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ABSTRACT
Yemeni-American females (Yemeniat) in Kern County face many barriers that prevent
and limit their educational aspirations. These barriers, when educational opportunities present
themselves, limit what school they can go to, what area they can study, how late in the evening
they can take courses, and how much involvement they can have on campus life. Due to the
recent increase of Yemeniat in the educational community, this program is designed to help
facilitate these opportunities in higher education for these women through mentorship. Raising
the awareness of precedents and increasing support within the community will allow these
women to prosper in their ambitions to become independent, empowered leaders in the
community.
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"Mentoring is a brain to pick, an ear to listen, and a push in the right direction."
-John Crosby
Being born into a family of immigrants has its positives and negatives. For Yemeni
American females, this means balancing a hybrid identity and struggling to navigate the cultural
barriers to live in a western society. Nothing seemed to challenge the delicate balance of two
cultures than the concept of education. Recently, my partner Gokh Alshaif, and I, competed an
explorative, qualitative research project titled Daughters of Sojourners: The Yemeni-American
Female’s Experience in Education. This study utilized 15 in depth interviews of Yemeni
American females, or Yemeniat, in Kern County to understand what contributes, more or less, to
the educational opportunities of these Yemeniat. What the data revealed was an interesting
number of factors that played a role; these factors will be later discussed in the literature review.
Using the data we collected, and the information we analyzed, I wanted to create a program
proposal for a mentoring program that can help address the issues brought up by the
interviewees. This program will be named Inspire, Lead, and Mentor, or ILM, which is also the
Arabic word for knowledge.
Education is such a necessity and should be accessible and affordable to all. Many higher
education institutions have worked diligently to create a system that can promote education and
breakdown barriers, especially for minority and underrepresented people. For most Yemeniat,
accessibility and affordability is not the key barrier. The key barrier stems from the conservative,
traditional, culture that does not often advocate for education because it does not fit into a
females role as defined by the culture. This role includes getting married, having children, and
being a homemaker. Men are usually seen as the provider, and therefore education is seen as
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unnecessary.
Statement of the Problem
Yemeni American daughters of immigrants are often well immersed into the traditions
and cultures of their parents. The hybrid identity brings many personal dilemmas to the surface
in regards to finding self-expression and finding who one is as a person and who one aspires to
be; yet nothing challenges this balance more than the pursuance of education. Many Yemeni-

American females, or Yemeniat as they will be referred to in this proposal, find many barriers in
the pursuance of a higher education due to certain family beliefs, cultures, and traditions that
reinforce patriarchal, conservative ideologies that are not always in line with the modern
advances and aspirations of Yemeniat today. There is minimal, if any, assistance to the Yemeniat
in this community that provides services unique to their status. Many women face barriers due to
many factors; one is that of their families beliefs system which is detailed in our research paper.
Along with those factors, their families lack of experience in education results in the lack of
knowledge of logistics and opportunities, financial aid in higher education, and the lack of a
support group or mentor. A support group or mentor would be beneficial to Yemeniat because it
would assist them in pursuing educational opportunities while understanding the balance of the
unique culture, as well as being educated to help them start their educational journey.
Purpose of Study
The purpose of the study we conducted prior to creating this program is to collect data on
the needs of Kern County Yemeniat through individual and group interviews that will shed light
on their opportunities, or lack thereof, in higher education. In addition, this study will help create
a program proposal that provides resources to those specific needs to help Yemeniat attain an
opportunity to higher education. This program will cater to the Yemeniat in the community by:

•

Identifying barriers that of the Sojourner daughters (daughters of immigrants who
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perceive themselves as visitors in a new country).
•

Recognizing and utilizing stories of Yemeniat in higher education.

•

Use both the identified barriers and the recognized advantageous stories to create a wellrounded program that helps Yemeniat pursue higher education while balancing the
unique culture and traditions.

•

Support Yemeniat in utilizing all their potentials.

