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Abstract - This research aims to explore and examine the impact of socialized mentor on the self-perceptions of employability 
of business undergraduates (bachelor degree students) in a Vietnam university. The study also aims to examine the mediating 
role of mentoring function including career, psychosocial, and role-modeling in the relationship between socialized mentor 
and self-perceived employability of undergraduates student after internship program. Two main hypotheses are established to 
explore the effect of the independent variable (socialized mentor) on the dependent variable (self-perceived employability). 
We plan to distribute 250 questionnaires directly to internship students and their socialized mentors after they finish the 
internship program. We expect that this study will encourage further research related to the internship program, the role of 
socialized mentor with self-perceived employability of undergraduates student. It also hopes that the information obtained 
from this research can help universities to gain a better understanding of the self-perceived employability of undergraduates 
student, from that helping them develop policies and plans for more effective internships in the future. 
 
Index Terms - Employability, self-perceived employability, mentoring functions, internship, organizational socialization. 
 
I. INTRODUCTION 
 
A. Introduction 
 Highlight a section that you want to designate with a 
certain style, and then select the appropriate name on 
the style menu. The style will adjust your fonts and 
line spacing. Do not change the font sizes or line 
spacing to squeeze more text into a limited number 
of pages. Use italics for emphasis; do not underline.  
Employment issues are always the primary concern of 
students since they are still in school. In the current 
context of the labor market in Vietnam, the 
competition for employment is extremely intense. 
This competition is especially fierce for students after 
graduation, they are new warriors in the war of jobs 
with the knowledge that learning from the school and 
almost no significant experience in work as well as 
work environment. It is worrisome that most 
Vietnamese students are quite weak in self-perceived 
employability. Most of them are not yet self-aware or 
vague about their own abilities, and almost do not 
have a serious view of their ability to find a job, not 
aware of their position in the labor market. This 
situation affects the loss of career orientation and 
beyond is the ability to succeed in the future. 
Self-perceived employability allows graduate students 
to perceive their abilities and to get the work done as 
well as to maintain their jobs. Thereby students’ 
self-perceived employability helps them get better 
prepared to compete in the job market. Besides, the 
internship program is an opportunity for students to 
become familiar with the reality of the business in the 
workplace. In addition to the practical skills learned 
through the support of mentoring,  

 
students learn how to integrate and adapt to the 
working environment through the socialization 
process. However, after joining the organization, 
newcomers, especially internship students, have had 
problems in adapting to the organization or 
integrating into the workplace environment. Hence, 
the role of socialization, as well as the role of 
socialized mentor, are especially important for 
newcomers. The process of socialization at the 
enterprise with the interaction with the real 
environment around, including the tasks, 
relationships, and culture of the organization. It gives 
students a more holistic view of the realities around 
them and their self-awareness of their strengths and 
weaknesses, and their awareness of where they are on 
the path to career orientation in future. 
 
Based on the organizational socialization theory, this 
study aims to clarify the interaction between 
socialization in the internship program and 
self-perceived employability of internships student. At 
the same time, the intermediary role of mentoring 
functions in the relationship between socialization and 
self-perceived employability is examined. 
 
B. Background 
In the current overall situation, the integration and 
development of the economy makes competition for 
job search in Vietnam as becoming fiercer than ever. 
Every year, thousands of graduates go out to search for 
jobs, plus those who are unemployed in society create 
tremendous job search pressure. According to the 
Labor Force Survey report of the General Statistics 
Office of Vietnam, the unemployment rate of 
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university graduates on the total number of 
unemployed people tends to increase. From 16.3 
percent in 2015 to 17.5 percent in 2016. In other 
words, the unemployment rate of students after 
graduation is increasing. This is an increasingly 
alarming problem for Vietnam as the Vietnamese 
population is entering the young population and will 
be aging. This means losing the chance of economic 
development based on the youthfulness of the 
population. 
 
