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ABSTRACT

Corporate mentorship programs serve as a vital bridge between academia and the business world,
facilitating the development of soft and emotional skills essential for career success. This paper explores
the multifaceted benefits of such programs, including their role in career development, their ability to
bridge the gap between theoretical knowledge and practical application, and their impact on building
networks and connections. Through case studies and best practices, we examine how organizations can
effectively implement, structure, and evaluate mentorship initiatives to maximize their impact on both
employees and businesses.
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INTRODUCTION
Mentoring programs are a bridge between the education world and the business world [1-47]. On one
side, these programs help people visualize their future and make it easier to make decisions about their
future profession through formal and informal meetings between the mentor and mentee. On the other
side, the programs develop an important connection between companies and job candidates who possess
not only technical but also behavioral competences [5-87]. Mentoring does not just happen inside the
company; it can also occur in other forms, such as enterprise schools, social organizations, and
universities. Employees are often negatively affected by changes in the economy, mainly in the availability
of jobs that require higher skills and qualifications [9-107. They need a broad set of skills and diverse
abilities for problem-solving, teamwork, using tools, communication, technology, ethical focus, and
commitment. To fill these gaps, companies generally encourage their employees to continuously update
their knowledge to make them more competitive [11-157]. It is not the role of companies to take care of
this problem, but they are searching for alternatives to offer higher quality and lower-cost training to
their employees [16-197. In this context, mentoring programs are presented as a tool used for individuals
in companies to go back to universities to acquire necessary upgrades in their professional formation.
METHODS
This paper employs a qualitative research approach, drawing upon a review of existing literature, case
studies, and expert opinions to explore the multifaceted aspects of corporate mentorship programs.
Through an in-depth analysis of success stories and best practices, we identify key strategies for
implementing, structuring, and evaluating mentorship initiatives. Additionally, we examine the role of
mentor training and support in enhancing program effectiveness and ensuring positive outcomes for both
mentors and mentees.
Benefits of Corporate Mentorship Programs

Aside from providing soft and emotional skills for the main characters of the programs, the students and
the engineer-mentors, two more segments are contemplated: the engineering faculty and the companies
[16-247]. The engagement of participants to give continuity to the program is fostered, more specifically
after they identify the benefits provided. Then, in addition to the basic knowledge of the undergraduate
engineering programs, innovative strategies will be proposed, among other themes, in order to better
temper human beings to better adapt themselves to the companies and to adequately contribute to them
[25-287]. The main objective of this article is to present a good practice example of a strategy to promote
learning of engineering students beyond the content paradigm of the program: to help them create a
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healthier crossroads between the educational institutions (public and private) and businesses [29-37].
With the technological revolution taking place in productive systems, generating businesses' dependence
on engineering systems, these thematic projects aim at creating and adapting extracurricular practices in
undergraduate engineering programs as well as their results, placing students and companies in a
growing synergetic relationship [88-407. Through mentorship programs, employees start to develop soft
and emotional skills that universities have not been able to provide them with yet, or only theoretically. It
enriches their professional management when facing situations at their companies. The mentor company
has some benefits as well, since it constantly gets updated on the new knowledge brought by the mentors
and can use these as competitive advantages in a market made more and more competitive due to the
massive change in the companies' business models with the global flows of knowledge [40-477]. The
affiliated educational institutions also have advantages with programs of this nature, since they offer
educational programs closer to the real needs of their learners, thus fostering continued integration
between educational institutions and labor. Having results that can be evaluated (such as the creation of
new business, partnerships, or even improving the quality of work by the mentors) fosters, especially in
private initiatives, more business (convictions of the business value to businesses and the cost/benefit
ratio) in maintaining and increasing the frequency of participation in the faculty-worker partnerships,
which is not always the case with curriculum committees or research projects in undergraduate
engineering programs [40-47 .
Enhancing Career Development
Mentoring has become an increasingly popular, cost-effective tool to help individuals fulfill potential both
personally and professionally. More businesses realize the vital importance of mentoring programs, which
create a positive, vision-oriented environment in which both entry-level and experienced employees feel
valued. As a result, these employees stay longer with the company; they achieve higher results and make
positive contributions [1-67]. Therefore, business and mentorship are interconnected. Human resource
departments feel added pressures to provide effective mentorship programs to promote career
development. By bridging the educational experience towards the entry of the workforce, corporations
may also help college graduates fulfill potential and connect them directly to their organization or
industry [7-97. Recent college graduates are also increasingly looking towards corporations for
additional growth and development opportunities [10-187. One of the keys to reducing turnover rates of
new hires is to facilitate learning on the job. Employees rank "learning and development opportunities" as
their most important job benefit. Mentoring programs can both foster learning within an organization,
decreasing turnover, and improve the effectiveness of leadership readiness programs. When individuals
feel supported by their colleagues, they perceive more career support, improved career outcomes, and
increased job satisfaction [14-17]. Mentoring is an effective method for developing employees and
bolstering the scalability of formal leadership programs. By engaging more employees in mentorship, a
corporation can support a large number of junior employees and leaders are able to focus on their own
development. Mentoring can be a catalyst for talent development by enhancing leadership ability,
engagement, career mobility, and leadership recruitment success rate [18-197]. By investing in mentoring
programs, a corporation can foster "a true competitive advantage," increasing a company's investment in
learning, leadership readiness, and scalability. The senior employees invest more time and energy into
developing their careers through the learning process and feel more valued by the organization while the
Jjunior employees learn and grow from these more seasoned colleagues that their organizations value [20-
247].
Bridging the Gap between Theory and Practice