•

Improve the future of the Yemeni community by encouraging the female youth and
promoting higher education.

Additionally, this study will identify similar mentorship/sister programs that may be used as
models and inspiration for this program. The following organizations and programs will be
examined:
•

University of Wisconsin – Green Bay’s Phuture Phoenix (Mentorship Program)

•

Western Washington University – Compass 2 Campus (Mentorship Program)

•

University of Wisconsin – Eau Claire’s Blugold Beginnings (Mentorship Program)

•

Sisters of Nia (Mentorship Program)

•

MEMP – University of Virginia

•

Big Brothers Big Sister of America
Importance of Study
Programs addressing Arab-American specific educational issues are slight; programs

addressing Yemeni-American female’s educational issues are even more minimal. The
importance of this program is to help a growing minority population of Yemeniat in Kern
County develop and progress in their educational endeavors. Additionally, it will assist in

informing others of the journey of women who are pursuing higher education. This will
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contribute in promoting what has effectively worked to provide those who have not had the
opportunity the chance to see how others have succeeded. Ultimately, if Yemeniat were all
provided the opportunity to pursue higher education it will benefit them, their families, the
Yemeni/Arab community, and the overall greater community.
Overview of Thesis
The next following chapters will cover important information critical to the creation of
this program. Chapter 2 starts with a scholarly literature review, then the findings of the research
my partner and I completed, and finally a list and review of mentorship programs. Chapter 3
provides the organizational design and structure, and Chapter 4 concludes with the summary and
recommendations. Following Chapter 4 are the appropriate appendixes that include the bylaws,
the funding prospects, and the budget.

Chapter 2

6

This chapter will serve to provide background knowledge of scholarly literature that can
speak to the unique character of a Sojourner child. Additionally, it will detail the gap in the
literature specifically addressing the Yemeni-American immigration experience, followed by the
findings uncovered in the study conducted by my partner and I that aims to bridge that gap.
Finally, the chapter concludes with a summary list of mentorship programs that were used as
inspiration for ILM.
Literature Review
Not Like the Rest: Yemeni-Americans and the Sojourner Mindset
In compiling literature, we have noticed that only a few studies have focused on the
hybrid identity of Arab-Americans and almost none on that of Yemeni-Americans, with the
majority focusing instead on the experience of other ethnic minorities such as Hispanic or Asian
Americans. Additionally, those studies that did study the immigrant identity experience of ArabAmerican revealed some significant differences between Yemeni-Americans and other ArabAmericans. Kulczycki and Arun’s (2002) study in particular looked at the immigration
assimilation patterns within the different Arab nationalities and found that unlike other Arabs,
Iraqi and Yemeni immigrants are less likely to assimilate to the American culture. In addition to
vast differences in level of education and income, these immigrants are also less likely in
comparison with other Arabs to marry outside their nationality, even into other Arab
nationalities. Instead, Iraqi and Yemenis, the literature argues, often attempt to tightly hold on to
traditions and often possess a sojourner mindset that is different than other immigrants.
Sarroub defines a sojourner as, “is one who remains attached to his or her own ethnic
group while simultaneously living in isolation and staying apart from the host society” (Sarroub,
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2001:392) Similarly the sojourner mindset refers to many Iraqi and Yemeni immigrants intents
when they immigrated to America. Rather than immigrating to the States with the intentions of
establishing their lives and families’ here, they perceive themselves as temporary residents, or
visitors even, who will someday return home (Anthias, 2001). Even if they possess permanent
residency or even citizenship with many years, or in some cases decades, having passed since
they last visited their homeland, these immigrants still have an almost romantic intention of
returning ‘home.’ They maintain a strong tie with their homeland, often still economically
supporting many family members left behind there. While some immigrants may also support
family members abroad as well as hold on to such romantic intentions, it does not stop them
from reaping the educational, cultural, as well as economic benefits of their new country. This,
however, is not the case for many Yemeni immigrants. Their immigration is first and most
importantly a means to secure economic security rather than reap the educational, cultural, and
other advantages and aspects of their new country. Anecdotal evidence has shown that such
mindset, in turn, affects how they choose to raise their children, and in particular their daughters.
In the Yemeni community, some parents—as is customary in Yemen—may therefore be
unwilling to educate their daughters reasoning that it is only a matter of time before they and
their children return ‘home’ where their daughters will eventually marry and be well taken care
of, thus not needing an education.
Bridging the Gaps
In surveying the literature, we realized that very little research had been conducted
studying Yemeni-Americans and fewer still looking at Yemeni-American females’ educational
experience. The few studies that had been conducted were also based in Dearborn, MI—a place
radically different than the small towns of Central California we are interested in studying.

