of 

these students.  Although there is an excess of literature on the importance of structured 

mentoring programs for African American college students, and the effectiveness of 

mentoring programs in alleviating the achievement gap of African American males 

(Brittian et al., 2009; Freeman, 1999; Jaswal & McClaine-Jaswal, 2008; Lee & Cramond, 

1999; Rhodes & DuBois, 2008; Vainden et al., 2012), the literature that examines the 

leadership of these programs is scarce.  

Structured targeted mentoring programs help develop the pipeline of traditionally 

underserved African American male students in higher education institutions.  Although 

these programs motivate students and provide needed academic and social support to 

underserved students, there is a need to examine these programs, specifically the 

leadership style of their directors to better understand how they best engage the 

participants in these programs.  This chapter details the research process used to examine 

the research question of the study.  The conceptual framework based upon the literature 

review in Chapter Two guided this study.  

Research Question 

The primary purpose of this study was to examine the relationship between the 

leadership characteristics of directors and the persistence rates of their African American 
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male participants in a large, urban, multi-site University’s Black Male Initiative (BMI) 

program on the East Coast.  The central research question addressed by this study was: 

What leadership characteristics best promote the persistence rate of African American 

males enrolled in a large, urban, multi-site University’s BMI program on the East 

Coast? 

Research Design 

The research design was qualitative, and procedures and techniques were based 

on a phenomenological research methodology approach.  According to Roberts (2010), 

the phenomenological approach focuses on people’s common experience and seeks a 

holistic view of the occurrence being studied.  This researcher selected a 

phenomenological approach to this study because it facilitated capturing the lived-

experiences of directors as they lead a targeted mentoring program.  Specifically, this 

researcher explored the leadership characteristics of directors of mentoring programs 

from a large, urban, multi-site University on the East Coast.  This phenomenological 

approach allowed the researcher to describe what the directors have in common as they 

live this particular phenomenological experience (Creswell, 2013).  

Sampling Plan 

Purposive sampling was used to identify program managers who met specific 

criteria.  Purposive sampling is the random selection of sampling units within the 

segment of the population with the most information on the characteristic of interest 

(Creswell, 2013).  The sample for this study consisted of directors of structured targeted 

mentoring programs in a large, urban, multi-site University on the East Coast.  The 

program includes 32 projects at 24 campus sites with over 2,000 program participants 
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across the system.  Each individual site has a director, for a total of 24 directors.  The 

criteria for purposive sampling selection required that the site director has:   

1. directed one of the urban, multi-site University’s Black Male Initiative 

Programs for at least one year, and 

2. a willingness to participate in the study. 

Each criterion served as a guide to focus and define the parameters of the 

participant selection in this study.  These criteria aided access to a balanced program 

director representation.  Potential participants were recruited from a listing of current 

BMI directors provided by the Central Office Administration.  Contributors were invited 

to participate through an interview invitation, which researcher sent via email (see 

Appendix A for interview invitation).  If participants did not respond within seven days, a 

follow up email was sent.  This was followed by a phone call to confirm receipt of the 

follow-up email and to discuss the interest in participating in this study.  Initially, emails 

were sent to 24 directors and nine confirmed their willingness to participate based on the 

first email.  Ten of the remaining 18 declined to participate in the study.  Of the 

remaining eight possible participants six were scheduled for interviews.  In summary, 

based on the inclusive criteria listed above, the potential population for this study 

consisted of 24 directors; fifteen directors were ultimately interviewed for this study as 

data saturation was reached at that point.  

Sampling plan rationale.  Purposive sampling was appropriate for this study 

because it allowed for a representative sample of the target population.  It was important 

for the study that directors have at least one year of experience because one year as a 

program director, should allow sufficient time to implement their leadership style and 
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identify how program participants react to that leadership style.  Second, the selection of 

the BMI program as the study site allowed for a sampling of participants who manage 

programs with the same overarching goals.  Commonality in program goals served as a 

unifier for each funded project in the BMI program, ensuring that all program managers 

were leading towards similar goals.  For all of the BMI programs, that goal is continued 

persistence and graduation. 

Instrumentation 

An interview protocol was developed to gather data from respondents.  The 

interview protocol (see Appendix B), included 11 questions designed to understand their 

experiences as they lead BMI programs, as well as their thoughts about behaviors and 

attitudes that best align with positive leadership.  The interview protocol questions were 

open ended but structured.  Specifically, the questions began with a broad enquiry of the 

director’s duties and narrowed to specific questions regarding perceived leadership 

characteristics of the participants and their programs.  Before data collection began, an 

interview consent form requiring each participant’s signature was issued, and both the 

participant and interviewer reviewed the form (see Appendix C).  Additionally, a 

demographic form was given to each participant to complete (see Appendix D).  The 

demographic form collected general information such as number of years in current 

position, gender, race, and highest degree earned.   

Interview Protocol Pilot 

The goal of the qualitative semi-structured interview was to gain an in depth 

descriptive portrait of the lived-experiences used by directors when leading structured 

mentoring programs for African American males, specifically in a large, urban, multi-site 
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University’s BMI program on the East Coast.  The open-ended questions of the interview 

protocol were piloted with three African American faculty members, one Latino 

American mid-level administrator, and two African American graduate students.   

During the piloting phase, participants were engaged in discussion about the best 

choice of question language, clarity of questions, and the order in which questions were 

asked.  As a result of the pilot questionnaire, the researcher determined the need for 

additional questioning that probed into the participants’ leadership characteristics.  As a 

result of the pilot interviews, two new questions were added to the initial interview 

protocol and two questions were reworded.  Each pilot interview lasted about 45 minutes. 

Data Collection and Procedures 

According to Creswell (2013), data collection involves obtaining permission, 

developing a sampling plan, and being mindful of how data will be collected.  The data 

collection process began by identifying knowledgeable subjects.  In the BMI program, 24 

directors met the criteria for the study, as defined above.  Fifteen directors in the program 

ultimately were interviewed.  The researcher contacted each of the interested directors of 

these targeted programs to request a face-to-face interview.  These interviews were to be 

conducted at participants’ place of work, and would be recorded using an audio recorder 

as well as manual note-taking.  If a participant was unavailable for a face-to-face 

interview, a telephone interview was requested.  Thirteen participants completed a face-

to-face interview and two participants completed a telephone interview.  Both face-to-

face and phone interviews were recorded using an audio recorder device, and manual 

notes were taken.   
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Interviews took place between January 20, 2015 and March 26, 2015, and each 

interview ranged from 30 to 60 minutes in length.  The first portion of the interview was 

a review of the Consent to participate in the Research Study form (see Appendix C).  

Once reviewed, the participants were asked to sign and date the form, as did the 

researcher directly afterwards.  A form capturing demographic information was handed to 

the participants to complete.  While participants completed the two documents, the 

researcher set up the audio recording device.  Once both forms were completed, the 

researcher filed the forms in a folder for review after the interview.  The interview 

protocol was used as a guide for the interviews as they were meant to be semi-formal in 

nature, to ensure the participants felt comfortable and relaxed.  The researcher did make 

sure each question asked was read directly from the protocol although not all questions 

were asked of each interviewee based on the tone and flow of the interview.  Follow up 

requests such as “Tell me more,” Can you go into more detail,” or “Please explain that,” 

were asked to illicit additional information.  The researcher transcribed each recorded 

interview.  Recruitment of participants continued until data was saturated.  Saturation 

occurs when patterns, themes, and processes recur in qualitative data collection and 

continued data collection is not expected to glean any new or additional information 

(Creswell, 2013).  Data saturation was reached in this study after interviewing 15 

participants.  After each interview was completed, the participants were debriefed. 

Ethical Considerations 

All of the participants were treated in accordance with the ethical guidelines of 

the Creighton University Institutional Review Board (IRB).  Further, permission was also 

obtained through the IRB of the study site.  Although there were no identifiable risks for 
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participating in this study, several important procedures were practiced to ensure an 

ethically sound research design and implementation.  First, maintaining confidentiality 

was foremost in conducting interviews as participants’ revealed sensitive information 

during interviews.  Pseudonyms were used for program participants and the specific 

schools from which they came were de-identified.  To ensure confidentiality, the 

researcher maintained limited access to identifiable information and securely stored the 

data in locked files in his place of work, which only he could access.  Data will be 

maintained for three years as per IRB requirements.  Second, out of respect for the 

research participants and their right to participate in the study without feeling coerced, 

each participant signed a consent form stating they were volunteers with the right to not 

participate in the study.  All participants had the choice to not continue with the study at 

any time.   

Additionally, this researcher is a program manager in a BMI program in a large, 

urban, multi-site University on the East Coast and is closely tied to these programs.  As a 

program manager in a BMI program, this researcher knew some of the participants.  

