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Abstract
This study examines age differentials in the predictive role of entrepreneurial
mentoring on career adaptability and ambiguity tolerance among potential Nigerian
entrepreneurs. A cross-sectional survey was adopted in obtaining relevant data for
the study. The study participants were graduates who were participating in the
National Youth Service Corp (NYSC) in Nigeria. This population forms a catchment
group for entrepreneurship programmes in Nigeria. Their ages ranged from 19 to
30 years old; with 780 being male and 846 being female. Results showed that the
interaction term of age and mentoring produced significant effect (B = .174; p < .05)
and accounted for a significant increase in career adaptability (ΔR2 = 0.4%; p < .05).
The results imply that the effects of entrepreneurial mentoring on career adaptability
were significant among both younger and older graduates; with a stronger effect
being observed among the former (B = .23, CI = .09 to .17) than the latter (B = .01,
CI = .17 to .24). However, age did not moderate the effect of mentoring on ambiguity
tolerance (B = .033; p > .05). These results buttress appeals for incorporating adaptive
mentorship models that cater for contextual factors (such as age differences) in
entrepreneurship education aimed at enhancing specific modules of career adaptability
and other important entrepreneurial traits.
Keywords: Entrepreneurship, Mentoring, Career adaptability, Ambiguity tolerance, Age,
Graduates

Introduction
Entrepreneurship is increasingly a viable solution for tackling the problem of unemployment in developing nations (Asaju et al., 2014). Fresh graduates in Nigeria are
regarded as potential entrepreneurs, thus both government agencies and non-governmental organizations continually provide several entrepreneurial schemes for fresh
graduates. However, according the Global Entrepreneurship Index (2017) published by
the Global Entrepreneurship and Development Institute (GEDI), Nigeria has recorded
a significant drop in global rankings of entrepreneurship within Sub-Saharan Africa
from 4th in 2016 to 12th in 2017. With entrepreneurship being touted to be a viable
solution to the problems of unemployment in Nigeria, this drop in entrepreneurship
ranking poses a new challenge for fresh graduates within the country. It may therefore
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be inferred that there is either an increase in the rate of business failure or a stagnation/decline in the start-up of more business ventures in the country. While there are
various external factors that may impede the start-up and success of business, it has
been argued that, ceteris paribus, the innate entrepreneurial skills of nascent entrepreneurs are key factors that determine the growth and sustainability of small and medium
enterprises (SMEs) in Nigeria (Osalor, 2016).
Entrepreneurship involves the activity of setting up a business or businesses and taking on financial risks in the hope of making profit (Asaju, et al., 2014). A critical factor
in the success of entrepreneurship ventures is the ability of entrepreneurs to utilize
entrepreneurial skills and capabilities in meeting business challenges. However,
Undiayaundeye & Otu (2015) and Abdul (2018) identified lack of entrepreneurial skills
among graduates as major determinants of failed entrepreneurial pursuits among business owners in Nigeria. Ojeifo (2013) also reported that majority of graduates from tertiary institutions in Nigeria have low entrepreneurial drive needed to thrive in the
world of business. It has therefore been suggested that orientations towards entrepreneurship among fresh graduates may be dependent upon their adaptive skills and ability to effectively navigate through unanticipated transitions and risks inherent in
entrepreneurship. Thus, behaviour modifications towards enhancing these traits may
be beneficial in encouraging entrepreneurship among fresh graduates in Nigeria. In this
regard, this study identifies career adaptability and ambiguity tolerance as necessary
entrepreneurial skills for start-ups and survival of SMEs in Nigeria.