8

Further study of other Yemeni female populations is also required if findings are to truly be
representative of the greater Yemeni female experience.
Although work has been conducted studying the formation of hyphenated identities and
third space, few studies have attempted to understand how such concepts apply to Yemeni
Americans who, as the literature has demonstrated, have a different experience than even other
Arab immigrants. Studying how such concepts, in addition to the Yemeni sojourner mindset,
translate into the Yemeni female experience can help us better understand what factors may
contribute to their educational opportunities or lack thereof. Therefore, our study hopes to
address these gaps in the literature by shifting our attention to the voices of the sojourners’
daughters of Kern County Yemenis.
Yemeni-American Females and Education
The qualitative research my partner and I conducted was an explorative study that
utilized 15 extensive interviews of Yemeniat from the ages of 17-35 who reside in Kern County,
specifically Arvin, Bakersfield, Delano, and Lamont. After conducting these interviews, we
transcribed and analyzed the data. In doing so, we found that the educational opportunities of
Yemeniat in Kern County were more or less effected by four factors: (1) the strength of the
Sojourner Mindset in the home, (2) the adherence to traditional gender roles, (3) the type of
support system they posses, and (4) the existence of ‘educational precedent.’ No one factor was
solely responsible for the existence of —or lack thereof—a Yemeniah’s education; instead, it
was the combination of these factors that would determine whether the Yemeniah would receive
more or less educational opportunities. When opportunity presented itself, we found that it
usually came with barriers and restrictions that did not meet with the ambitions of these
Yemeniat. These are the four factors in summary:

The first factor, the strength of the Sojourner Mindset, refers to this ideology of an

9

immigrant who travels to a different land as a “temporary resident”. Even though these
immigrants may live in this foreign land for 30+ years, there is still an idealistic perception that
they will one day return “home”. We found that depending on the strength of this ideology and
the cultural ties, it would greatly effect the educationally opportunities of Yemeniat. Also,
stemming from this strong tie to culture and nationality, Yemenis were more likely to denounce
the idea of becoming “Americanized” because it led to “corruption” causing the Yemeniat stray
from their cultural norms and values.
The second factor, adherence to traditional gender roles, contributes to educational
opportunities and barriers because it goes against the cultural gender roles. Before a girl is
married she is taken care of by her father and brothers, when she is married her husband resumes
that role; therefore, a man will always provide for her. Since her duties are to have children, stay
at home, and take care of domestic duties, education is seen as unnecessary and it is not
advocated for because it does not fit into her role as defined by the culture.
The third factor is support system. We found that those who had some type of support
system, whether it was a family member, a friend, or even a teacher, were more likely to pursue
an education with better facilitation than those who did not have a support system.
The fourth and final factor is precedents. After collecting the data we found that
precedents presented itself in two ways: within the family and within the community. In a family
setting we found that those who had older sisters that pursued an education before them had little
to no struggle in their pursuance. Conversely, those who were at the top of their sibling ranking
were usually the trailblazers and had a larger struggle. In a community setting, social imitation
played a role in a way in which whatever the status quo is effected how the family would
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respond. For example, if education was becoming more important in the community, and more
girls were enrolling, then other families will begin to respond in a similar fashion.
Review of Mentorship Programs