These relationships created an ease of access to the programs for interviews with the 

other directors of BMI programs, but could have also potentially led to bias.  As a 

program manager, the researcher might have had some bias towards the effectiveness of 

the BMI directors.  The researcher thus reduced any potential bias by bracketing, or 

suspending, a normal understanding of the phenomenon (Creswell, 2013).  Journaling 

allowed the researcher to maintain distance by exploring any assumptions or biases about 

gender, race, or the power hierarchy that may exist between the researcher and the 
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participants.  This was done, in part, to ensure that the data collected during the 

interviews was trustworthy and credible.   

To ensure the interpretation of the data met a standard of credibility, the 

researcher also used the triangulation method.  Triangulation consists of comparing 

interview transcripts with memos, newsletters or other documents from the program that 

serve as supporting documentation (Creswell, 2013).  Additionally, participants’ 

voluntary participation in the study helped ensure that they were not coerced by the 

researcher.  Participants understood that they could opt out of the study at any time.   

Participants’ choice to continue or not continue in the study helped to ensure data was 

ethically collected.   

Each of these aspects was considered during the research design and 

implementation stage.  In summary, every precaution was taken to ensure that all 

research volunteers felt safe, comfortable, and free to withdraw from the study if they felt 

the need to do so, and to prevent any researcher bias.  

Conclusion 

The utilization of a phenomenological, qualitative method allowed the researcher 

to understand how directors of mentoring programs targeting African American males 

experienced leading, and examine what leadership skills are primarily used to generate 

success.  The lived-experience of leading a BMI program could best be investigated 

through face-to-face or telephone interviews with directors of targeted mentoring 

programs.  This chapter outlined the method utilized to conduct this research.  The 

following chapter explains the findings from this research study. 
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CHAPTER FOUR: DATA COLLECTION AND ANALYSIS 

Introduction 

The purpose of this qualitative, phenomenological study was to understand the 

lived-experiences of directors of mentoring programs targeting African American males 

in a large, urban, multisite University on the East Coast.  The researcher interviewed 15 

directors of structured mentoring programs that target African American males.  Through 

an immersion in the data, the researcher identified themes and subthemes consistent with 

the lived-experiences of these directors of mentoring programs that target African 

American males.  In this chapter, the findings of this research study will be presented. 

Review of Methodology 

The most appropriate approach to this topic was a phenomenological approach as 

it allowed the researcher to capture the lived-experiences of participants in their role as 

directors of a structured mentoring program for African American males.  The essence of 

a phenomenological study is to condense individual experiences associated with a 

phenomenon to a description of its universal essence (Creswell, 2013).  Finding meaning 

is at the core of a phenomenological study.  This study was exploratory in nature as it had 

the objective to identify themes and patterns in the leadership of targeted mentoring 

directors.   

Data Analysis 

The data for this study consisted of interviews with the directors of 15 BMI 

programs to learn about their lived-experiences as they lead African American males.  

Interviews were recorded and transcribed and notes were made during and after each 

interview.  Each transcript was reviewed by hand several times for accuracy and the 
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researcher continuously reviewed the transcribed interview data using reflection, memo 

writing, and analytic questioning.  The data were reviewed and coded using a 

combination of note cards, transcript annotations, and use of the qualitative data analysis 

software package NVivo (Creswell, 2013).   

First, after the completion of each interview, the audio file was loaded into 

NVivo.  The researcher then transcribed the interview while listening to the audio file.  

Once an interview transcription was completed, the researcher began coding by hand.  

Common themes and subthemes were underlined and notes identifying the theme were 

written in the margins.  For example, when directors made remarks about how they 

viewed themselves as leaders, the researcher underlined these words and wrote the word 

leadership style in the margin. As the interviews progressed, themes began to emerge 

about how the participants experienced leading African American males. The researcher 

then grouped any common words or phrases based on relationship to one another.  

Once the transcripts were analyzed by hand, they were loaded into the NVivo 

software package.  NVivo was used to search for the themes that were identified by hand 

and any additional themes and subthemes.  In order to de-identify the participant and 

their institutions, codes were created.  The code for each individual participant was PM, 

which is short for program manager, and the code for each institution was CS, which is 

short for College/School.  Furthermore, numerical codes were assigned based on order of 

interview.  For example, PM001 was the first interviewed and PM015 was the last 

interviewed.  Similar coding was assigned to each institution.  Therefore CS001 was the 

code for the institution where the first participant worked and CS015 was the institution 

where the last participant worked.   
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Validation of Findings 

Bracketing  

In an effort to reduce bias, this researcher bracketed his biases, preconceptions, 

and thoughts concerning the leadership characteristics that best engage African American 

men enrolled in targeted mentoring programs in higher education.  Bracketing allows the 

researcher to set aside his or her own experiences and review the phenomena more 

objectively (Creswell, 2013).  According to Glaser (1998), researchers can develop an 

awareness of their preconceptions at the start of the research.  With this in mind, this 

researcher took time before proceeding with his research to reflect and write his thoughts 

about the phenomenon under study.  This exercise was designed to allow the researcher 

to capture any preconceived notions regarding the leadership characteristics of program 

managers of mentoring programs for African American men, ensuring any preconceived 

notions held by the researcher did not influence the interpretation of the data (see 

Appendix E for bracketing exercise). 

Triangulation 

Triangulation is the collection of data from different sources about the same 

phenomenon (Creswell, 2013).  It is a validation strategy that approaches a phenomenon 

from different angles.  Triangulation is used to increase confidence in the data results 

(Creswell, 2013).  During the research process, multiple data sources were reviewed to 

verify the validity of the information obtained through the participants’ interviews.  

Specifically, the researcher viewed each program’s website and collected material from 

each participant regarding the program if materials (such as program brochure, event 

flyers and program mission statement) were available.  Additionally, the researcher at the 
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end of each interview explained that a copy of the transcribed interview would be made 

available once completed.  Four of the participants asked to view their transcribed 

interview.  The researcher sent each of them a copy of their individual transcript, they 

reviewed their transcript, and approved the transcription as accurate.    

Findings 

Participant Demographics 

The sample for this study consisted of 15 directors of structured targeted 

mentoring programs at a large, urban, multi-site University on the East Coast’s BMI 

program.  An analysis of this study’s demographic data showed that each participant 

spent at least one full year at his or her institution in the current position; the shortest 

number of years was two and the longest was ten.  Specifically, seven participants had 

worked in their positions for less than five years, while the remaining eight had worked 

for more than five years in their current positions.  Eleven of the participants were male 

and four were female.  Eleven identified as African American, three identified as Latino, 

and one identified as bi-racial.  The average age of participants was 46.2 years; with ages 

ranging from 27 to 68 years.  Table 1 provides a description of the 15 participants’ 

demographic information.  

Table 1 

Demographics of Study Participants 

Participant Demographic  Total 

Gender   

 Male 11 
 Female   4 

Race   

 African American 11 
 Latino/a   3 
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 Biracial   1 

Age   

 20-29   1 
 30-39   4 
 40-49   5 
 50-59   3 
 60-69   2 

Years in Position   

 1-5   7 
 6-10   8 

 

All participants had obtained at least one postsecondary degree.  The highest 

degree earned was a Ph.D. and all participants had at least a Bachelor’s degree. 

Specifically, one participant had a Juris Doctorate degree, three participants had Doctor 

of Philosophy degrees, nine had a Master’s degree, and two had Bachelor’s degrees, 

Table 2 presents the participants’ educational levels. 

Table 2 

Educational Demographics of Study Participants 

Degree Total 

Bachelor’s Degree   

 Bachelor of Arts 1 
 Bachelor of Business Administration 1 

Master’s Degree   

 Master of Arts 4 
 Master of Science 4 
 Master of Social Work 1 

Juris Doctorate   

 J.D. 1 

Doctorate of Philosophy   

 Ph.D. 3 

 

 



LEADING AFRICAN AMERICAN MEN  57 
 

Themes 

According to Creswell (2013), qualitative interviews can be demanding but they 

provide the opportunity to yield valuable information.  They also provide the researcher 

with an opportunity to understand participants’ lived-experiences.  A phenomenology 

study examines the experience of individuals as they have lived through it (Creswell, 

2013).  This researcher was particular interested in the lived-experiences of directors as 

they lead African American males through a mentoring program in higher education. 

Below is a report on the central themes that emerged during the interview process.  The 

documented themes that emerged were (a) the role of leaders and (b) the importance of 

moving students towards success.  Each of these themes also had a number of subthemes.  