Literature review
Career adaptability is defined as the readiness to cope with unpredictable adjustments
in career paths, which may be prompted by economic realities (Savickas, 2002). It is a
psycho-social construct that denotes an individual’s readiness and resources for coping
with unanticipated career transitions. It focuses on the individual’s ability to try other options. Existing research (Inkson et al., 2015; Perera & McIlveen, 2017; Rudolph et al.,
2017) has indicated that career adaptability is a sign of thriving which directly relates to
entrepreneurship development. The importance of career adaptability in the journey
through entrepreneurship has been underscored by renowned entrepreneurs. For instance, Bill Gates describes adaptability in entrepreneurship as being able to react or try
another path when initial ideas hit a brick wall. If one has an unwavering commitment to
a path (or an idea), then one will keep hitting a brick wall and never make progress.
Ambiguity tolerance represents a willingness to withstand uncertainty and mistakes
as one explores new ideas, advocates unconventional or unpopular positions, or tackles
extremely challenging problems without obvious solutions. According to Erten and
Topkaya (2009) ambiguous situations can be of three different types: new situations,
complex situations, and contradictory situations. These are, respectively, where there
are not sufficient or nonexistent cues, where there are too many cues, and where cues
are not easy to distinguish. Entrepreneurship is often characterized with uncertainties
of expected outcomes. Thus, entrepreneurs necessarily learn to handle the risk and uncertainty inherent in starting and sustaining a business. In this regard, there are logical
suppositions that entrepreneurial mentoring may have a profound influence on the
variance in career adaptability and ambiguity tolerance of nascent entrepreneurs
(Umukoro and Okurame, 2017).
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Nevertheless, these suppositions are premised on the assumption that business mentors possess a wealth of entrepreneurial experience and can often provide fresh and objective perspectives on entrepreneurship problems or challenges because they are not
personally involved with the business and often have no conflicts of interest (Weinberg
& Lankau, 2010). Experienced entrepreneurs are therefore in a unique position to serve
as conduits for the transmission of expert knowledge of entrepreneurial skills (Ilesanmi
& Lasisi, 2015). Business mentors’ mastery of the entrepreneurial knowledge-space is
borne out of their experience in the entrepreneurship space, which can serve as a rich
resource for those with less experience. Such experts may also rely on various knowledge transmission and skill development strategies acquired from prior education as
espoused by Ramayah et al. (2012), who showed that prior experience as an entrepreneur is highly correlated with entrepreneurial success.
Mentoring is a developmentally oriented interpersonal relationship that is typically
between a more experienced individual (i.e., the mentor) and a less experienced individual (i.e., the protégé) (Okurame, 2007). A deeper understanding of the ways in which
experienced entrepreneurs engage in mentoring activities with less experienced entrepreneurs allows for the identification of common educational strategies employed by
these experts (Akpan et al., 2017). Further, an explication of the thought processes
employed by experienced entrepreneurs in their interactions with those less experienced can lead to key insights into the mentoring process in the context of entrepreneurial education including the nature of the tacit knowledge (Polanyi, 2009) shared by
the expert entrepreneur.
However, not many studies have directly examined the effects of mentoring in enhancing entrepreneurial traits of career adaptability, mentoring has been found to influence
career oriented variable across various studies (Jyoti & Sharma, 2017; Day & Allen,
2004; Anafarta & Apaydın, 2016; Jyoti & Sharma, 2015; Parsa et al., 2016; Scott; 2010).
Specifically, Kanten, Kanten and Ülker (2017) linked mentoring functions to career
adaptability in a survey among 311 undergraduate students. Results of their study
showed that mentoring functions, which is labeled as role modeling, have significant effects on career adaptability. Similarly, O'Mally and Antonelli (2016) found that students
working with mentors demonstrated increased job-seeking self-efficacy and career
adaptability.
Related studies by Tuna et al. (2014) on effects of career advising types and career
adaptabilities showed that intellectual and affective advising types had a positive effect
on career adaptabilities. Similar results on the relationship between career mentoring
and career adaptabilities were obtained by Bimrose and Hearne (2012). According to
these researchers, mentoring can be pivotal at turning points in individuals’ lives. it
supports and promotes both resiliency and career adaptability. In addition, they have
suggested that through career mentoring, it leads them to understand their situation
and consider best options for progressing in their future career. It may therefore be hypothesized that mentoring has a positive impact on career adaptability.
Research on the role of mentoring on ambiguity tolerance is also relatively scanty.
However, outcomes of related studies, within similar contexts, may be drawn upon to
make inferences about this relationship. For instance, Antonites & Wordsworth (2009)
provided a perspective on the influence of entrepreneurship education on risk tolerance. Their results suggested that entrepreneurs’ ability to navigate successfully through
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risky ventures is highly dependent on effective entrepreneurship education. Similarly,
Nieuwenhuizen and Kroon (2002) further emphasized the importance of including risk
tolerance training in entrepreneurship mentoring programmes based on their study
that found a strong relationship between willingness to take risks (risk tolerance) and
the success of entrepreneurial training. Several dispositional variables have been found
to influence risk-taking behavior in experimental settings, including self-confidence,
perceived competence and mentorship (Caliendo et al., 2009; Fairlie, 2014). It is therefore expected that mentoring support may enhance the tolerance levels for risk and
ambiguities in entrepreneurship among nascent entrepreneurs.
While mentoring may have a role to play in the variance of career adaptability and
ambiguity tolerance, it may be necessary to understand how these relationships change
under different conditions. Interestingly, an observation of mentoring relationship reveals that age and gender type in mentorship may have a significant impact on mentees’
advancement, especially in career contexts (Okurame & Balogun, 2005). This presents
an argument for age as a moderator in the relationships between mentoring and entrepreneurial traits; suggesting that, across a broad array of mentor-protégé contexts and
configurations, age shapes the functions and importance of relationships as highlighted
by outcomes of related studies. There is a school of thought that younger persons are
likely to be more receptive and malleable towards innovations in entrepreneurship
(Poteat et al., 2009 Finkelstein et al., 2003; Rupp et al., 2006).
Moreover, from the standpoint of Taber’s (1995) theory of prior learning, older persons are more likely to be rigid in business decision-making based on an accumulation
of direct and indirect experiences garnered while growing, as opposed to younger persons, whose less experience, may provide a tabula rasa view on business perspectives.
This has also been buttressed by studies that associate intuition and spontaneity in
business decision-making among younger entrepreneurs (Umukoro & Okurame, 2017
Matabooe et al., 2016). In Finkelstein et al. (2003) study on the role of both age and
age diversity in mentorships, they found that the absolute age of the protégé in
mentoring influenced career mentoring provided, characteristics of the mentorship,
and perceptions of mutual learning. Their results showed that older protégés, on
average, experienced less career-related mentoring than younger protégés and had
shorter relationships with their mentors. This finding may reflect the belief that
older protégés may not require career related mentoring as much as a younger
protégé. However, Deering (2010) found contrary results showing that age difference does not have any aversive effects on the processes found in mentoring
relationships.