In terms of employers today, they tend to be more and 
more demanding in recent graduates, in addition to 
focusing on professional knowledge, they also find out 
if students have what skills, adaptability to the work 
environment as well as respond to change around. To 
the students present, there is a common situation that 
is alarming for the passivity of students. Most of them 
are not aware of the employability of themselves, not 
actively to orient and look for work, but instead wait 
until graduation begins to learn how to apply for jobs. 
The proportion of students to work more on the rise 
with the two main reasons that make more revenue 
and looking for experience in practice. However, the 
majority of students go to work in the industry or very 
little related to the practice of the majors are learning 
so practical skills are almost not high, not the focus on 
the industry in the future. 
 
In addition, the internship program is a process 
designed by the University in collaboration with the 
companies. This allows students to interact with the 
companies with a clear orientation of knowledge and 
experience. Although many limitations exist in the 
usefulness of the internship program, this is an 
indispensable step, which contributes to the initial 
perceptions of students about the practical work 
environment. 
 
Student perceptions of employability are important, 
affecting the future of the student body, the impact of 
corporate human resource policies, and the human 
resources of society. Therefore, this study seeks to 
clarify student perceptions about employability 
through mentors at the firm through internship 
programs. 
 
C. Problem statement 
As mentioned in the background, this is a very 
important issue, especially in the integration economy 
and increasingly competitive jobs in the labor market. 
Until now, most of the students' self-perceived 
employability studies have been conducted in Western 
countries. In Vietnam, there is no study on 
self-perceived employability for students preparing for 
graduation. 

For students preparing for graduation, self-awareness 
of employability helps students rethink their abilities, 
comparing them with the needs of the labor market so 
that they are better prepared for themselves. 
For the enterprise, the student's self-perceived 
employability contributes to a generation of the 
high-quality workforce that contributes to the 
organization's development in the future. 
Simultaneously, there are policies and programs that 
work with the university to improve the student 
internship program. Finally, for the society, the high 
level of employability of students attracts enterprises 
to increase the recruitments and tend to create more 
job positions in the community and country which is 
likely to bring the rise of the economy. 
 
D. Research questions 
This study focuses on the impact of mentor 
socialization on the self-perceived employability of 
student internships. In addition, the author wants to 
verify the mediating role of mentoring functions in 
this relationship. Thus, the present study has two 
research questions to investigate as follows: 
1. Are there significant relationships between 
socialized mentor and proteges’ self-perceived 
employability? 
2. What is the mediating role of mentoring functions 
on relationships between socialized mentor and 
protégé’s self-perceived employability? 
 
II. LITERATURE REVIEW 
 
A. Organizational socialization 
According to Louis (1980), organizational 
socialization is defined as "the process by which an 
individual comes to appreciate the values, abilities, 
expected behaviors, and social knowledge essential for 
assuming an organizational role and for participating 
as an organizational member". 
 
Organizational socialization is an important role to 
help the employee have appropriate adjustments with 
the constant change of work and context  (Bauer, 
Morrison, Callister, & Ferris, 1998; Fisher, 1986; 
Saks et al., 2007; Van Maanen & Schein, 1977).  
 
Through the socialization process, newcomers gather 
all information related to their job and organization 
such as the knowledge and skills needed for the job, 
information about the conditions and the working 
environment to help them integrate and become 
successful members of their organization (Haueter, 
Macan, & Winter, 2003) .Organizational socialization 
discusses the issue of transmitting and receiving the 
core values and rules of the organization, the 
knowledge and skills needed to work in the 
organization  (Ashforth et al., 2007; Bauer et al., 
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2007; Chao et al., 1994; Saks & Ashforth, 1997; Van 
Maanen & Schein, 1977)which leads to better 
adjustment, job attitudes, and job performance (Bauer 
et al., 2007). Organizational socialization is a concept 
referring to the newcomers learn the values, rules, 
knowledge and organizational skills (Bauer et al., 
2007; Chao et al., 1994; Saks &Ashforth, 1997; 
Schein, 1990; Van Maanen & Schein, 1977), help 
them improve their ability to integrate into the work 
environment, positive demeanor toward work, and 
improve productivity (Bauer et al., 2007; Jones, 1986) 
In short, organizational socialization is the process of 
helping newcomers transform from outsiders into 
internal employees of the organization (Bauer et al., 
2007) 
 