This part of the literature review serves to analyze different mentorship programs in the
United States that focus on encouraging and mentoring youth to pursue a higher education. The
listed programs especially focus on underprivileged, minority youth who are less likely to pursue
a higher education career. These programs are analyzed in order to understand and learn how
specific practices are executed so they may be implemented into ILM.
University of Wisconsin – Green Bay’s Phuture Phoenix (Mentorship Program)
The University of Wisconsin has been providing their model program Green Bay’s
Phuture Phoenix since 2002. This program targets low income students and sparks an interest in
education that otherwise may have not been encouraged through services that show the children
what college would be like. Previously, northeast Wisconsin had a low high school graduation
rate than the states other counterparts. The goal of this program was to address that issue through
mentorship. The mentors consist of university students who are trained, and biannual field trips
to the University of Wisconsin were created to give the mentees a feel of the college experience.
This program began with 400 students and serves more than 1400 today.
The basic steps this program took to be efficient are:
1. Train the role models
2. Outreach to the 5th graders
3. Pre-visit with students
4. Day visit at the university
5. Post visit with students in their class. (http://www.uwgb.edu/phuturephoenix/)

Western Washington University – Compass 2 Campus (Mentorship Program)
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Compass 2 Campus (C2C) is a program modeled after the UW’s Phuture Phoenix
program at Western Washington University that targets underrepresented and unique background
5-12th grade students in Whatcom and Skagit Counties. In 2009, this program passed both
Houses of legislature as a pilot program initiative fulfilled by House Bill 1986. Like the UW’s
Phuture Phoenix program, C2C also provides field trips to WWU’s campus that are lead by the
WWU’s student mentors.
Some of the goals and objectives, as listed on their website, include:
•

Providing mentors and role models for area youth using a service-learning model.

•

Encouraging underrepresented, low-income, diverse students starting at the fifth
grade to complete high school and enroll in some form of post-secondary education.

•

Increasing awareness of life options after high school.

(https://wce.wwu.edu/c2c/compass-2-campus)

University of Wisconsin – Eau Claire’s Blugold Beginnings (Mentorship Program)
The University of Wisconsin – Eau Claire’s Blugold Beginnings is another similar
program that also seeks to aid underrepresented, low income, first generation youth. Through this
program, all students are afforded a mentor/role model, career exploration, college field trips,
monthly events, tutoring/studying skills, leadership skills, college planning, and ACT
preparation. Their target is 5-12th graders and their mentors are UW-Eau Students. One of their
significant goals I appreciated was the aim to “increase the overall awareness of college
knowledge, higher education, and the opportunities it can provide”. I appreciate this goal because
I believe that providing the basic knowledge of what college is breaks down the fears or
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intimidations that some minority groups may have towards college. This creates a comfortable
base that helps in the process of encouraging and aiding these students to a bright, educational
future.
(http://www.uwec.edu/blugoldbeginnings/)

Sisters of Nia (Mentorship Program)
Sisters of Nia is an organization with the focus of inspiring and mentoring preteen and
teenage African American females to be empowered and strong. One of the goals listed is to,
“strengthen knowledge and appreciation for African American culture, ethnic pride, and
identity”, and to, “inspire self-motivation leading to the achievement of academic and personal
goals” (sistersofnia.org). This type of program stands out because it relates to the unique culture
of the mentees as well as accommodating to the culture so that it is tailored to their needs. This
organization hosts multiple events including a performing arts camp in the summer, a youth
leadership conference, and an annual retreat where the sisters focus on, “strengthening their selfesteem,

sisterhood,

respect

for

one

another,

and

problem

solving

skills”.