Hypotheses
Based on theoretical assumptions and review of prior research on mentoring relationships in a variety of related contexts, this study is guided by the following hypotheses.

Hypothesis 1

The significant effect of entrepreneurial mentoring on career adaptability will be moderated by age, such that the impact of entrepreneurial mentoring will be higher among
younger graduates than older graduates.
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Hypothesis 2

The significant effect of entrepreneurial mentoring on ambiguity tolerance will be moderated by age, such that the impact of entrepreneurial mentoring will be higher among
younger graduates than older graduates.

Theoretical framework
The theoretical suppositions of this study are anchored on Harré and van Langenhove
(1999) positioning theory. Harré and van Langenhove (1999) state positioning can be
understood as the discursive construction of personal stories and experiences that
make a person’s actions intelligible and relatively determinate as social acts. This recognizes the act of positioning as a communicated process that clarifies the particular ‘role’
(role is the static description) or interactive relation between those involved. Positioning can allow for mutual determination for interaction or can instigate a dialogue or
several dialogues in which the ‘roles’ presented are negotiated and redefined. This concept is important to understand the process of developing entrepreneurial abilities because it emphasizes the social interaction that can affect the actions taken by the
nascent entrepreneur. Applying the concept of negotiated rights and duties allows for
exploration of how relationships are formed and developed over time, including understanding of relationship formation and change (Bullough Jr. and Draper, 2004).
According to Bandura (1997), behavior is learned not only through observation of
others, but then through practicing the actions required to perform the behavior (Bratton et al., 2010). These processes include observational learning, imitation, and social
modeling. Individuals observe and take note of the behavior of others, perceived as
knowledgeable or credible, and then practice the behavior and experience the consequences of the behavior. Bandura’s theories relate to Vygotsky’s Principle which states
that behavior is developed both on a social level and on an individual level (Vygotsky,
1978), initiating with the social level, such that behaviors “originate as actual relationships between individuals.” Expanding upon Vygotsky, the focus on the contribution of
the others in the social interaction can be understood as a mentor-mentee relationship
where the less skilled mentee attempts to accomplish a task, supported by the mentor.
If the mentee cannot perform the task to completion, the mentor helps to accomplish
the task, in a way that the mentee can observe and copy the mentor’s actions for future
tasks (Harré & van Langenhove, 1999).
In relation to this study career dynamics within entrepreneurial contexts are considered to be a function of social contexts and situations, including role-sets and
patterns of social interaction leading to entrepreneurial abilities (Pruett et al., 2009)
in relation to specific resources such as career adaptability and ambiguity tolerance.
In this study, the researchers propose a role-set definition that includes all types of
mentors including the family members, financers, partners, other advisors and coaches. Thus, positioning theory provides a perspective upon how career adaptability
and ambiguity tolerance can be facilitated through interaction with a role-set. Conversations between the nascent entrepreneur and his/her role-set allows for discussion and negotiation of rights and duties regarding the expectations of a role, and
the associated actions that can therefore be taken. The nascent entrepreneurs observe, imitate and model actors in the role-set in balance with testing and promoting their own beliefs and motivations.
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Methods
Participants