Given the changing context as well as the dynamic 
adaptation of the organization, organizational 
socialization is a process throughout the careers of 
both mentors and proteges (Chao et al., 1994; Thomas 
& Lankau, 2009). Used as one of the main methods for 
communicating and maintaining the culture of the 
organization, organizational socialization creates a 
lasting influence on the behavior as well as attitudes of 
employees (Bauer et al., 1998) 
 
There are six aspects that need to be mastered for a 
highly socialized employee: people, politics, 
language, goals, values and organizational history 
(Chao et al., 1994; Daniel Charles Feldman, 1981; 
Fisher, 1986). With the trend of labor mobility and 
change, the lack of suitable human resources as well as 
the problem of retaining good employees, the 
socialization has become an important part of the 
management and maintaining talent (Saks & 
Gruman, 2011). The relationship between proteges 
and their mentor is one of the most effective ways to 
socializing new employees (Chao, 1997; Chao, Walz, 
& Gardner, 1992; Daniel C Feldman & Bolino, 1999; 
Ostroff & Kozlowski, 1993; Saks et al., 2007; Van 
Maanen & Schein, 1977) 
 
B. Socialized mentor 
Mentoring relationships are a critical career resource 
for employees in organizations. Previous research has 
demonstrated that people who receive mentoring 
(proteges) receive significant benefits such as higher 
advancement, higher occupational satisfaction, and 
overall benefit career higher (Kram & Isabella, 1985; 
Scandura, 1992).  While most of the focus of the 
studies is on objective outcomes or attitudes when 
researching mentoring, besides that, some researchers 
have begun to consider early other outcomes type of 
mentoring, such as the issue of socialization for new 
employees (Chao et al., 1992; Ostroff & Kozlowski, 
1993) and stress reduction (Allen, McManus, & 
Russell, 1999). Socialized mentors have the role as a 

great model for the employee od organization towards, 
as these mentors are high achievement, less stress and 
pressure, and more adaptability (Ashforth et al., 2007; 
Saks et al., 2007; Yang et al., 2013). The socialized 
mentor is the person who has an important role in 
organizational management who can transmit 
accurately the expectations of organization, goals and 
values, information about people and politics, and the 
language used in the organization (Chao et al., 1994; 
Yang et al., 2013). 
 
C. Self-perceived employability 
Employability has received a lot of attention from 
researchers recently. Hence many definitions of 
employability are given, but only few definitions are 
appropriate for this study. Those are the definitions 
derived from the employability considerations under 
the individual perception. Employability is the ability 
to search, receive and maintain the work of employees 
(Hillage & Pollard, 1998). 
 
Self-perceived employability is defined as 
self-awareness of individuals about their ability to be 
able to get and maintain sustainable job matching 
their qualifications (Rothwell et al., 2008). 
 
According to Forrier and Sels (2003) referred that that 
employability is a multi-faceted. There are two aspects 
to consider about employability that are internal and 
external (Kirschenbaum & Mano-Negrin, 1999; 
Rajan, 1997; Rothwell & Arnold, 2007).  
 
The internal factors include the knowledge and 
professional skills, and proactively to seeking 
employment, along with the potential for learning 
(Hillage & Pollard, 1998). Perceptions of 
employability are also strongly influenced by the 
status of the external labor market (Forrier & Sels, 
2003; Kirschenbaum & Mano-Negrin, 1999; Rajan, 
1997).  
 
Fugate, Kinicki, and Ashforth (2004)employability is 
considered in terms of a psychosocial structure, the 
synergy of which consists of three elements: 
occupational identification, adaptability of individuals 
and social capital. Fugate et al. suggested that 
employability helped individuals cope with work 
transitions in a turbulent employment market. 
 