Over the last several years, Portugal has been in the news more than once due to its struggle to create a
business point of interest to merit a position of relevance at the international corporate table. In that
context, a program for mentorship between academics and the corporate environment, which supports
and brings opportunities to superior education within business, has proven itself as a method for
addressing the needs of the business network as well as contributing to the creation of a more competitive
environment [25-287. The creation and execution of a corporate mentorship program has indeed been a
matter of 'keeping up with the Joneses', or more correctly put, with the thoughts of equal scientists who
have for years now meditated on the necessity of a synergy between the medium academia and the global
medium of organizations. Portugal is not alone. Austria, for example, has fallen neatly into step with the
creation and execution of a scholastic program that, despite its unequivocal limitation due to national
borders, aspires to promote entrepreneurship while looking to fill the apparent gap between the initiatory
and formal world [29-357]. Through the use of a corporate mentoring program, mature business
enterprises offer future professionals the opportunity to develop a superior comprehension of the
corporate environment. By gaining a forward-thinking view of globally-formatted organizations, students
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come to develop a sense of pioneering leadership, impartiality, and competency - qualities vital to the
success of any established corporate parties [36-40_. The link between industry and academia is even
more necessary when considering that industry professionals contribute their skills and know-how
towards developing the theoretical poise, equilibrium, and reasoning of future business leaders. The
academic world thus acquires a method by which to introduce future business professionals to the
corporate world. In return, businesses have the setting in which to employ the capacities acquired by
those taught the applications of those abilities in the classroom, thus forming a circular rubbing system in
which students gain practical experience in the business world. They add the acquired knowledge to the
academic world, which in turn begins anew to develop new knowledge and contribute to the development
of businesses [30-37]. What is presented is a method to decrease the significance of the gap that exists in
the world of corporate academia, due to the strong collaboration between the knowledge medium
educative and the business world. Specifically, the corporate medium functions as a key spokesperson
between the theoretical and practical implications of leadership abilities.
Building Networks and Connections

Employers value soft skills that can be learned through relationship building and mentoring. A partner's
insight is crucial both to receive at the onset and to seek in time for commercial growth through
networking [30-407. Scholars ask the help of past academic research to reveal rich and fecund paths as to
help them perceive, plan, and perform their way forward through this expert field. Providing
undergraduate students with research and collaboration skills in addition to academic training makes
them attractive to employers due to the value-added strength they bring to future employers [41-47].
Quality mentorship in the business world is an industry-expected area of expertise with countless,
tangible, long-term benefits. Giving one's time during a career to engage in leadership roles such as

mentoring will see your business network thrive [12-177]. The global, complex, fast-moving nature of

today’s economy and society, the extreme and rapidly accelerating pace of technological, demographic,
economic, and social change, mirror the global, complex, fast-moving nature of today’s academic and
career interests and experiences of students. It is generally accepted that students do better and are more
successful in school when they have meaningful connections with the adults that work there. Research
has shown that those connections are even more important to students when they are academically at risk
[19-247]. While some students will naturally have adults in their lives with whom they can connect, not
all do. Further, the sense of connection in a school building is not just the absence of negative behavior or
the presence of adult faces during the school day. It is the presence of meaningful relationships, both with
students and with adults in the building [25-287.
Implementing an Effective Corporate Mentorship Program