For example, the theme of the Role of Leaders, included subthemes of the engaging 

students, meeting them were they are, and being an authentic leader.  The theme of 

Moving Students Toward Success, included the subthemes of serving as a role model, 

and building community.  The themes and subthemes are identified below in Table 3.  

Table 3  

Themes and Subthemes identified from Interviews with Study Participants 

Themes Subthemes 

The Role of Leaders Engaging Students 

Meeting Students In The Moment 

Being an Authentic Leader 

Moving Students Toward Success Serving as a Role Model 

 Building Community 
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 A discussion of each of the themes and subthemes identified in the research study 

are explained and accompanied by supporting evidence from the interviews with study 

participants.  Excerpts from interviews with study participants are included in this section 

to help illustrate their reality with the phenomenon of leading African American males in 

higher education.  

Theme I: The Role of Leaders 

 A singular definition of leadership did not emerge from the participants but all of 

them perceived themselves as leaders.  Knowing how participants perceive themselves as 

leaders provides insight in how to understand their leadership and how they lead.  As 

positional leaders they understood that they are initially recognized as a leader based on 

the title and position they hold.  Nevertheless, none of them couched their effectiveness 

as a leader in the fact that they held a leadership position.  The majority of the 

participants believe themselves to be leaders, not based on position, but rather as those 

who possess the ability and skill to transform the lives of those they come in contact with.   

 In many instances directors believed that race played a role in their selection to be 

a program director, although not the final determiner.  Participant PM004 stated, “Yeah, 

my ethnicity played a role in me getting the job but if I couldn’t do the job, I’d been fired 

a while ago.”  The sentiments of PM004 were consistent with the other directors, namely 

that race may have played a role in opening the door but it is their skill that has kept the 

door open.   

 All the directors involved in the study identified the role of the leader as 

important, although only one identified as having formal leadership training.  Study 

participant PM010 stated, “I was fortunate to receive formal leadership training during 
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my master’s studies through [this institution].  It gave me insight into my particular 

leadership style and temperament.”  Additionally, the researcher believes it was 

important to note that none of these leaders received training in working specifically with 

African American male students.  Director PM008 explained that his senior administrator 

has not provided training as a result of a particular type of thinking.  He states:  

 I guess they figured, ‘you’re a black male, you can work with other black males’.  

 It is assumed that no training would be needed.  For me that is counterintuitive.  

 So they are telling me that you need a ‘special’ program to work with this 

 ‘special’ population but you need no special training.    

This feeling resonated among the other directors as well but irrespective of having 

leadership training, all the directors agreed that to have a strong program one must have a 

strong leader.  For many of the directors, leadership was more than a position or title, it 

was action oriented.  Participant PM006 stated:  

 I don’t have the highest position on this campus or even in this department 

 [academic affairs] but I am the leader.  That leadership doesn’t rest on a title but 

 on my willingness to lead these young men.  My commitment is greater than my 

 title.   

Another participant, PM001, who works in one of the larger programs noted:  

 I never saw myself doing this type of work, I wanted to be a rapper, a musician.  

 If it wasn’t for my Dean who gave me this opportunity, who knows where I would 

 be.  I remember that and keep that at the front of my mind when I lead.  It’s my 

 job to make opportunities for these guys. 
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For many of the directors, working with African American men was a calling.  They 

believe it to be part of their duty.  PM005 highlighted this point when he voiced, “This is 

my calling. I started my career as a social worker and this is the perfect population for me 

because they are me and I am them.”  The sense of commitment as leaders and to this 

type of work was prevalent throughout the study participants.  They each echoed how 

important it was for this population to have strong, caring leadership.  PM002 summed it 

up the best stating:  

  I’ve been privilege to work as a Dean of students at . . . uumm . . . several 

 prestigious institutions in this area.  But now towards the end of my career I get 

 to work with a population that needs me the most, African American males.  I 

 guess, they, uumm, need my years of experience … but really, it all 

 culminates into this work, this mission, helping those who I think need it the 

 most, Black men. 

Serving as a leader to this population was important for the study participants but along 

with identifying the role of a leader as important, the directors specifically identified the 

ability to engage with students and to serve as a role model as key elements of leading a 

mentoring program for African American males in higher education.  

Engaging Students 
 

The primary goal of targeted mentoring programs is to engage students so that 

they persist towards graduation.  Each of the directors identified this as a definitive goal 

and a priority for them as a leader.  Research has stated that institutions with high levels 

of student engagement, offer enhanced educational experiences that increase student 

accomplishments and outcomes (U.S. Commission on Civil Rights, 2010).  All 
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participants stated that student engagement is a fundamental part of their role as program 

administrators.  For PM009 engagement begins with making a connection.  He states, 

“My first question is not about classes or your GPA.  What I really want to know isn’t 

your grades but how you’re doing in life.  I want to know how things are with you as a 

Black male.”  Engagement for PM009 and several other directors begins with the 

individual student.  This sentiment is shared by study participant PM011 who stated: 

My role has been to serve, create, and manage programs that deal with overall 

 student engagement but specifically enrollment and retention programs for the 

 student that we categorize as underrepresented. But that is only the tip of the 

 iceberg.  Engagement begins and ends with knowing the name of each student 

 who walks through my door.”    

Another participant stated: 

       I make sure I create activities that continue to be relevant, that resonate with the 

 students by developing connections . . . programmatic activities that provide 

 students with other college resources and activities . . . making sure there are 

 linkages that make it easy for students to take advantage of other college 

 resources.   

Similarly, PM001 viewed his role as incorporating a wide myriad of jobs into one, from 

budgeting to event planning but student engagement was his paramount responsibility.  

He stated he does:  

 everything dealing with engagement of the students to planning the events of

 various programing that goes on; dealing with the budget and more or less 

 running the . . . top to bottom of directing and running the program.  Engagement 
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 is finding a way to challenge the students to do something new.  You know, I take 

 them to the opera and stuff, I’m not into it myself, but just the fact that it’s new 

 and a different experience, and the students love it.  I try to get them in a few 

 things that they normally would never be exposed to or even feel comfortable 

 doing.  Engagement to me is a synopsis of a challenge, and kids like a challenge;  

 students love challenges. 

PM004 stated that part of his purpose for the BMI program was to enlighten 

others on and off the campus about the college’s efforts to engage African American 

men.  Another participant said it was crucial that he focused on engaging students until 

graduation and stated, “If we do not engage them until they reach graduation, then we 

have failed.”  PM007 expressed the importance of spreading the message of how the 

institution’s BMI program is engaging students as well, “We are heralds of institutional 

engagement.  We are to voice what the institution can and is doing if they take the time 

and resources to engage our men.” 

Participant PM008 stated it emphatically, “We must get them to graduation.  This 

is our job.  This is what we must do, if we do nothing else.”  Although there was no set 

formula for how to best engage African American males, the directors felt it began with 

them.  Even when programs had staff assigned to the responsibility of recruiting or 

engaging students, the directors emphatically stood by the idea that they were the catalyst 

for engaging students.  Participant PM001 said, “I set the tone for how things run in the 

office.  If I’m feeling off then everyone feels it.  I can’t be off.   I must be cognitive not to 

let my ‘stuff’ affect these students.”  Collectively, these directors understood that how 

they treated and responded to each student they encountered made a difference in that 
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student staying in college or dropping out.  Participant PM014, who has been working in 

the program for 10 years explained this by saying: 

None of our programs have the monetary means to entice our students to stay.  

 We don’t have transportation cards or stipends; we used to, but that money 

 quickly ran out.  All we have now to attract them is the programs we run, and to 

 some extent, ourselves.  If they buy-in to us as leaders we give them a reason to 

 come back.  If  we give them a reason to leave by not treating them a certain way 

 then chances are they’re gone.  

All the directors pointed out that the ability to engage students is fundamental to a 

successful program.  These directors collectively understand that student engagement is 

more than having students attend events or classes.  Student engagement occurs when 

students psychologically invest in the learning process (Newmann, 1992).  Participant 

PM015 pointed out that getting students to be invested in the learning process is “half the 

battle of getting them to graduation.”  PM003 illustrated this point when she confided 

that, “many of my students don’t know how to be students.  They don’t even know why 

they are here.  They just come to college because they think it’s the right thing to do.”  

PM010 elaborated on this point stating that students from their target population are often 

ill-equipped for college not just academically but mentally when he said, “. . . so many of 

them are lost, they don’t know why they are here.  My job is to help them understand 

why they are here.”  Resolving any disconnect between African American men and 

college is considered a basic part of the mission of the directors of these targeted 

mentoring programs.  Participant PM002 spoke about how she viewed herself as a 

strategist, whose mission is to find new ways to engage and encourage students as an 
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advisor and mentor.  She went on to speak about how this engagement can become 

“personal” and how many viewed her as a “mother hen.”  This idea of student 

engagement becoming personal was not isolated to one program but rather was a theme 

echoed by each program director.  When pressed by this researcher as to how these 

directors engage students, a common theme that emerged was the importance of meeting 

students were they are in that moment.   