D. Internship as a short socialization process for 
students 
Internships can be described in many other forms such 
as apprenticeships, cooperative education, 
experimental learning, practical work experience, 
industrial placement, placement learning, sandwich 
courses, service learning, and workplace learning 
(Auburn, 2007; Auburn, Ley, & Arnold, 1993; 
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Zopiatis & Theocharous, 2013). According to Taylor 
(1988), the defined internship is an academic program 
designed for students before graduation to help them 
gain experience related to their work and career. 
Experience internships provide students with useful 
practical experience, and the opportunity to apply the 
theory into practice (Tovey, 2001). The internships 
program for the student are increasingly being used by 
educational administrators to narrow the gap between 
theory and industry expectations (Barrows & 
Bosselman, 1999; Domask, 2007) 
 
Regarding internship outcomes, beyond skills 
training, internships also help socialize and 
integration (Tovey, 2001). Some studies have 
indicated that off-campus internships could help 
students adapt to their jobs more effectively, enhance 
their understanding of the workplace (Divine, Linrud, 
Miller, & Wilson, 2007; Knouse & Fontenot, 2008). 
After participate the internship program, student 
improve career decision making and perceptions of 
self-efficacy (Brooks, Cornelius, Greenfield, & 
Joseph, 1995). 
With the above analysis, we hope to find a link 
between the internship program and the self-perceived 
employability of the student with the impact 
considered of the socialized mentor. With the above 
analysis, we hope to find a link between the internship 
program and the self-perceived employability of the 
student with the impact considered of the socialized 
mentor. As such, we propose: 
 
Hypothesis 1:The degree of socialized mentor will be 
positively related to self-perceived employability of 
internship student. 
 
E. Mentoring functions 
According to Kram (1983) are two groups of 
mentoring functions that proteges receive from their 
mentor that is career functions support and 
psychosocial functions support.  
 
First, career support functions aim to advance 
receivers' career involving sponsoring promotions and 
lateral moves (sponsorship); coaching the protege 
(coaching); protecting the protege from adverse forces 
(protection); providing challenging assignments 
(challenging assignments); and increasing the 
protege's exposure and visibility (exposure) 
 
Second, the mentors may provide four psychosocial 
functions: helping the protege develop a sense of 
professional self (acceptance and confirmation), 
providing problem-solving and a sounding board 
(counseling), giving respect and support (friendship) 
and providing identification and role modeling (role 
modeling). 

In some recent studies, the role of modeling is 
recognized as a third function of mentoring functions 
which the proteges receive from their mentor (Hu et 
al., 2011; Scandura, 1992) 
We argue that all three mentoring functions are 
capable of mediating the relationship between 
socialized mentor and self-perceived employability. 
First, highly socialized mentors have many 
achievements that they will have more knowledge and 
information to share with their proteges through 
mentoring functions. Second, the highly socialized 
mentors will have more the more time they work in the 
organization, the more experienced they are, the less 
stressful and the more satisfied (Ashforth et al., 2007; 
Saks & Ashforth, 1997), and therefore they have many 
resources from themselves  to provide to the proteges 
as well as help the proteges obtain psychological help, 
meaningful advice. Finally, mentors with high 
organizational socialization are the important people 
in both positions and roles within the organization. 
They hold the power and influence the organization, 
so they create a special attraction to lead and support 
their proteges. 
 
Hypothesis 2: Mentoring functions have mediating 
role in the relationship between mentor socialization 
and self-perceived employability. 
Hypothesis 2a: Career support function has 
mediating role in the relationship between mentor 
socialization and self-perceived employability. 
Hypothesis 2b: Psychosocial support function has 
mediating role in the relationship between mentor 
socialization and self-perceived employability. 
Hypothesis 2c: Role-modeling function has 
mediating role in the relationship between mentor 
socialization and self-perceived employability. 
 