Another retired industry professional, former Senior Vice President, Logistics and Distribution at a
global beverage giant, suggests a direct order training model that clearly ties students to the company
[6-97. This likely springs from how crucial this kind of program is for the organization's ability to attract
candidates with the appropriate skills and demeanor. Fields added, "We can't stand around and hope we
find the talent that's needed. It's critical to reach students early in their college career, not only to inform
them of what workforce skills are needed but of what they need to do personally to be successful [80-
35]." Besides taking control over training employees, designing mentorship programs to match
individuals representing an exhaustive list of identities—such as race, ethnicity, gender, or prior
schooling—is also crucial. Given the value of diversity to any modern problem-solving enterprise, these
strategies should be no-brainers and yet, for many countries, reports elect hiring has become a significant
issue in talent acquisition. A recent study conducted by Deloitte shows that, while mentors can play a
critical role in engaging and retaining new hires, few even work for companies that have a systematic
approach to mentorship. So what does it take to establish an effective corporate mentorship program?
[407. One recently retired vice president of human resources at a global Fortune 500 company suggests
companies start by "Looking internally first... the best mentors are already within the organization." She
also encourages companies to engage and align high-performing employees with individuals who may not
be doing as well... even—perhaps especially—if that means sacrificing some stars in the process. An
important distinction to note here is that nobody "is doing particularly poorly... it's more about
supporting people along a high-performance trajectory [23-267. After all, those selected to participate as
mentors and mentees will be representatives of the company to the entire campus community. Based on
the results of a 2015 study by Development Dimos Research, companies are particularly interested in
creating relationships with students when hiring interns, who overwhelmingly are considered to be the
second most valuable pool of candidates. Further, recommendations from current employees and
interactions with a company's respective alumni association are most likely to influence student interest in
the employer.
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Defining Program Objectives and Structure
Years of corporate volunteer participation in educational programs have defined what a good mentor
should be and the role mentoring plays throughout the program [30-377]. Through a natural
segmentation process, the categories define what is best regarding the required profiles to achieve cohort
and program goals. They also provide solutions to successfully overcome existing local educational
weaknesses. Regardless of the type of activities developed or objectives pursued as part of the activities,
peers represent one of the most promising vectors of knowledge acquisition and experience exchange to
be explored in corporate mentoring programs. Programs are established with clear, well-crafted
objectives, and organizers are tasked with the creation of a curriculum to meet those objectives [40-487.
Generally, mentors are business professionals willing to share their time and talent to improve, prepare,
support, and expand the students' talent. This process involves an organizational structure with a
coordinator that gathers and organizes professionals from different areas of the corporation, setting
training dates to familiarize teams with educational institutions' schedules, communicates expectations,
results, and constructive criticism to maintain interaction between participants, encourage day-to-day
cultural exchange between corporate professionals and educational institution staff, etc [41-457]. To
evaluate program results, internal preparations are as key as fieldwork, and empirical evidence
demonstrates that planning, organizing, and previously training corporate teams achieve greater success.
Selecting and Matching Mentors and Mentees
Performance is measured on the team level, making team division the simplest and most expedient
method of mentor and mentee matching. When finding a mentor for an individual, division into further
predefined categories, such as operational teams, can be advantageous [6-97. These preselected teams and
pools do not exclude individuals from mentoring across team boundaries; rather, they create guidelines
for identification and matching of potential mentor-mentee relationships. Whenever possible, potential
matches are identified by their willingness in combination with performance-appropriate pairings. Other
factors can be taken into account when identifying the mentor-mentee relationship, such as maturity and
experience [1-67]. For those employing an action learning process or operational excellence program, the
choosing or matching of mentors is best suited for end-of-the-process projects due to the scope of
expertise needed. An operational excellence project is a team-based opportunity that provides mentorship
experiences both for the individuals in the area of operational excellence and for their department
mentors [9-137. It is often necessary to find an objective third party to assign mentors and mentees.
Every individual department must identify potential mentors within the department. At each site,
mentors are then gathered according to their department and brought together (using web conferencing
tools and other electronic means, if necessary) to create an organization-wide pool of mentors. The
department head, in cooperation with the other departments, selects the pool of mentors to be included in
this large mentorship pool [11-167]. The mentors in the large mentorship pool may be added to more
specific mentorship pools for further mentor-mentee matching. This is the recommended procedure
because individuals will often need to have had action learning processes workshop training and have
been part of a social or learning network as a mentee to have a true firsthand understanding of what will
be required of them to be effective mentors [12-187.
Providing Training and Support for Participants
A study found that 71 percent of employees that had been mentored for less than six months considered
leaving their jobs. Assist your mentors to succeed, and your programs are more likely to endure. Mentor
training might include guidance on organizational processes like hiring and onboarding, or soft skills like
communication and leadership [20-257. As valuable as mentors are to your employees, theyre also an
extension of your company’s brand. A mentorship program that’s poorly executed can create an undesired