(http://www.sistersofnia.org)

MEMP – University of Virginia
The University of Virginia has a Middle Eastern Mentoring Program that was established
in 2008 under the office of Dean of Students and the Middle Eastern Leadership Council. The
goals of this program are classified under social, functional, and community strength. Although
this group is composed of a diverse range of Arab-American students, it focuses on the collective
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culture to provide an inviting environment that promotes social, functional, and communal
strength as it relates to their Arab culture and education.
(http://www.virginia.edu/deanofstudents/middle_east/?page_id=6)

Big Brothers Big Sisters of America
Big Brothers Big Sisters of America (BBBSA) is an organization established in 2002 that
aims to help students achieve success in education, self-confidence, as well as providing a safe
environment away from drugs and alcohol. Their mentee targets are 6-18 year old children
facing hardship in the community. The organization has 5 focus areas: agency leadership,
community expertise, strategic staffing, integration with the Big Brother Big Sister service
delivery model, and lastly community engagement. This program also operates special programs
that aid and mentor African-Americans, Hispanic, Native-American, children with incarcerated
parents, and children with parents in the military. (http://www.bbbs.org)

Chapter 3
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Organizational Design
This chapter will serve to illustrate the overall structure and organization of ILM. After
attaining information from past literature on children of immigrants’ needs in education,
analyzing the data from the study conducted by my partner and I, and reviewing and exploring
contemporary successful mentorship programs, the design of ILM was created. The mission and
vision statement, core values, and goals and objectives of ILM are specified. A SWOT analysis
is displayed and utilized to recognize the internal and external advantages and disadvantages of
the program, and the organizations structure is displayed to understand each employee’s role and
responsibilities. Finally, a Logic Model is created to objectify the goals and values of ILM.

Mission Statement
ILM is a support organization empowering Yemeni-American females through inspiration,
mentorship, and leadership that will aid in their pursuance of a higher education.

Vision Statement
ILM will be a reputable program in the County of Kern, and will be the first and model
program in this type of community to address the unique needs of Yemeni-American
females.
Core Values
Inspiration; Leadership; Mentorship; Education; Opportunity, Aid; Understanding;
Commitment; Empowerment; Success; Sisterhood.

Goals, Objectives, and Methods
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Goal 1: To help Yemeni-American females better facilitate their pursuance into higher
education.
Objectives:
 Recruit at least 5 mentors from the community college and/or university.
 Outreach to local campuses for part-time mentors who are at least in sophomore standing.
 Train mentors on mentoring, leading, and communication skills through workshops
provided 3 times a year.
 Match mentors with mentees by relatability.
 Assist 10 girls apply, enroll, and attend higher education.
 Mentors will help mentees apply for financial aid before the deadline.
 Mentors will help mentees apply to their prospected schools.
 Mentors will research answers to any inquiries mentees may have on the process.

Goal 2: Provide the appropriate precedents and support from and to the community to inspire
and expose others to the idea of higher education.
Objectives:
 Portray 3 success stories per year within the community.
 Create a monthly newsletter with stories of current ILM events and success stories.
 Hold an annual mother daughter luncheon where different mentors and mentees can be
recognized for their excellence.
 Arrange bi-weekly meetings between mentors and mentees.
 Provide unconditional support for mentees and their specific needs.
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 Create social events for mentors and mentees to casually build relationships (picnics, ice
skating, movie night)
 Gain and retain support from the community.
 Expose the reputable and successful stories of our mentors and mentees to the local
community through ILM events and fundraisers.

Goal 3: To provide an environment of encouragement, leadership, and inspiration.
Objectives:
 Promote female empowerment in smaller communities where females are hidden and
domesticated.
 Bring in 3-4 guest speakers annually who can speak about female empowerment and
overcoming culture and gender barriers.
 Educate on the power of inspiration and leadership.
 Plan a conference that can bring in different guest speakers and provide different
interactive workshops.

SWOT Analysis
A Strength, Weakness, Opportunities, and Threats (SWOT) analysis is provided below (Figure
1) to recognize the advantages and disadvantages of this program and its goals and objectives.
This includes both external and internal factors that contribute to the advantages and
disadvantages.
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Figure 1:

SWOT Analysis of ILM
Strengths:
-

Encouraging independence and

Weaknesses:
-

education
-

response.