Meeting Students in the Moment 

The importance of meeting students in the moment resonated with all the 

 directors.  Meeting students in the moment is best defined by PM006 when he 

 stated:  When a student walks through that door, he has the world on his back.  I 

 can’t be caught up with signing them up for the mentoring program or having 

 them attend one of my workshops.  They need to know that I am focused on 

 them and their needs only.  

The majority of directors agreed that when first meeting students, most students 

are in need.  Those needs take priority over program needs or goals.  PM007 stated that 

as student support programs or “resource” programs, “We were created to meet the needs 

of the institution by meeting the needs of these students.  It is my duty to help students, 

without them I do not have a purpose in this institution.”  For these directors working 

with African American males, each found that respecting students begins by not belittling 

them or their lack of skills no matter what level they are on.  It is invaluable to meet 

students where they are in the moment.  Director PM014 explained that regardless of his 

education level or accomplishments, none of those things matter when a student walks in 

for the first time and wants help.  He shared that, “this student doesn’t care about my Ivy 
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League education or the fact that I am [in senior management].  They want help and that 

is what I do, I help them, not give a rundown of my resume.”  PM003 spoke about how 

transparency begins when she first meets the students: “My first question is not about 

classes or your GPA.  What I really want to know isn’t grades but how you’re doing in 

life.  I want to know how things are with you as a Black male.” 

Along with the understanding that it is important to meet students where they are 

in the moment, the directors were strong proponents that the purpose of meeting students 

at their level is merely to engage them so that they would listen to them and get to a 

higher level academically, socially, and intellectually.  PM001 said it best when he stated, 

“Yes, I want them to know I have been through the same struggles they have, but there is 

more.  I am here to let them know that, just like me, you can achieve more.  In fact, more 

is waiting for you around the next corner, let me show you how to get it.”  When 

questioned about how they take these young men to the next level, participant PM009 

summed it up by saying, “It’s only when you have connected with students at their level 

that you can begin to take them to a ‘higher’ level.  The best way to do that is by being a 

role model.”   

Being an Authentic Leader 

The subject of authenticity as a leader also resonated with the majority of 

directors.  According to the directors, in order to have sustainable engagement, the leader 

must be transparent.  PM002 stated that: 

 “. . . as a leader, having all the answers or being the smartest person in the 

 room does not define one’s leadership.  Leadership is about being transparent 
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 enough to let one’s followers see the best one can be while recognizing the best in 

 them and coming together to celebrate your best selves.”   

PM003 echoed a similar theme when she shared that connecting with students 

begins by being authentic as she says, “these kids are street-smart.  Yeah . . . they . . .  

like can’t do algebra but they will spot a fake in a minute.  And if they think you are 

phony, you have no credibility.”  She continued to emphasize the point by noting that 

having people invest in your vision begins with the leader showing that the vision stems 

from the leader himself or herself.  “Students don’t follow because of a program or 

activity, but because of who you are.  They buy into you before they buy into a program.”  

PM007 stated, “As a leader I have taken on the role of establishing trust.  Students must 

feel comfortable to express needs they may have, comfortable letting down barriers or 

[speaking about] concerns they may have . . . this begins with me as the leader.” 

PM011 further illustrated the importance of authenticity for leaders by stating:  

When I speak about solving a problem I wanted to solve, [I explained] this is how 

I did it.  I am not talking about something that I have not done.  And when I 

thought about it, I didn’t know I was capable of doing it, but I was willing to go 

through the process, and once you go through the process, it is not going to be 

perfect, but at least you’re going through the process, and you have something to 

tweak.  If you never go through the process, then you never know — you are 

always sitting on the fence.  So I would rather do something wrong and fix it 

rather than be afraid to do something because I wanted it to be perfect. 

For directors, presenting an authentic self was vital to connecting with students  

 even if that means exposing a weakness or revealing they are having a hard time.  
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PM004 shared that he has revealed very personal stories with some of his students at 

times.  He shared during the interview that:  

  Some of them are very ashamed of embracing their past experience because 

 they’ve been characterized by society as worthless.  Their past can be 

 shameful so I tell them openly about my hardships.  I tell them that my father has 

 been arrested.  That I have . . .  I have  . . . you know I have on both sides of my 

 family tree, people in a jail; that have been incarcerated.  I talked openly about 

 my own hardship and that allows me to embrace them with my heart.    

Director PM008, who has served in his program for 5 years stated being authentic is the 

only natural state of being.  He says, “I can only be who I am, I can never be who I am 

not.  They [students] know this and respect my willingness to be who I am.  It frees them 

to be who they are.”  The idea of being free to be who they wish to be was spoken about 

by several directors.  PM015 pointed out that many of the young men he works with in 

his program don’t know how to be themselves.  They are inundated with images from 

music and social media that tell them who they should be.  PM009 echoed a similar 

ideology in saying, “Social media is constantly telling them what it means to be young, 

black and 21.  We have to help them decide who they want to be and not to just become 

who we say they are.”   

 The directors jointly agreed that to reach African American men one must present 

an authentic and honest self.  Sharing stories of their own trials and tribulations helps 

students and directors connect on a personal level.  It serves to breakdown some of the 

barriers of misconception.  PM012 stated that, “Students don’t see us as real people.  

They think we always had things together, as if we never struggled.  I tell them I grew up 
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in the same neighborhood some of ya’ll did.  There is no difference between you and me 

and if I can make it out to buy my own home then so can you.”  

PM015 remarked: 

      I honor my students number one, in the way that I talk to them, in the way that I 

 talk to other students in front of them, in the way I handle myself  in 

 professional matters, in the way I handle my personal life.  You know I am not 

 getting arrested.  I am not, you know, showing pictures of myself doing 

 inappropriate things on Facebook.  I am not on encouraging them to become 

 elitists or an oppressor. . . .  Leadership means teaching your students how to be 

 better human beings and doing it by hands-on examples or by them viewing you 

 an example.   

The “sharing of the self,” as PM014 calls it, creates a common ground that sets 

the stage for understanding one another.  Almost all the programs have a ‘round-table’ 

discussion where there is open discussion about any problem students may be facing.  

These discussions help facilitate the lines of communications by allowing participants to 

come together to create a shared experience.   

Theme II: The Importance of Moving Students Toward Success 

 A primary role for these directors is to move students towards success.  Success is 

defined for most as college graduation but not all study participants viewed this as the 

only goal.  Participant PM007 stated, “For me, leadership is empowering these young 

men to believe that they can achieve any goal.”  Similarity, PM005 echoed, “As leaders, 

we are supposed to drive, to guide, to educate and inform.  When so many have been 

written off, it is our job to tenaciously provide the change they are looking for.”   The 
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directors involved in this study reported that moving students toward success is an active 

goal for their respective programs.  College graduation was a significant, and the ultimate 

marker for success for many programs.  College completion was the goal for each 

program and many directors remarked that for their senior management it was the only 

measure of success but for the directors themselves, success was measured by smaller 

achievements.  PM008 remarked college graduation in itself is a good goal but it should 

not be the final measure of success.  He bluntly stated:  

 I am a bit of a radical, I tell them . . . I don’t give a damn about your academics 

 because that doesn’t . . .  I am interested in you becoming a critical thinker. You 

 know, I don’t care about your GPA.  It’s important for you to set a goal for 

 yourself.  Author Miguel Nunez from the four agreements says one of the four 

 agreements is to do your best, well, if you are sick one day then your best, at that 

 time, is getting a C . . . then you can keep it moving.   

Graduation for the majority of directors is a central and necessary goal as it provides a 

clear and definable goal.  But many directors alluded to graduation as being a big goal 

that can seem so distant for some students.  PM003 illustrates the point by saying: 

 Look . . . you want to talk about graduation when I got a third of my guys coming 

 from G.E.D. programs.  The fact that some of them went to every class this week 

 or read a book front to back is an accomplishment because they have never done 

 that before.  Reading an entire book is success for someone who has never 

 accomplished that before.  You celebrate it, not belittle the act.     
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Other participants in the study viewed graduation as a fundamental marker for 

programmatic success.  Regardless of how success was defined, the directors viewed a 

key to moving students towards success rest in their ability to be strong role models.  

Role Modeling 

 All of the study participants considered themselves role models. Role modeling is 

core to each of the mentoring programs.  Although all the programs have either staff or 

volunteers who serve as mentors each director insists on mentoring multiple students.  