emotional impact on your employees [26-297]. But when done right, mentorship programs can create an
unparalleled emotional connection between the mentor, mentee, and the brands they stand for. Since it is
important for the development of individuals in the organization, making mentors and appraisers efficient
will help in identifying young talents in the company and helping employees advance in their career paths
[21-287. Therefore, the quality of mentoring and evaluation positively affecting the retention and loyalty
of the members of the organization can be seen as a concern of the development of both organizations and
employees. Provide mentors with the tools needed to succeed by offering training and professional
development. One of the essential characteristics of a successful mentor is to behave in an ethical way.
Mentees usually have concerns about achieving career success [297]. In this situation, mentors who
provide ethical help and assist employees who have difficulty dealing with non-ethical behavior and
organizational politics can have a positive effect on the carryover ambition to the mentor.
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Evaluating and Improving the Program
Evaluations of these programs suggest that collaboration, open and honest feedback, respect, and two-
way teaching will help organizations better serve the needs of a rapidly aging and complex business and
educational landscape [237]. There are several different types of interactions that can be investigated. A
few of the different interactions include advisory interactions where businesses and educators share ideas
and recommendations to mutually solve various problems and academic students, guided laboratory
sessions, mentor feedback, and mentor training [287. To evaluate the corporate mentorship programs
that were instituted as part of Exxon's Community College Initiative, pre-course, mid-course, and post-
course surveys were used to evaluate different interactions [307]. The generated feedback was used to
improve program logistics, and general feedback trends were discussed with all stakeholders and widely
disseminated to help stimulate continuous improvements of the overall design, objectives, and success
analysis of the program [12-197. In order to ensure that businesses benefit and consequently have the
necessary motivation to partner with educational institutions, evaluations should be conducted in a
systematic fashion so that results can help drive changes and improvements, promote accountability, and
Jjustify data-informed decisions. Businesses and educational institutions should keep in mind that one of
the main purposes of the mentoring programs is twofold: (1) to improve and broaden employee/educator
knowledge, and (2) to improve the education of the next generation of the workforce [177.
Success Stories and Best Practices
The day-to-day experiences of those involved in mentoring are fundamental for the exchange of
experiences and business practice between senior and junior professionals in the organization [197. The
interaction and role of corporate mentors is a source of knowledge and influence within organizations. It
is also appropriate to consider whether integration into the educational curriculum offers advantages and
disadvantages to mentors [20-247]. It is a significant advantage in the professional "curriculum" of the
mentor. Additionally, it can benefit relations as it fosters deep knowledge about organizational careers,
promotes opportunities for immersion in both contexts and work processes. Of course, there is also the
disadvantage of the maximum use of time and engagement that experienced professionals should devote
to mentoring [21-307. The mentor-mentee relationship is a two-way street that should benefit both
participants. Ideally, both parties will bring a genuine interest in what the other does, fostering interest
and curiosity that tightens the relationship [21-287. This is important because a successful relationship
will enable the mentor as well as the mentee to share important cognitive, emotional, and social
competences. The interactions between mentor and mentee can provide points of view of the business and
academic environment that otherwise the member would never be able to draw. When the relationship is
mutual, it plays a key role in moving away from simple transactionality, benefiting both parties in the
relationship and allowing both different skills to be developed.
Key Lessons Learned and Recommendations for Success
The lessons learned strongly inform these recommendations. To encourage the promotion of the
mentorship program within your company and in higher education through participation in the corporate
partner's workforce when available by upper management. As the industry is successful in promoting this
experience to the participants, it should also focus on promoting ongoing mentor support of mentees.
Define who are the stakeholders are in corporate and student mentorship programs. In the company these
stakeholders include, collaborating departments, mentors, and mentees. In education, these include the
administrators who support experiential learning, the faculty who incorporate the mentorship into the
course, and the students who participate in the mentorship and are being guided through the program.
And setting up a governance structure in which these stakeholders are involved and consider the duties
and support that the group may offer will be at diversified levels. The offering of methods for these
stakeholders to easily communicate successes and concerns allows the mentorship program to continue to
improve through the sharing of experiences. Just like the implementation of any new learning activity,
launching a corporate mentorship program can bring a range of responses from the participants in
response to this novel approach. As mentors, subject matter experts may perceive that they need to serve
as the primary source of knowledge for the mentee and may struggle with the concept of allowing
independent learning to occur. Depending on the engagement with the mentee, some mentors may
perceive that their own professional work is being interrupted or impeded. As mentees, students who are
new to the mentorship process struggle with the openness of the format and may be concerned about
conducting appropriate communications with the mentor especially between mentor-mentee synchronous
meetings, misinterpreting the role of the mentor. Significant challenges can be found in the
administrative support structures. The challenges reported by the mentees and mentors echo research
findings that there will be consistent trends in how the mentee and mentor understand the roles of both
people and that the mentee draws from the defines of the mentor.
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RESULTS