Using a structured questionnaire, a cross-sectional survey was adopted to obtain data
for the study. Participants were drawn from an estimated population of 16,402 corps
members (Batch A) in the six National Youth Service Corp1 (NYSC) orientation camps
within the six states2 that make up southwestern, Nigeria. This population forms a
catchment group for potential entrepreneurs in Nigeria and reflects a microcosm of
socio-cultural diversities among Nigerian youths. Adopting the Krejcie and Morgan
(1970) sample size determination formula, a representative sample was obtained from
each NYSC camp, in relation to the total number of youth corps members deployed to each of the camps. Based on the sample sizes obtained from the camps
in Oyo (n = 351), Lagos (n = 354), Ogun (n = 327), Ondo (n = 320), Osun (n = 310),
and Ekiti (n = 313); a total of 1975 copies of the questionnaire were distributed
across the six NYSC camps; however only 1626 of the retrieved questionnaires
were valid to make up the final sample for the study (see Fig. 1). The age of the

Fig. 1 Flow Chart Showing Sampling Procedure. Figure illustrates the sampling procedure used in
obtaining the sample size for the study. Participants were drawn from an estimated population of 16,402
corps members (Batch A) in the six NYSC orientation camps within the states (Oyo, Lagos, Ogun, Ondo
Osun, Ekiti) in southwestern, Nigeria. Based on the total number of corps members in each of the selected
camps, the Krejcie and Morgan (1970) sample size determination formula was used to obtain a representative
sample for each camp. A systematic sampling technique was then used to select participants for the study by
including every nth corps member of the sampling interval. A total of 1975 copies of the questionnaire were
distributed across the six NYSC camps; however only 1626 of the retrieved questionnaires were valid to make
up the final composite sample for the study
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participants ranged from 19 years to 30 years old with 780 being male and 846 being female. In terms of their graduating tertiary institution, 692 (42.6%) of the participants were from federal universities, 434 (26.7%) of them were from state
universities, 128 (7.9%) of them were from federal polytechnics, 166 (10.2%) of
them were from state polytechnics while 206 (12.7%) of them were from private
tertiary institutions.
Measures
Demographic data

Age was measured on a continuum; however, the inclusion of age as a moderator in
the study necessitated a dichotomized measure of age into ‘younger’ and ‘older’ participants. The mean age (24 years) was used as the norm for the dichotomy. Sex and type
of graduating institution were measured as nominal variables; however their inclusion
in a regression model as covariates required them to be recoded as dummy variables.
Career adaptability

Career adaptability was measured using Savickas’ Career Adaptability Scale (2002).
The scale measures the readiness of an individual to cope with transitions in future
career choices. All items are measured on a 5-point likert-type scale ranging from
“1: strongly disagree” to “5: strongly agree”. High scores depict higher levels of career adaptability while low scores depict lower levels of career adaptability. The
scale has been validated in several studies (Hirschi, 2009; Ito & Brotheridge, 2005;
Klehe, Zikic, Van Vianen & De Pater, 2011; Ebenehi, Rashid & Bakar, 2016) with
Cronbach’s alpha ranging from 0.6 to 0.8. In this study, a Cronbach alpha of 0.712
was obtained for the scale.
Ambiguity tolerance