They believed it was important to embody the principle of role modeling by taking on the 

role for as many as they can.  They understood that they are in a pivotal position in the 

program.  Several remarked that they would not ask anyone in the program to do more 

than they themselves would do.  A common belief was that they were the role models for 

the entire program.  For PM0013 serving as a role model entailed demonstrating, not only 

where you have come from but also where you are at today. He stated:  

 They know my past . . . I tell them all about it but I also share my present.  I 

 went on vacation to Europe a few years ago and my sharing that experience 

 opened some of their eyes to the possibility of them taking a similar trip 

 someday.   

But many directors pointed out that role modeling doesn’t occur quickly.  Most directors 

agreed that it takes time to become a role model and sometimes it happens and you may 

not be aware of it.  For example, PM015 shared that there was once a student who was 

attending his program but only sporadically.  They spoke several times but never had an 

in-depth conversation.  The student eventually graduated and handed PM015 a card and 

in it was a moving thank you.  PM015 stated:  
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 I was flabbergasted. I was unaware of the impact I had on this young man.  I often 

 think of that moment as it keeps me aware of how I am acting in front of students.  

 I was a role model and didn’t even know it.  

Role modeling can take many forms.  For many directors that occurs tacitly from mentor 

to mentee.  Directors told stories of students who would take on the characteristics of 

directors.  When giving a speech they would mimic their speaking style or cadence.  At 

other times, mentees would listen how the director spoke to another administrator or 

student and would soon model similar behavior.  Others would begin to dress like their 

director.  PM005 reminisced that:  

 Early in my tenure as director I wore bow ties, in fact I still do.  Not every day but 

 once or twice a month.  Soon some students took to wearing bow ties, especially 

 if they had an event like a party at the college.  I laugh about it to myself because 

 early on none of them knew how to tie a bowtie . . . they would rush in and ask 

 me to tie it for  them before their event.  

Several directors shared that students who are being mentored often pick up on things 

they wish to emulate.  They are creating who they wish to be by embracing the positive 

components of those around them.  PM003 remarked, “I think it is a wonderful 

something when it happens.  There is so much negatively around them why not embrace 

something positive.”  For PM001 being a role model is really more about as he put it, 

“being one of the flock as well as the person that provides direction and management to 

the flock.”  Mentoring was a symbiotic relationship where both parties grew.  According 

to PM001 although he was the mentor, he often learned just as much from them.  His 
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interactions with his students make him better at interacting with other students as they 

come to his events.  As PM001 stated:  

It is an ongoing cycle of mentorship. I grow and they grow.  You know I see 

myself, as one of them.  They were where I was and I am doing my best to try and 

help them to really get where they want or need to be.  

Similarly, PM004 says one of the proudest moments in the program is being able to be 

called a positive role model.  He stated, “I am blessed to be a role model for a lot of my 

young men . . . I had a positive male role model in my life and now they have one in 

theirs.”  As a fundamental part of each program role modeling is a tool that is used to 

move students towards success.  Whether that success is college graduation or 

completing all their classes for a semester, each director measures success by the 

overarching goals of the mentoring program and by the incremental goals that students 

reach day by day.  All the directors in this study agreed that as a means to promote 

success, role modeling is one of their most useful tools for getting students to succeed.  

However, role modeling is not the only tool used to push students toward success.  

Another tool used by the directors is the power of community.  

Building Community  

 One of the strategies many directors use to promote success is by creating a 

community.  A shared belief by study participants is that, when developed effectively, 

community serves as a catalyst for change.  For directors the community becomes a self-

regulating entity that monitors itself.  In other words, over time those who are members 

of the community begin to serve as a checks and balance against other members.  PM002 

states, “The members start showing each other their test grades, whether good or bad, and 
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expect the same level of respect to be returned to them, it’s amazing to watch.”  The 

community does not judge its members but supports them.  For the directors, it is viewed 

as a strategy that moves the organization forward without cannibalizing already stretched 

resources.  PM004 stated that without this community half the people in his program 

would be gone.  He illustrates by saying: 

 I am a one man show.  That’s not bragging, I need help.  Resources are thin 

 around here.  My staff is students.  In order for me to check in on the 

 students who come in here it would take all my time.  I couldn’t do programing or 

 manage the budget.  So I tell them, you are accountable to each other, you are 

 brothers and brothers don’t hurt each other they trust each other, they support 

 each other.  You have to support each other and that begins with being 

 accountable to each other.  

According to the majority of directors, developing a community coincides with their 

mission to engage students.  PM012 explained, “Focusing on community is like fishing 

with a net, I don’t have the time or resources to fish with a pole.  I have to caste my net, 

and if I don’t, the program might fail.”  The directors define community as a place that 

provides a sense of belonging.  It is that safe place where their students can be themselves 

and not be judged.  Many participants echoed the idea that community is very important 

to African American men.  The support that they receive from a college community can 

determine if they graduate.  PM001 illustrates the importance of community for African 

American males by stating:   

[In] most workshops I ask everybody to stand up and individually introduce 

themselves, one by one.  I don’t force that to happen, but that is sort of how the 
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interactions evolve, and after someone speaks we support and clap for them.  

People are encouraged to share their perspective and they’re rewarded in that 

sense; they are rewarded with a sense of applause or sense of encouragement, 

those little types of things.  When I say reward, I’m not saying money or anything 

like that, it’s just recognition of that I hear you, and what you say is valued and 

what you say is important.  That’s what I mean by reward.  Other students are 

clapping from what other students say, it’s encouraging, they’re challenging and 

giving other students advice to their peers without you saying or doing anything.  

I think that in itself is beautiful, and also it’s a safe space for males.  You don’t 

see that anywhere especially in academia.  To me academics is a feminine space.  

I think men, particularly African American males, have the mistaken feeling like 

they can’t let their guard down and be comfortable.  I think most males are 

generally uncomfortable in most academic settings, classrooms.  I think there is a 

genuine general sense of discomfort that most African American males feel. 

PM001’s comments highlighted the importance of community for all college students but 

specifically for African American males.  He touches on how his program serves as a 

catalyst for comfort as well as support.  In creating community, connectivity is key.  The 

better a program can keep students connected, the stronger that program becomes.  For 

PM001 the community in his program becomes a place where students feel safe.  This 

theme of safe spaces is evident in the responses of other study participants as well.   

PM012 stated: 
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It is important that the students feel connected.  When they feel disconnected, 

they get lost.  I love to go to the center and see students interacting and feeling 

connected.  I think that’s what keeps me going when this work gets difficult.”   

For directors such as PM001 and PM012, the creation of community, although planned, 

occurs almost organically.  Conversely for other directors, creating community is an 

intentional act.  It is the part of the mission and purpose and they actively create 

community.  PM008 provided a personal example of how his program builds community:  

When I was in junior high school, we had these productions or plays.  They were 

the main actors, musicians, and other people.  I use to pull the curtain, but I 

contributed to the entire projection.  I was involved in the process.  So once you 

are involved in the process that is a way for you to move into something else you 

can do.  It’s including people in the process.   

PM011 similarly commented:  

Fundamental to this program is more or less how, or at least my interpretation 

would be the ability to bring people together for a common goal, that is my 

interpretation of leadership, me specifically, that’s the way I like to do it.  I find it 

to be effective rather than a pyramid style.  I prefer a flat-brand organization.  

Everyone has their title, everyone has their rank, but at the end of day everybody 

should still be able to voice their opinion . . . When you give them a sense of 

responsibility, they tend to respect it and own it because they feel like, hey, I have 

a role, I am part of a team. 

 Notably, participant PM014 remarked that in addition to community through workshops 

their students have created community through service.  He stated, “Students have 



LEADING AFRICAN AMERICAN MEN  76 
 

personal relationships with faculty members and administrators through service projects 

that they participated in.  Their communities stretch beyond their local community of 

peers with the same identity.”  

 Ultimately, it is clear from directors interviewed in this study that community is 

core to their program.  Community serves as a catalyst for change, support, and 

accountability.  PM005 sums it up best when he states:  

 What we do is to help edify everyone in the program.  If we do this correctly, 

 students begin to edify other students in the program and this is duplicated over 

 and over.  This is essential for the long-term success we strive to build into our 

 program. 

Summary 

A phenomenological methodology was used to explore the lived-experiences of 

leaders of mentoring programs that target African American males at a large, urban, 

multi-site University on the East Coast.  Fifteen directors were interviewed individually 

for this research study.  Each interview was recorded and transcribed.  With the insights 

gained as a result of the interviews with directors of mentoring program that target 

African American males, it is clear to the researcher that there are several common 

leadership characteristics utilized by these leaders.  Leadership characteristics such as 

knowing how to: engage students, meet them were they are in that moment, serve as a 

role model, and build community, all operate as building blocks for their respective 

programs.  Only one of the directors received any form of leadership training and none of 

them received training on how to work specifically with African American males.  