Corporate mentorship programs offer numerous benefits, including the development of soft skills,
enhancement of career prospects, and creation of valuable networks and connections. By providing a
platform for knowledge exchange and experiential learning, these programs facilitate the integration of
theoretical knowledge with practical application, thereby preparing individuals for success in the
professional world. Case studies illustrate how organizations can tailor mentorship programs to meet
specific needs and objectives, fostering a culture of continuous learning and development.

CONCLUSION
In conclusion, corporate mentorship programs play a pivotal role in enhancing career development and
bridging the gap between theory and practice. By investing in mentorship initiatives, organizations can
empower employees to thrive in today's dynamic business environment while also fostering a culture of
collaboration and innovation. Through effective implementation, structured support, and ongoing
evaluation, mentorship programs can serve as a catalyst for individual growth and organizational success
in the ever-evolving landscape of the modern workplace.

REFERENCES

1. Bulhan Samanya, Tom Mulegi, Ramadhan Badru Malinga, Hussein Muhaise, Wallen Atwijukire
(2023). Examining the Influence of Regulatory Governance on Service Quality in Bwera District
Hospital, Kasese District, Western Uganda. IAA Journal of Management. 10(2):17-31.

2. Bulhan Samanya, Tom Mulegi, Ramadhan Badru Malinga, Hussein Muhaise, Wallen Atwijukire
(2023). Exploring the Impact of Decentralization on Service Quality at Bwera District Local
Government Hospital in Kasese District. IAA Journal of Management. 10(2): 1-16.

3. Asanairi Bwambale, Tom Mulegi, Samanya Bulhan. (2024). The Effect of Laissez-Faire
Leadership Style on Academic Performance of Primary School Pupils in Selected Primary
Schools in Kasese District. IAA Journal of Education 10(1):23-28.

4. Asanairi Bwambale, Tom Mulegi, Samanya Bulhan. (2024 The Effect of Transactional
Leadership on Academic Performance of Primary School Pupils in Social Studies in Munkunyu
Sub County Kasese District. IAA Journal of Education 10(1):17-22.

5. Asanairi Bwambale, Tom Mulegi, Samanya Bulhan. (2024 The Effect of Transformational
Leadership on Academic Performance of Primary School Pupils in Social Studies in Munkunyu
Sub County Kasese District. NEWPORT INTERNATIONAL JOURNAL OF CURRENT
RESEARCH IN HUMANITIES AND SOCIAL SCIENCES 4(2): 25-31.

6. Habimana Theogene, Tom Mulegi and Niyompano Hosee (2017). The contribution of financial
ratios analysis on effective decision making in commercial banks International Journal of
Management and Applied Science 3(6): 33-40

7. Tom Mulegi (2022). Evaluation of the Skill Mix of Health Professionals in Government
Regional Referral Hospitals in Uganda. International Digital Organization for Scientific
Research. 7(1): 43-68.

8. Tom Mulegi. (2022). An Overview of Performance of Health Workers in Uganda. IDOSR
JOURNAL OF HUMANITIES AND SOCIAL SCIENCES 7(1): 118-124..

9. Jovita Nnenna Ugwu, Tom Mulegi, Mbabazi Asiati, Chidinma Esther Eze . (2023). Prospects and
Challenges of Sustainble Development in Africa. IDOSR JOURNAL OF COMMUNICATION
AND ENGLISH. 8(1): 6-12.

10. Rachel Okwaja Puche and Eric Mabonga Ugwu Jovita Nnenna, Mbabazi Asiat, Tom Mulegi, Eze
Chidinma Esther, Aleke Jude Uchechukwu.(2028). Mentorship and Increased Participation of
Women in Politics: A Review. NEWPORT INTERNATIONAL JOURNAL OF CURRENT
RESEARCH IN HUMANITIES AND SOCIAL SCIENCES. 3(2):10-18.

11. Rachel Okwaja Puche and Eric Mabonga Ugwu Jovita Nnenna, Mbabazi Asiat, Tom Mulegi, Eze
Chidinma Esther, Aleke Jude Uchechukwu. (2023). The Impacts of Teaching Strategies and
Skills for Effective Learning of English Language in Cameroon. NEWPORT
INTERNATIONAL JOURNAL OF CURRENT RESEARCH IN HUMANITIES AND
SOCIAL SCIENCES. 3(2):6-9.

12. Rachel Okwaja Puche and Eric Mabonga Ugwu Jovita Nnenna, Mbabazi Asiat, Tom Mulegi,
Eze Chidinma Esther, Aleke Jude Uchechukwu (2023). The Benefits of Emotional Intelligence to
Healthcare in Nigeria. NEWPORT INTERNATIONAL JOURNAL OF CURRENT
RESEARCH IN HUMANITIES AND SOCIAL SCIENCES. 3(2):1-5

13. Rachel Okwaja Puche and Eric Mabonga Ugwu Jovita Nnenna, Mbabazi Asiat, Tom Mulegi, Eze
Chidinma Esther, Aleke Jude Uchechukwu(2023). Evaluation of Factors that Affect Teachers’

This is an Open Access article distributed under the terms of the Creative Commons Attribution License
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium,
provided the original work is properly cited

Page6


https://rijournals.com/research-in-education/

https://rijournals.com/research-in-education/

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24

25.