Ambiguity tolerance was measured using The Multiple Stimulus Types Ambiguity Tolerance Scale-II (MSTAT-II; McLain, 2009). The MSTAT-II is a 13-item measure designed to measure an individual’s cognitive tolerance range (aversion to attraction) for
situations that are unfamiliar, insoluble, or complex. The MSTAT-II measures the
participants’ degree of ambiguity tolerance based on five stimulus types: Items are
structured as five-point likert-type responses ranging from “1 = strongly disagree” to
“5 = strongly agree”. Classification of participants into high ambiguity tolerance or
low ambiguity tolerance is determined by a median split of total scores; scores ranging between 13 and 38 indicates a lower ambiguity tolerance while scores between
39 and 65 indicate a higher ambiguity tolerance. McLain (2009) reported an internal consistency reliability of .83 while Ogunleye and Osagu (2014) also obtained
a Cronbach alpha of 0.6 for the scale. In this study, a Cronbach alpha of 0.788
was obtained for the scale.
Entrepreneurial mentoring

Entrepreneurial mentoring was measured using a modified version of a 15-item mentoring functions scale by Okurame (2012) The 15-item scale measures the extent of formal or informal mentoring support that protégés feel they have received from their
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mentors in entrepreneurship issues using a 5-point likert-type scale of 1 = “strongly disagree” to 5 = “strongly agree.” Examples of some of the items in the modified version
include “I have a mentor who gives me competent advice about handling business opportunities”, ‘I have a mentor whose entrepreneurship skills have influenced my desire
to build similar skills’. Higher scores indicate higher levels of mentorship support while
low scores indicate lower levels of mentorship support. An alpha coefficient and least
item-total correlation of .89 and .259 respectively were obtained by the original author
of the scale. In this study, a Cronbach alpha of 0.95 was obtained for the scale.

Analytical procedure

For analyses of data, the study employed a moderated multiple regression using
PROCESS macro (Hayes, 2013) which analyzes direct and conditional effects of moderators in a model. It entails the addition of an interaction term (mentoring and age) in a
linear multiple regression to determine the moderating effect of age in the model. In
the regression models, the effects of sex and type of graduating institution were controlled for as covariates.

Results
Hypothesis one

Hypothesis one stated that the significant effect of entrepreneurial mentoring on career
adaptability will be moderated by age, such that the impact of entrepreneurial mentoring will be higher among younger graduates than older graduates. Results from Table 1
show that the interaction term produced significant effect (B = .174; p < .05) and
accounted for a significant increase in R2 by 0.4%. Overall, the model explained 10.6%
of career adaptability. The results imply that age moderated the effect of entrepreneurial mentoring on career adaptability.
Table 2 shows the conditional effects of entrepreneurial mentoring at the dichotomized levels of age.

Table 1 Regression model showing moderation effects of age on the predictive influence of
entrepreneurial mentoring on career adaptability

1

2

Constant

B

SE

T

P

95% CI
LLCI

ULCI

38.998

.884

44.129

<.05

37.265

40.731

Sex

.5502

.3440

1.5996

>.05

−.1245

1.2249

Type of Graduating Institution

.0449

.1204

.3726

>.05

−.1914

.2811

Entrepreneurial Mentoring

2.181

.013

13.866

<.05

.155

.207

Age

−.442

.348

−1.272

>.05

−1.125

.240

Constant

45.250

2.412

18.758

<.05

40.519

49.982

Entrepreneurial Mentoring

2.064

.044

1.461

<.05

−.022

.150

Age

−4.407

1.465

−3.007

<.05

−7.281

−1.533

Entrepreneurial Mentoring
X Age

.174

.026

2.785

<.05

.022

.126

DV: Career Adaptability, Model Summary: R2 = .106, F(5,
F(1, 1618) = 7.754; p < .05