Although, each program was unique to each campus, these common characteristics 
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emerged.  Irrespective of how leaders choose to demonstrate these characteristics, the 

directors believed these components are fundamental for a leader to possess when 

working with African American men in higher education.  These characteristics stem 

from the leaders and manifest themselves through programmatic activities.  Each of these 

characteristics were vital to developing and leading a program that is sustainable.   

In the next chapter, the researcher will explore the impact this study could have 

on leaders in higher education.  The researcher will also provide a summary of study, 

examine the implications for leaders and institutions as well as provide suggestions for 

future research.   
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CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS 

The purpose of this phenomenological study was to explore the experiences of 

directors of mentoring programs that targeted African American males in a large, urban, 

multisite university campus on the East Coast.  In this chapter, the researcher will explain 

how the findings from this study could impact the leadership practices of working with 

African American males in higher education.  Through 15 individual interviews with 

directors of a targeted mentoring program, the common themes of knowing the role of a 

leader and motivating students emerged.  The subthemes of engaging students, meeting 

students in the moment, being an authentic leader, serving as a role modeling and 

building community, were also identified.   

Summary of the Study 

This study consisted of qualitative interviews of 15 directors of mentoring 

programs that target African American males at a large, urban multisite university located 

on the East Coast.  These interviews occurred between January and March during the 

spring of 2015.  Interviews were primarily conducted in the offices of these directors.  An 

Interview Protocol was used to direct the interviews.  Each interview lasted between 30 

to 45 minutes, and were recorded, transcribed and coded.   

The directors in this study all indicated that they perceived themselves as leaders.  

Their leadership did not hinge on the title of leader although they functioned in a 

leadership position, but in the fact they performed the functions of a leader in their 

respective programs.  They embodied the role of the leader and the title of leader through 

their actions.  They expressed that embracing ones role as a leader is just as important, if 

not more important, than holding the leadership position.  For these directors, positional 
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leadership is a first step in holding a leadership office but not the final step.  Leadership 

begins in the eyes of those you are trying to lead.  Are you seen as a leader?  If so then 

you are the leader regardless of position.  Despite the fact that only one director received 

formal training as a director, many directors believed that training would enhance their 

skills.  Whether formally trained or not, possessing the ability to engage students is a 

fundamental skill all directors of programs targeting African American males should 

manifest.   

According to several participants, engaging students is a skill that when done 

correctly has long reaching effects on students and program outcomes.  The ability to 

connect with students and keep them engaged allows directors to serve as resources as 

well as role models for students.  Students model themselves after a director they respect, 

but this only occurs when leaders of targeted mentoring programs in higher education are 

seen as authentic.  Being seen as a fake or as a leader who is not being genuine will turn 

students away.  For example, when interacting with a student for the first time, a director 

of a program understands that the student in front of him or her sees them as a director of 

a program and not a whole person who has struggles and issues.  Once a leader has 

engaged a student they can bring them into the community of students.  For directors in 

this study, these are the essential skills a leader needs to build a successful program.  

This study examined the experiences of leaders of targeted mentoring programs 

with interest in their leadership skills and how these skills were commonly used to 

generate success among participants enrolled in the mentoring programs.  Central to this 

exploration was the research question, what leadership characteristics best promote the 

persistence rate of African American males enrolled in in a large, urban, multi-site 



LEADING AFRICAN AMERICAN MEN  80 
 

University’s Black Male Initiative Program on the East Coast?  This question informed 

by findings by serving as a guide and anchor during the data collection, data analysis and 

writing of this study.  

Implications 

The findings from this study help the researcher understand that leadership can be 

important to, not only the directors of targeted mentoring programs, but the programs 

themselves especially in higher education.  In this study, all 15 of the directors who 

participated identified leadership as important, which may or may not have had an impact 

on how these leaders perceived their leadership skills, and how it impacts their ability to 

lead the participants in their programs.  This study brings to the forefront the important 

role that leaders have in increasing the outcomes of mentoring programs targeted towards 

African American males in higher education.   

According to the findings, the majority of directors in this study shared a common 

set of skills that generated success among African American males.  The following 

sections will discuss the practical implications for leaders of targeted mentoring 

programs, intuitions of higher education, students in higher education, and future 

research.   

Practical Implications for Leaders of Targeted Mentoring Programs  

This study underscores the important role leadership skills play for leaders of 

mentoring programs that target African American men in higher education.  These 

findings have several significant implications for the importance of continued role 

modeling for African American men, opportunities for training on how to best advise 
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African American men in higher education for both leaders and staff of mentoring 

programs, and to highlight the fact that they are making a difference.  

Continued Role Modeling.  One finding was the need for continued role 

modeling for African American men in higher education.  This study helped the 

researcher to understand that role modeling is an important part of program development. 

The literature tells us that role modeling by faculty and staff members who are of the 

same ethnicity as students has positive effects on college students (Galbraith & James, 

2004).  This positive effect is that students “see themselves” as members of the college 

community, they become more connected to the institution, which in turn, increases 

student confidence and performance (Brittian et al., 2009).  Most directors in this study 

reported they made conscious effort to serve as role model.  For them, role modeling was 

a central component to the program.  

 Opportunities for Training about How to Best Advise African American 

males.  Another conclusion that can be drawn from this study is that training is important 

for all directors of targeted mentoring programs as well as for their staff.  In this study, 

for directors of targeted mentoring programs, training on how to advise African 

American males could enhance their effectiveness.  The literature states, leaders who are 

well trained are more self-aware thus allowing them to meet the needs of their followers 

more effectively (Goleman, 2003; Rath & Conchie, 2009).   

It is evident from the findings of this research study that directors of targeted 

mentoring programs can benefit from education about leading African American men in 

higher education, and how it can increase program effectiveness.  The one director that 

received formal training commented that his training was extremely advantageous as it 
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allowed him to better understand his leadership temperament.  A lack of education 

regarding how to lead African American men can cause hesitation or a lack of confidence 

when making leadership decision.  The participants in this study indicated that they 

believed that additional training that specifically dealt with helping them understand the 

needs of African American men would be helpful.  One director stated that it is 

counterintuitive to hire someone to direct a special program, working with a special 

population but receive no special training.  In addition to the directors of targeted 

mentoring programs, they believed their staff should receive similar training.  The 

majority of study participants had a minimal staff.  Many of them would regard 

themselves as a ‘one person show’.  But regardless of the number of staff in a program, 

the participants in this study would have felt more comfortable directing their program if 

provided with formal training.      

Practical Implications for Higher Education Institutions 

Community Expansion.  It is evident that the findings from this research study 

can benefit higher education institutions. The findings from this research study can help 

higher education institutions better understand that supporting these help create 

institutional change that can positively increase institutional outcomes (Burke, 2011).  

The majority of directors in this research study believe that the positive communities that 

develop out of mentoring programs that target African American males can serve as 

catalyst for change across the institution but institutional may be required to create 

institutional change.  The research indicates that students who are connected to positive 

communities in their institution of higher education persist and perform at higher rates 
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(Brittian et al., 2009). The participants in this study indicated that increase support from 

their institution would increase their effectiveness across their campus.     

Policy-Based Solutions.  Another conclusion that can be drawn from this study is 

that institutions may need to do more than solely focus on programmatic resolutions.  

This study has demonstrated that the challenges and issues facing African American 

males in higher education such as the lowest persistence rate and college graduation rate 

among all other ethnicities, are rather unique and resolution of these challenges will need 

to be unique (ACT, 2013; Cuyjet, 2006; Harper, 2006).  The factors contributing to 

underperformance are deeply rooted.  Programming alone, although needed, may not 

fully resolve the achievement gap.  Institutions will need to be willing to commit to 

providing a multifaceted approach to this issue.   

The implications from this study can help institutions of higher education 

understand that change can occur across the institution if they are willing to examine 

long-standing policies and provide resources that are designed to address the race-based 

issues concerning critical race theorists, directors, and students.  The issues of 

stereotyping, stereo-type threat and John Henryism are prevalent issues in higher 

education and part of this research study’s implications are that institutions may want to 

consider addressing these issues from a “top-down” perspective (Harper, 2012).  This 

includes providing resources, monetarily and in the form of human capital, to better 

understanding how best to engage African American men in higher education.  The 

participants in this study indicated that additional resources would be needed to expand 

program effectiveness and these resources may need to stem from increased institutional 

support. 
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Additionally, it is important to note that the selection of leaders for targeted 

mentoring programs as well as for mentors and role models, should not be done by 

simply matching leaders and role models because they are demographically similar.  In 

other words, it should not be assumed that the best matching criteria for selecting leaders 

or mentor/mentee pairs is race (e.g. African American men are the best candidates to 

serve as directors of mentoring programs that target African American males).  