26.

27.

28.

29.

This is

Job Satisfaction and the Impact on Student Academic Performances. NEWPORT
INTERNATIONAL JOURNAL OF RESEARCH IN EDUCATION 3(3):6-9

Rachel Okwaja Puche and Eric Mabonga Ugwu Jovita Nnenna, Mbabazi Asiat, Tom Mulegi, Eze
Chidinma Esther, Aleke Jude Uchechukwu , (2023). Effect of Cultural Values on Character
Formation: Implication for Education. NEWPORT INTERNATIONAL JOURNAL OF
RESEARCH IN EDUCATION 3(3):1-5.

Mulegi Tom and Eleanor Kirahora Barongo Usman Bappi (2023). Examination of the level of
governance in Gombe local government, Nigeria. IDOSR JOURNAL OF BANKING,
ECONOMICS AND SOCIAL SCIENCES. 8(1):60-74.

Tom Mulegi, Usman Bappi and Bulus Jonah Saidu (2028). An Assessment of the Effect of
Motivation and Affirmative Action on Employee’s Performance in Gombe Local Government,
Nigeria. IDOSR JOURNAL OF BANKING, ECONOMICS AND SOCIAL SCIENCES. 8(1):50-
59.

Mulegi Tom and Eleanor Kirahora Barongo Usman Bappi. (2023).Examination of the level of
community development in Gombe local government, Nigeria. IDOSR JOURNAL OF ARTS
AND MANAGEMENT. 8(2): 48-62.

Tom Mulegi and Lubaale G. Barongo E. K., Busingye J. D. (2023). Gendered Economic Gap in
Uganda: Education Attainment and Women’s Access to and Land Ownership in Bunyoro Sub-
region. IDOSR JOURNAL OF ARTS AND MANAGEMENT 8(2): 1-10.

Mulegi Tom and Barongo Kirahora Eleanor Rukundika Francois, Mwaniki Roseann (2023).
Evaluation of the effect of Education service interventions on re-integration of ex-combatant
children in Haute-Kotto Prefecture of the Central African Republic. NEWPORT
INTERNATIONAL JOURNAL OF RESEARCH IN EDUCATION (NIJRE) 3(2): 120-131.
Tom Mulegi and Lubaale G. Barongo E. K., Busingye J. D. (2023). Gendered Economic Gap in
Uganda: Education Attainment and Women’s Access to and Land Ownership in Bunyoro Sub-
region. IDOSR JOURNAL OF ARTS AND MANAGEMENT 8(2):1-10.

Mulegi Tom and Barongo Kirahora Eleanor Rukundika Francois, Mwaniki Roseann. (2023). The
effect of Health service interventions on reintegration of ex-combatant children in Haute-Kotto
Prefecture of the Central African Republic. NEWPORT INTERNATIONAL JOURNAL OF
RESEARCH IN EDUCATION (NIJRE) 3(2):108-1109.

Mulegi Tom and Barongo Kirahora Eleanor Rukundika Francois, Mwaniki Roseann (2023). The
influence of the family support interventions on re-integration of ex-combatant children in
HauteKotto Prefecture of the Central African Republic (CAR). NEWPORT INTERNATIONAL
JOURNAL OF CURRENT RESEARCH IN HUMANITIES AND SOCIAL SCIENCES
(NIJCRHSS) 3(1):24-34..

Mwaniki Roseanne and Eleanor Kirahora Barongo Tom Mulegi, Ndagire Laila. (2023). A
situational analysis of Access to and utilization of sexual and reproductive health services under
decentralization in Kampala, Uganda. INOSR HUMANITIES AND SOCIAL SCIENCES.
9(1):31-50.

Mwaniki Roseanne and Eleanor Kirahora Barongo Tom Mulegi, Ndagire Laila (2023). Social,
economic and cultural factors that influence access and utilization of sexual and reproductive
health services under decentralization In Kampala, Uganda. INOSR HUMANITIES AND
SOCTAL SCIENCES. 9(1): 15-30.

Barongo Eleanor Kirahora and Tom Mulegi (2023). Empowerment and Participation of Women
in Community Development in Lower Local Governments: A Case of Makindye Division,
Kampala, Uganda. INOSR ARTS AND HUMANITIES 9(1): 48-61.

Mwaniki Roseanne and Eleanor Kirahora Barongo Tom Mulegi, Ndagire Laila (2023).
Assessment of the level of knowledge and awareness of women on sexual and reproductive
health services (SRH) under decentralization in Kampala Uganda. INOSR ARTS AND
HUMANITIES 9(2): 85-47

Jovita Nnenna Ugwu, Tom Mulegi, Mbabazi Asiati, Chidinma Esther Eze (2023). Challenges
Confronting Community Newspapers in Meeting Aesthetics Standards. IDOSR JOURNAL OF
COMMUNICATION AND ENGLISH 8(1): 1-5

Jovita Nnenna Ugwu, Tom Mulegi, Mbabazi Asiati, Chidinma Esther Eze. (2023). Barriers to
Women Leadership. IDOSR JOURNAL OF ARTS AND HUMANITIES 9(1): 6-10.