III. METHOD 
 
A. Samples and procedures 
The survey questionnaires are planned to distributed 
to students at a university in Vietnam and their mentor 
after the end of the spring internship program in 2018. 
A sample size of 250 usable respondents are expected 
to collect in this study. We plan to contact a University 
in Vietnam to obtain a list of internships for students 
from 1 February 2018 to 30 April 2018.  We will 
contact potential proteges participants after 
introducing to them to our research and inviting them 
to participate in our research. Each questionnaire is a 
combination of two parts which are questionnaires for 
the protege and his/her mentor. In order to make the 
survey more objective, we emphasize that each 
participant should complete the questionnaire 
separately and send it directly to the researcher. In 
addition, the questionnaires are anonymously 
designed to ensure privacy and have the connection 
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code to pairs of questionnaires from each pair of a 
protege and mentors. 
 
B. Measures 

All answer items with a choice of Likert 5 scale 
(1=Strongly Disagree, 2=Disagree, 3=Fair, 4=Agree, 
5= Strong Agree) 
Dependent variable 
In this study, the dependent variable is socialization of 
mentor. Mentors will participate to response the 
degree of their organizational socialization (Chao et 
al., 1994). Thirty four items are included the 
questionnaires and measure six subdimensions of 
organizational socialization including history, 
language, politics, people, organizational goals 
values, and performance proficiency.  
Independent variable 
The independent variable of this study is 
self-perceived employability. 
This research is based on an individual's perspective 
on employability, Proteges will have to answer 16 
questions from the matrix of is made up of the four 
main components of employability: my university, my 
field of study, the state of external labor, and 
self-belief (Rothwell et al., 2008). Each 'cell' from 1 to 
8 in turn represents the interaction of two of the four 
components of usability, and each cell creates two 
questions. 

 
Mediator variable 
Mentoring functions are the mediator variables 
between independent variable and dependent variable.  

There are three main components that make the 
mediated mentoring function: career support, 
psychosocial support (Kram et al., 1983) and role 
modeling (Castro & Scandura, 2004; Hu, Pellegrini, 
& Scandura, 2011). Proteges participants answered 
the 15-item Mentoring Functions Questionnaire 
(Scandura& Ragins, 1993). 
In short, the survey questionnaire consists of two 
parts: Part 1 is for mentors, they answer 34 questions 
to measures the organizational socialization. Part 2 is 
for proteges, they will answer 31 questions to 
measures the mentoring functions and self-perceived 
employability. 

 
Research Model 
 

 
 
C. Data analysis 
To ensure the objectivity and accuracy of the study, the 
data processing process will be closely monitored 
throughout the course and strictly followed the 
preparatory steps. After collecting questionnaires, the 
processes include integrating the respond of proteges 
with their mentor by the code each pair, processing 
blank answers and invalid answers, preparing the 
steps for statistical analysis and hypothesis testing. 
The data collected was encrypted and processed by the 
SPSS software package. 
Use descriptive statistics to describe the characteristics 
of the sample. Evaluate the reliability of that scale by 
the Cronbach’s alpha index. 
We use multi-regressions to tests relationships 
between independent and dependent variables. Follow 
Baron and Kenny’s (1986) four steps, regressions are 
used to examine the mediating effects of three 
mentoring functions. 
 
EXPECTATION  
 
First of all, this study seeks to better understand the 
concept of self-perceived employability, while 
clarifying the impact of socialized mentors on 
self-perceived employability. For the students, helping 
them realize the necessary and importance of 
self-perceived employability for future their career, 
from which students have the attitude, interest, action 
and specific job to improve self-perceived 
employability for themselves.For the university, aware 
of the importance of self-perceived employability, it 
helps to develop specific policies and programs to help 
students further enhance self-perceived employability. 
For businesses, students with high self-perceptibility 
will be potential employees to add quality staff to the 
company in the future. This will help the company to 
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have policies to cooperate with universities and to 
provide students with a good environment to complete 
their internship programs. 
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