Additional factors that include leadership skill level, experience and commitment to the 

mission should be included in the selection criteria.  

Institutions that are serious about creating effective and sustainable mentoring 

programs need to have a clear understand of how leadership and leadership styles directly 

affect program outcomes.  For the directors of mentoring programs in this study, 

leadership skills were utilized in every aspect of their duties.  It is this researcher’s 

assertion that effective leadership can positively influence inadequate programming, and 

ineffective leadership can negatively influence effective programming.  Institutions that 

understand the importance of leadership styles are more apt to select leaders who are 

more effective.   

Limitations 

 This study focused on directors of mentoring programs that target African 

American males in a large, urban, multisite University on the East Coast.  As such, there 

are limitations to the transferability of this study to other populations.  Mentoring 

programs that do not target African American males would need to be further studied.  

Additionally, whether BMI programs not located on the East Coast but in other locations 

across the U.S. would report similar findings, warrants exploration.   
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 It is also noted that since the researcher, as a BMI director, was a member of the 

study site community, this relationship could hinder study participant responses.  Further 

exploration would need to be conducted to determine if a researcher from outside the 

BMI community would elicit similar responses from study participants.   

Recommendations 

Leaders in higher education and higher education institutions can utilize the data 

from this study to create and implement sustainable change in their institutions.  It is 

recommend that increase funding be given to mentoring programs that target African 

American males.  This funding should be utilized in two key areas; training and policy 

development.  

Training 

Higher education intuitions serious about closing the achievement gap, need to 

implement leadership training for directors of programs that target African American 

males.  Training should be mandatory for new hires and current directors of targeted 

mentoring programs.  Training should begin immediately and needs to occur as part of 

the orientation for both those new to the position of director as well as those who 

currently serve in the position of director.  It should be updated periodically to align with 

the latest research to ensure that employees are providing services that are in alignment 

with evidence-based practices.  This training should be funded by higher education 

intuitions and created in conjunction with current leaders of mentoring programs that 

target African American males who have demonstrated successful practices.  The data 

from this study should be used to develop leadership based curriculum that includes race-

based competency training targeted towards African American males.  Specifically, 
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training targeted to enhance directors ability to engage, be authentic leaders, serve as 

positive role models, and building community among African American males needs to 

be developed.  This would allow for novice directors, as well as the larger education 

community, to be exposed to the best leadership practices when leading African 

American males.   

 In addition to training provided by higher education institutions, training for 

directors of mentoring programs may also be facilitated through professional 

associations.  Many professional associations provide access to resources such as 

literature, conferences, career opportunities, and professional development.  Also, 

professional associations serve as support systems that can expand a professional’s 

network and knowledge base.  Directors of mentoring programs would specifically 

benefit from the professional associations through learning about best-practices in 

mentoring, receiving leadership training, and be introduced to key leaders in the field of 

education.  Professional associations such as the American Association of Blacks in 

Higher Education (AABHE), the National Association of Student Personnel Association 

(NASPA), and the American College Personnel Association (ACPA) all provide 

opportunities for professional development.  Each of the above mentioned associations 

have either national and/or regional chapters to join.    

While the directors in this study indicated that they learned the most through 

personal experiences as leaders of targeted mentoring programs, if these directors had 

been provided with the opportunity to learn more about leading African American males 

early on in their tenure, they might have felt more effective earlier in their career rather 

than only gaining on the job experience.  Additionally, it is important that directors of 
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targeted mentoring programs understand that developing leadership skills is crucial and 

not be pushed aside while focusing on the administrative tasked associated with program 

development.  

Policy Development 

Higher education policies that address the concerns of directors of mentoring 

programs targeting African American males, as well as those of critical race theorists and 

students in targeted mentoring programs, need to be examined and implemented.  As this 

data has demonstrated, issues of leadership; race, the African American achievement gap, 

college persistence rates, and college completion are complex.  To address these issues, 

all stakeholders must be intricately involved in inspiring, motivating, and moving African 

American men in college towards graduation.  Resolution of the achievement gap among 

African American men in higher education will take concerted effort by all parties 

involved at every level of administration.  Policy makers and key stakeholders at higher 

education institutions will play a pivotal role in establishing procedures that will provide 

the long-term sustainable efforts that are needed to tackle this issue.  It is the 

implementation of policies that directly address issues such as racism, stereo-type threat, 

and John Henryism as laid out in this study, which will begin to create long-term success 

and sustainable programs. 

Nevertheless, it is imperative to remember those leaders who are at the grassroots 

level of this issue.  Albeit, it is the policy makers who will create the policies and 

procedures regarding this issue, and it’s the directors who will implement and manage 

these policies.  There must be congruency in the planning and the implementation of 

policies effecting African American males in higher education.  An appropriate 
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understanding of how directors implement policy, interact and engage students at ground 

level, ensures a cohesiveness in policy implementation.   

Future Research 

Several topics in this study display the need for additional research.  Future 

research could be done to include a more diverse sample in terms of ethnicity, gender and 

education level to include other at-risk populations.  Increasing the diversity of the 

sample size may provide more data for those who work to increase the graduation rates of 

other populations.  The issues facing African American males are unique and although 

this study provides a glimpse into a possible resolution, additional studies focusing on 

enhancing student outcomes through increasing the leadership skills of key 

administrators, could be focused on students with disabilities, veterans, and international 

students to name a few.   

Additionally, research examining any gaps in how higher education leaders and 

African American students define leadership could be done.  Without research to support, 

it is only an assumption that higher education administrators and African American 

students define leadership the same way.  Understanding any gaps that may exist in how 

leadership is defined between higher education administrators and African American 

students, will allow institutional leaders to better approach how they lead African 

Americans.   

Equally important is continuing this research to examine the relationship between 

authentic leadership and directors of mentoring programs targeting African American 

males.  Based on this study’s findings, a link between being an authentic leader and the 

director’s ability to engage and ultimately lead African American males, has been 
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recognized.  Further research into how the authentic leadership style could be used to 

increase positive outcomes for African American males in higher education in a variety 

of contexts could be conducted.  For example, a study to determine how the authentic 

leadership style could be used to generate success among African American males who 

are not in targeted mentoring programs but are in other opportunity programs such as, 

Equal Opportunity Program (EOP) or Higher Education Opportunity Programs (HEOP), 

may be beneficial.  Also future research that examines what components or 

characteristics of authentic leadership best resonates with African American males in 

higher education could be conducted.  Additionally, noting the positive relationship 

between authentic leadership and engaging African American males in higher education, 

as this study suggested, a study examining if African American females in higher 

education also respond best to an authentic leadership style mentor could be conducted. 

Furthermore, as this study focused on a large, urban, multisite university, research 

at differing types of intuitions would advance the understanding of how to engage 

African American males.  Further research is needed to understand any difference in 

results that may stem from a similar study at a less urban institution.  

 Lastly, this study focused on the lived-experiences of the directors of mentoring 

programs that target African American males.  More research is needed that examines the 

lived-experiences of students in targeted mentoring programs.  While understanding the 

lived-experiences of directors has yielded important results, the students’ lived-

experiences perspective may provide additional insights.  
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Summary 

 The findings in this study spark significant progress for beginning to understand 

how the leadership abilities of directors of targeted mentoring programs effect student 

persistence.  The lived-experiences of directors of mentoring programs that target African 

American males in a large, urban, multisite university on the East Coast was examined in 

this phenomenological study.  Through individual, semi-structured interviews with 15 

directors from various university funded projects, views and experiences regarding the 

leadership process and implementation were assessed.  Themes emerged ranging from 

engaging students, how directors attempt to meet them in the moment while being 

authentic leaders, serving as a role model, and building community, were documented.  

Coding, comparative analysis and bracketing were utilized in data analysis.  

 A number of areas were identified as topics for future study, including similar 

studies that diversify study samples, replicating this study at institutions differing in size 

and location, comparative studies on how directors and students define leadership, and 

examining the lived-experiences of students in targeted mentoring programs.  

Recommendations for training leaders of targeted mentoring programs for African 

American males were also made.   
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Appendix A 
 

Letter of Invitation to Participants 
Dear Participant:  

Introduction  

My name is Michael Rodriguez. I am a student at Creighton University in the 
Interdisciplinary doctorate of education in leadership program under the supervision of 
Dr. Leah Georges.  