Tom Mulegi (2015). Skills and motivation of work performance of health professionals in
government regional referral hospitals in Uganda: presented at the Canadian International

an Open Access article distributed under the terms of the Creative Commons Attribution License

(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium,
provided the original work is properly cited

Page7


https://rijournals.com/research-in-education/

https://rijournals.com/research-in-education/

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44

This is

Conference on Advances in Computer Science, Humanities and Education, April 1-2, 2015,
Dubai, UAE.conference paper. http://hdLhandle.net/20.500.12306/1304.

Olaide Olutola Fagbolu, Azizi Wasike. (2019). Model for Translation of English Language Noun
Phrases to Luganda. London Journal of Research in Computer Science and Technology. 19(3), 1-
14.

Vincent Kayindu, Zahara Faridah Kiggundu, Azizi Wasike (2023). Religion as a Correlate of
Administrative Staff's Adoption of Information and Communication Technology (ICT) In
Primary Schools of Bukomansimbi District, Uganda. International Journal of Advance Research
and Innovative Ideas in Education. 9(4), 1220 — 1228.

Vincent Kayindu, Zahara Faridah Kiggundu, Azizi Wasike. (2023). Administrative Staff's Age
and Their Adoption of Information and Communication Technology (ICT) In Secondary
Schools, Kampala District, Uganda. International Journal of Advance Research and Innovative
Ideas in Education. 9(4), 1229 — 1235.

Barongo E. K, Busingye J. D., Tom Mulegi, Lubaale G (2023). Gendered Economic Gap In
Uganda: Education Attainment and Women'’s access to, and Land ownership in Bunyoro Sub-
Region. Idosr Journal of Arts and Management. 8(2), 1-10.

Eleanor Kirahora Barongo, Tom Mulegi, Mary Tunde Nalubega (2023). Evaluation of the

relationship between Job Safety and Employee Productivity in Public and Private Organizations
in Kampala, Uganda. IAA Journal Arts and Humanities 10(1), 62-75.

Rukundika Francois, Mwaniki Roseann, Tom Mulegi, Eleanor Kirahora Barongo (2023).
The effect of Health service interventions on re- integration of ex-combatant children in Haute-
Kotto Prefecture of the Central African Republic. Newport International Journal of Research in
Education 3(2), 108-119.

Mary Tunde Nalubega, Tom mulegi, Eleanor Kirahora Barongo. (2023). evaluation of the level
of job safety in some selected organizations in kampala, uganda. Idosr journal of current issues in
arts and humanities. 9(1), 60-73.

Robert Mpiira, Patrick Okello. (2020). A Multisectoral Approach To Eradication Of
Malnutrition In Vulnerable Groups: A Cluster-Randomized Trial. Acta Scientific Nutritional
Health. 4(2), 1-7.

Ashirafu Masudi Kule, Mugizi Wilson, Kariisa Henry Ampeire, Victor Turiabe. (2012). Teacher
characteristics and the Use of ICT in Rural Secondary Schools of Bwera Sub County, Kasese
District, Uganda. Interdisciplinary Journal of Rural and Community Studies. 3(2), 30-40.

Sudar Rheina Romadhoni, Tatik Suryani. (2023). The relationship of workplace spirituality, job
characteristics employee engagement, and employee wellbeing. Enrichment: Journal of
Management. 12(6), 4780-4787.

Ismail Bello, Asmau Isyaku Dutse, Sophia Kazibwe, Muzaare Gerald. (2022). Multinational
Corporations, Knowledge and Technology Transfer in Nigeria: An examination of Etisalat
Telecommunications Engineering Postgraduate Programme (ETEPP). International Journal of
Research and Innovation in Social Science. 6(5), 508-513.

Gerald Muzaare. (2017). Management of Integrated Development Programmes in Ibanda and
Kiruhura districts in Western Uganda. NIU Journal of Social Sciences. 2(2), 7-17.

Nakate Sylvia, Muzaare Gerald, Katunguka Aaron, Adam Matiko Charles, Mainrad Haule
Lembuka, Samanya John, Mutebe Janet. (2019). Job Satisfaction and Organizational Citizenship
Behavior (OCB) in Multinational Telecommunication in Uganda. Journal for Studies in
Management and Planning 5(9), 49-52.

Benson Tukundane, Muhammad Kibuuka, Arthur Sunday (2020). New Product Development
Practices and the Growth of Small and Medium Enterprises in Kampala Metropolitan, Uganda.
International Journal of Research and Innovation in Social Science. 4(4), 266-271.