1618) =

96.148; p < .05, ΔR2 due to interaction: ΔR2 = .004,
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Table 2 Post hoc test for conditional effects of entrepreneurial mentoring at levels of age
Age

Effect

S.E

T

P

LLCI

ULCI

Younger

.2379

.0203

12.8052

<.05

.0981

.1776

Older

.0116

.0170

6.4298

<.05

.1782

.2449

Results showed that the effects of entrepreneurial mentoring on career adaptability
were significant at both levels of age. However, a stronger effect was observed among
younger graduates (B = .23, CI = .09 to .17) than older graduates (B = .01, CI = .17 to
.24). This implies that entrepreneurial mentoring is likely to be more potent in enhancing career adaptability among younger graduates compared to their older counterparts. Thus, hypothesis one was accepted.

Hypothesis two

Hypothesis two stated that the significant effect of entrepreneurial mentoring on ambiguity tolerance will be moderated by age, such that the impact of entrepreneurial mentoring will be higher among younger graduates than older graduates. Results from
Table 3 show that the interaction term produced a non-significant effect (B = .033;
p > .05) and accounted for an insignificant increase in R2 by 0.1%. Overall, the model
explained 3.7% of ambiguity tolerance. The results imply that age did not moderate the
effect of entrepreneurial mentoring on ambiguity tolerance. Thus, hypothesis two was
rejected.

Discussion
The first model of hypothesis one showed that career adaptability was predicted by
entrepreneurial mentoring. The result implies that through entrepreneurial mentoring,
the adaptive abilities of graduates can be enhanced for advancement along chosen
entrepreneurial careers. The plausibility of this outcome may stem from business mentors’ ability to demonstrate the importance of career adaptability in practical terms.
Thus, mentees are able to understand and identify adaptive situations and strategies in
Table 3 Regression model showing moderation effects of age on the predictive influence of
entrepreneurial mentoring on ambiguity tolerance

1

2

Constant

B

SE

T

P

95% CI
LLCI

ULCI

32.910

1.002

32.832

<.05

30.944

34.876

Sex

.6851

.3550

1.9297

>.05

−.0113

1.3815

Type of Graduating Institution

.0264

.1246

.2116

>.05

−.2181

.2708

Entrepreneurial Mentoring

.116

.015

7.825

>.05

.087

.145

Age

.042

.395

.108

>.05

−.732

.817

Constant

35.736

2.742

13.035

<.05

30.359

41.114

Entrepreneurial Mentoring

.063

.050

1.262

>.05

−.035

.161

Age

−1.750

1.666

−1.051

>.05

−5.017

1.517

Entrepreneurial Mentoring
x Age

.033

.030

1.108

>.05

−.026

.092

DV: Ambiguity Tolerance, Model Summary: R2 = .037, F(3,
F(1, 1620) = 1.227; p > .05