Purpose 

You are invited to participate in a research study entitled: Leading African-American 
males: a phenomenological study in analyzing leadership best practices.  The purpose of 
this phenomenological study is to understand which leadership styles best engage African 
American males in structured targeted mentoring programs in the City University of New 
York’s Black Male Initiative program.  This study has been approved by Creighton 
University’s Institutional Review Board.  

Procedures  

The following study interview was developed to ask you a few questions regarding 
leading your targeted mentoring program.  It is my hope that this information provide a 
set of predictive leadership skillsets and best practices for other directors of targeted 
mentoring programs.  

Interview Time 

The interview will take approximately 30 minutes to complete. 

Risk for Participating in the Study 

There are no identified risks from participating in this research.  

Confidentiality 

The interview is confidential. Participation in this research is completely voluntary and 
you may refuse to participate without consequence. You will receive no compensation for 
participating in the research.  Neither the researcher nor the University has a conflict of 
interest with the results.  The data collected from this study will be kept in a locked 
cabinet for three years.  

Contact Information 

Further information regarding the research can be obtained from the principal researcher 
Michael Rodriguez at michaelrodriguez@creighton.edu (718) 368-5339 or (732) 619-
4274.  If you would like to know the results of this research, please contact me at the 
above information.  Thank you for your consideration.  

Sincerely, 

Michael Rodriguez 
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Appendix B 

Interview Protocol 

Interview Protocol: Leading African-American Males: An Phenomenological Study 
Analyzing Leadership Best Practices 
Time of Interview: 30 minutes to 1 hour 
Date:  
Place:  
Interviewer: Michael Rodriguez 
Interviewee: 
Position of Interviewee:  
Thank you for agreeing to be interviewed for this research project on leadership and 
structured mentoring programs.  The purpose of this ethnographic study is to establish 
predictive leadership skillsets for leaders of structured mentoring programs that best 
engage African-American males at college-based mentoring programs.  I want to remind 
you that your comments will remain confidential and anonymous. Let’s get started with 
the first question, shall we? 

Questions: 
1. What has been your role as a program administrator for BMI? 
2. Explain your perception of leadership. 
3. How would you describe some of your leadership characteristics?  
4. What are some key words that come to mind when you think of your leadership 

style? 
5. What has been the influence you have had on the program participants? 
6. Take me to a time when you needed to change your leadership characteristics? 

What was that like? 
7. If you know no one could ever trace or know where the response came from, what 

would you tell me about working with African-American males? 
8. Describe a time when you needed to engage a student but found it difficult? 
9. What does the organization do best (at least three examples) when it comes to 

empowering people? How do people develop these qualities? 
10. What is the core characteristic that gives vitality and life to the organization 

(without it the organization would cease to exist)? 
11. Is there is something more you’d like to add about leading a mentoring program 

for African-American males that I have not asked please describe that for me. 

Additional questions for depth and breadth to the above questions: 
Would you expound on that? 
Tell me more. 
How would you describe that in a different way? 
Would you clarify that for me? 
What was the effect of that incident? 
What were the consequences? 
What was your reaction to that behavior? 
Take me through your thought processes during that time. 
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Appendix C 

 
Consent to Participate in a Research Study 

THE CITY UNIVERSITY OF NEW YORK  
Kingsborough Community College 

Office of Student Affairs  
 

CONSENT TO PARTICIPATE IN A RESEARCH STUDY 

 
Title of Research Study: Leading African-American Males through Targeted 

Mentoring Programs: A Phenomenological Study  
 
Principal Investigator: Michael Rodriguez, M.A. 
        Higher Education Associate 
    Kingsborough Community College 
 
Faculty Advisor:  Leah Georges, Ph.D., University of Nebraska-Lincoln 
      Faculty, Creighton University  

 
 
Purpose: I am Michael Rodriguez, a program manager in the City University of New 
York’s Black Male Initiative program and a doctorate student at Creighton University.   
As part of my dissertation I am interviewing fellow program administrators at CUNY 
BMI programs to collect data on common leadership characteristics.  The purpose of this 
research study is to identify common leadership characteristics among BMI 
administrators that best engage African American male students.  
 
Procedures:   
If you volunteer to participate in this research study, we will ask you to participate in a 30 
-45 minute interview to delve into your leadership style.  The questions will explore the 
perceived leadership characteristics of the program administrator.  The program 
administrator will be asked a series of questions regarding what leadership characteristics 
they use to best engage their students.  The interviews will be recorded using a personal 
recording device but no personal data will be collected.  Responses will be recorded 
without any identifying information.  Data collected will be stored on a private storage 
drive with access only to this studies primary researcher.  Results from this study will be 
published as part of researcher’s dissertation.  
 
Time Commitment: 
Your participation in this research study is expected to last for a total of 30 to 45 minutes. 
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Potential Risks or Discomforts:  
I don’t predict any negative consequences for you in taking part.  It is possible that 
talking about your experience in this way may make you uncomfortable because of the 
position you hold at the university.  If you feel uncomfortable and you wish to stop the 
recording at any time you may ask the PI.  Additionally, you may leave the interview at 
any time.  During the interview, I will discuss with you how you found the experience 
and how you are feeling.  If you subsequently feel distressed, you should contact me. 
 
Potential Benefits:  
You will not directly benefit from your participation in this research study but 
participants may gain a benefit from the sharing of the information through a publication.  
Higher education institutions may benefit from this study by enhancing their knowledge 
of working with African-American males increasing their retention and graduation rates. 
 
Payment for Participation:  
You will not receive any payment for participating in this research study. 
 
Confidentiality:  
We will make our best efforts to maintain confidentiality of any information that is 
collected during this research study, and that can identify you. We will disclose this 
information only with your consent. 
 
We will protect your confidentiality by ensuring that all participants will be anonymous 
ensuring. There will be no names or identity.  No indication of your identity will appear 
in the dissertation.  Any extracts from what you say that are quoted in the thesis will be 
entirely anonymous. Additionally, you will not be identified by college. Publications 
and/or presentations that result from this study will also not identify you by name. 
 
Participants’ Rights:  
Your participation in this research study is entirely voluntary. If you decide not to 
participate, there will be no penalty to you, and you will not lose any benefits to which 
you are otherwise entitled.  You can decide to withdraw your consent and stop 
participating in the research at any time, without any penalty. 
 
Questions, Comments or Concerns:  
If you have any questions, comments or concerns about the study now or in the future, 
you can contact me at: 
 
Michael Rodriguez, Program Manager, Men’s Resource Center, Kingsborough 
Community College 2001 Oriental Blvd, Brooklyn, NY 11235 Phone: (718) 368-5339 or 
michaelrodriguez@creighton.edu 
  
If you have questions about your rights as a research participant, or you have comments 
or concerns that you would like to discuss with someone other than the researcher, please 
call the CUNY Research Compliance Administrator at 646-664-8918.  Alternately, you 
can write to: 
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CUNY Office of the Vice Chancellor for Research 
Attn: Research Compliance Administrator 
205 East 42nd Street 
New York, NY 10017 
 
Signature of Participant: 
If you agree to participate in this research study, please sign and date below. You will be 
given a copy of this consent form to keep. 
 
 
 
_____________________________________________________    
Printed Name of Participant 
 
 
 
____________________________________ __________________________ 
Signature of Participant       Date  
 
 
 
Signature of Individual Obtaining Consent 
 
 
 
_____________________________________________________    
Printed Name of Individual Obtaining Consent 
 
 
 
__________________________________ __________________________ 
Signature of Individual Obtaining Consent   Date  
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Appendix D 

Demographic Form 

Leading African American Males through Targeted Mentoring Programs:  

A Phenomenological Study 

Demographic Information 

 

   Name: ______________________________________________________________ 

 

   Interviewee Code: _________ Institution Code: __________  

 

Primary Phone Number: _______-_____________ Primary Email: _______________  

 

Address: _____________________________________________________________ 

 

City: _________________State: ________ Zip Code: ___________ Date: __________ 

 

Gender: Male _______ Female _________Race/Ethnicity: ______________________  

 

 Age: _____ # of years in position: _____ Highest Degree Level Attained: __________ 
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Appendix E 

Bracketing Exercise 

The researcher believes that the achievement gap of African American males in higher 

education is a critical issues that needs resolution.  This issue is a complexed and multi-

layered issue and there is no one solution that can remedy this problem.  However, 

because it is a multifaceted problem, the approach to the problem should be multifaceted.  

The researcher is aware that there are societal constraints.  Government, Higher education 

communities and the local community can only do so much to lower the achievement gap 

but the institution of targeted mentoring programs for African American men are a good 

start.  This researcher feels that a program’s ability to engage African American males 

hinges on the ability of the leaders of these programs.  The better equipped a leader is to 

engage the African American male, the more effective they will become as a leader.   
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