Abura Samuel Pirir, Ongodia Ekomolot, Kiweewa Emmanuel, Tukundane Benson (2022).
Assessment of Recruitment Methods and Employees Performance in local Governments,
Karamoja Sub Region, Uganda. International Journal of Research and Innovation in Social
Science. 6(7), 410-427.

an Open Access article distributed under the terms of the Creative Commons Attribution License

(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium,
provided the original work is properly cited

Page8


https://rijournals.com/research-in-education/
http://hdl.handle.net/20.500.12306/1304
https://scholar.google.com/scholar?cluster=13285454203209908821&hl=en&oi=scholarr
https://scholar.google.com/scholar?cluster=13285454203209908821&hl=en&oi=scholarr
https://www.thelancet.com/journals/langlo/article/PIIS2214-109X(19)30093-2/fulltext
https://www.thelancet.com/journals/langlo/article/PIIS2214-109X(19)30093-2/fulltext
https://pubs.ufs.ac.za/index.php/ijrcs/article/view/589
https://pubs.ufs.ac.za/index.php/ijrcs/article/view/589
https://pubs.ufs.ac.za/index.php/ijrcs/article/view/589
http://www.enrichment.iocspublisher.org/index.php/enrichment/article/view/1109
http://www.enrichment.iocspublisher.org/index.php/enrichment/article/view/1109
https://www.researchgate.net/profile/Ismail-Bello-5/publication/361199181_Multinational_Corporations_Knowledge_and_Technology_Transfer_in_Nigeria_An_examination_of_Etisalat_Telecommunications_Engineering_Postgraduate_Programme_ETEPP/links/62a959d8c660ab61f87dc35e/Multinational-Corporations-Knowledge-and-Technology-Transfer-in-Nigeria-An-examination-of-Etisalat-Telecommunications-Engineering-Postgraduate-Programme-ETEPP.pdf
https://www.researchgate.net/profile/Ismail-Bello-5/publication/361199181_Multinational_Corporations_Knowledge_and_Technology_Transfer_in_Nigeria_An_examination_of_Etisalat_Telecommunications_Engineering_Postgraduate_Programme_ETEPP/links/62a959d8c660ab61f87dc35e/Multinational-Corporations-Knowledge-and-Technology-Transfer-in-Nigeria-An-examination-of-Etisalat-Telecommunications-Engineering-Postgraduate-Programme-ETEPP.pdf
https://www.researchgate.net/profile/Ismail-Bello-5/publication/361199181_Multinational_Corporations_Knowledge_and_Technology_Transfer_in_Nigeria_An_examination_of_Etisalat_Telecommunications_Engineering_Postgraduate_Programme_ETEPP/links/62a959d8c660ab61f87dc35e/Multinational-Corporations-Knowledge-and-Technology-Transfer-in-Nigeria-An-examination-of-Etisalat-Telecommunications-Engineering-Postgraduate-Programme-ETEPP.pdf
http://ijhumas.com/ojs/index.php/kiujoss/article/view/78
http://ijhumas.com/ojs/index.php/kiujoss/article/view/78
https://journals.edupub.org/index.php/jsmap/article/view/8156
https://journals.edupub.org/index.php/jsmap/article/view/8156
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3605791
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3605791
https://ideas.repec.org/a/bcp/journl/v6y2022i7p410-427.html
https://ideas.repec.org/a/bcp/journl/v6y2022i7p410-427.html

https://rijournals.com/research-in-education/

45. Tukundane Benson, Kibuuka Muhammad, Sunday Arthur (2020). Information Technology
Adoption and Growth of Small and Medium Enterprises in Greater Kampala Metropolitan Area,
Uganda. International Journal of Advanced Research and Publications. 4(4), 69-74.

46. Tukundane Benson, Emuron Lydia (2023).The Role Played by Research and Development in
Uganda’s MSME toward Promoting SDGs. Springer Nature Singapore. 155-173

47. Mbyemeire Patrick, Deusdedit Byabashaija, Tumwesigye Mathias, Muhindo Tadeo, Beyongyera
Julius, Nyabuhuzi M Donatien. (2016). Human Resource Planning and Employee Performance in
Rwanda: A Perspective of Peoples Bank of Rwanda. Scholars Journal of Economics, Business and
Management. 3(6), 316-320.

This is an Open Access article distributed under the terms of the Creative Commons Attribution License
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium,
provided the original work is properly cited

Page9


https://rijournals.com/research-in-education/
https://link.springer.com/chapter/10.1007/978-981-99-4829-1_7
https://link.springer.com/chapter/10.1007/978-981-99-4829-1_7
https://www.academia.edu/download/67085158/sjebm.2016.3.6.pdf
https://www.academia.edu/download/67085158/sjebm.2016.3.6.pdf