1621) =

30.887; p > .05, ΔR2 due to interaction: ΔR2 = .001,
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business from practical illustrations and lived experiences of business mentors. Practical illustrations of the how nascent entrepreneurs enhance career adaptability through
a mentor’s expertise may include; receiving critical feedback in key areas, such as communications, interpersonal relationships, technical abilities, change management, and
leadership skills; developing a sharper focus on details and cues in business; learning
specific skills and knowledge that are relevant to adaptive strategies; building career enhancing networks with relevant entities; developing proactive capabilities for making
business related decisions; and having a friendly ear with which to share frustrations as
well as successes.
In support for this assertion, O'Mally and Antonelli (2016) showed that final year college students working with mentors demonstrated increased job-seeking self-efficacy,
career adaptability, and significant gains in job-hunting assertiveness compared to those
receiving only traditional job-search resources. Related studies by Tuna et al. (2014) on
effects of career advising types and career adaptabilities showed that intellectual and
affective advising types had a positive effect on career adaptabilities. Kanten, Kanten
and Ülker (2017) also reported significant positive effects of mentoring functions on
career adaptability of potential entrepreneurs. Similar results on the relationship between career mentoring and career adaptabilities were obtained by Bimrose and Hearne
(2012), showing that mentoring can be pivotal at turning points in individuals’ lives, as
it supports and promotes both resiliency and career adaptability. Thus the importance
of entrepreneurial mentoring in enhancing adaptive abilities was aptly highlighted by
this result.
The second model of hypothesis one identified the moderating effect of age in the
link between entrepreneurial mentoring and career adaptability. Results showed that
age emerged as a significant moderator, such that entrepreneurial mentoring is much
more effective in predicting career adaptability among younger mentees than older
mentees. This implies that younger mentees are likely to benefit more from entrepreneurial mentoring in relation to acquiring adaptive abilities in entrepreneurial career
paths. Taber’s (1995) theory of prior learning as an epistemological block may explain
the differentials that age of mentees’ has in a mentoring relationship. Based on Taber’s
perspective, personal experiences of older persons prior to novel teachings might act as
a block to effective learning of novel ideas. In relation to the outcomes of this study,
preconceptions that older persons have prior to entrepreneurial mentoring may not be
as amenable as the untainted learning slate of younger persons. Finkelstein et al. (2003)
also found that older protégés on average experienced less career-related mentoring
than younger protégés; while Matabooe et al. (2016) identified age as a relational-based
condition for effective mentoring. Thus, older individuals may fail to fully benefit from
relationshps with competent mentors.
Results of the second hypothesis showed that entrepreneurial mentoring did not predict ambiguity tolerance; and age did not have any moderating role in the model. While
some studies (Antonites & Wordsworth, 2009; Nieuwenhuizen and Kroon, 2002) have
suggested that individuals could be mentored in managing ambiguities in business, it is
quite instinctive for individuals to avoid taking uncalculated risks. Even seasoned entrepreneurs often exhaust possible alternatives and extrapolations before taking uncalculated risks in business. Thus, this natural instinct may deflect the potency of any form
of entrepreneurial mentoring directed at enhancing tolerance for ambiguities in
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business. However, it has established that being able to make business decisions in relatively unfamiliar market situations may be fostered by knowledge and experience garnered from formal and informal mentoring relationship (Holm et al., 2013). An
experienced entrepreneur is therefore in a position to offer mentoring support on issues of business uncertainties based on personal experiences.

Conclusion
While literature has established the importance of career adaptabilities in facilitating
success outcomes in entrepreneurship, results of this study have shown that entrepreneurial mentoring is a key facilitator of career adaptability. This is because, through
mentoring relationships, business mentors are able to equip young entrepreneurs with
the fundamentals to help them navigate through the challenges and vicissitudes inherent in business start-ups and growth. The results also point to the potency of entrepreneurial mentoring towards younger protégés. These results therefore buttress appeals
for incorporating intensive and comprehensive entrepreneurial mentoring in the structure of entrepreneurship education being taught in all categories of tertiary institutions
in Nigeria. Furthermore, such training should be adapted to suit the age differences of
aspiring entrepreneurs, and include context specific modules of career adaptability and
other important entrepreneurial traits.

Contribution to knowledge
The outcomes of this study provide insight into how age moderates the predictive value
of entrepreneurial mentoring on career adaptability; which highlights the need for incorporating adaptive mentorship models in entrepreneurship education. With adaptive
mentorship, mentors adjust their mentoring responses to match contextual factors
(such as age differences) that may affect protégés’ learning outcomes and task-specific
development level while coaching them in their learning setting. As Ralph and Walker
(2010) have shown, many of these contextual factors cannot be changed by the mentor,
but the mode of mentoring can be. Thus, future studies on mentoring relationships
should lay more emphasis on dimensions of adaptive mentoring and its impact in actual business settings.

Endnotes
1
The National Youth Service Corps is a scheme for Nigerian graduates from universities, polytechnics and other local or foreign degree awarding institutions. The scheme
is established to promote the ideals of national unity and promote national economic,
development through mobility of labour in the formal and informal sectors. The service
commences with an “orientation” period of approximately three weeks spent in a military controlled “camp” away from family and friends. There is also a “passing out ceremony” at the end of the three weeks orientation camp after which corps members are
posted to their Place of Primary Assignment (PPA). The duration for the service is one
year after which the youths are given a certificate which is a requirement for employment in the country.
2
Oyo, Lagos, Ogun, Ondo, Osun, Ekiti,
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