Addresses issues to a group of

-

Financial resources.

minorities that have never been

-

Organizational

studied.
-

Ambiguity of Yemeni community

Helps develop the mentees as well as

management/leadership
-

the mentors
Opportunities:
-

Community support

-

CSUB campus events for outreach

-

Local Yemeni community events to
outreach

Possible small response from
outreach efforts

Threats:
-

Resistance from conservative
community

-

Funding

Organizational Structure
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The organizational structure is illustrated in Figure 2. Below is a summary of roles and
responsibilities of each actor of the organization that is listed in the organizations structure
diagram.
Governing Board: The Governing Board is the highest level of management.
Executive Administrator: The executive administrator will report to the Governing Board and
will be responsible for overseeing everything in the organization, including budgets, the liaison
manager, and projects.
Liaison Manager: The liaison manager is responsible for overlooking and managing the high
school liaison and the college liaison. His or her responsibilities are to make sure that the liaisons
are fulfilling their duties. The liaison manager is also responsible for matching mentees with
mentors who fit their criteria/needs.
High School Liaison: the high school liaison is responsible for outreaching and networking with
the local high schools to find individuals who are interested in being mentored.
College Liaison: the college liaison is responsible for outreaching and networking with college
students at California State University, Bakersfield and Bakersfield College to find individuals
who are interested in being mentors.
College Mentors: college mentors will be students who are interested in mentoring high school
mentees. The will need to be able to inspire and lead the students into an inviting environment
that promotes higher education as well as being cautious to the needs of their mentees.
High School Mentees: the high school mentees are the students who are interested in mentoring
and who need help and guidance into higher education. Our target group is Yemeni American
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females, but we will provide services for any female of any age with the ambition to pursue a
higher education.
Figure (2) Organizational Chart:
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A Logic Model (Figure 3) is created to portray the strategy and type of efforts that will be
proposed to increase the independence and educational opportunities of Yemeniat. This consists
of five parts. The first is the inputs, which are the consumers (mentors and mentees), the
administration and staff, the programs, and the collaboration of the community, colleges, and the
high schools. Second are the activities that will correspond with the inputs. These activities
consist of supporting and reaching the common goals, helping Yemeniat navigate their culture
through mentorship, and promoting leadership and inspiration. The third part is the outputs that
are the results of the activities. This consists of creating precedents within the community and
providing support for these women. Fourthly, are the outcomes, which are a result of the outputs
coming from the activities. These outcomes are higher opportunities and fewer barriers towards
education and a supporting environment promoting self-empowerment. And lastly is the impact,
the impact over all is to increase the number of independent and educated American Yemeniat in
the community.
This logic model was created using different systems, goals, and steps that were inspired
by the different mentorship programs that were reviewed in Chapter 2. The university-high
school mentorship programs inspired the commitment to work with the local schools and having
a partnership so that outreach is more effective and thus successful. The mentorship program that
addressed specific cultural needs inspired the activities that would be created to insure that the
right form of precedents and support for Yemeniat is unlimited. And finally, all programs
inspired the idea of connecting a mentor with a mentee with the hope of providing, as stated by
Crosby, a “brain to pick, an ear to listen, and a push in the right direction.”

Figure 3:
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Chapter 4
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Summary and Recommendations
Summary
Due to the educational barriers identified by the research conducted by my partner and I,
Yemeni-American females in Kern County are in need of a program that helps address their
specific needs. These needs are based on the lack of support and precedents available in the
community that results in a lack of resources, inspiration, and motivation. Inspire, Lead, and
Mentor (ILM) will be a program that is reputable and will help facilitate access to higher
education through mentorship.
Recommendations
To ensure the success and longevity of ILM and its values, it is recommended that:
1. A strong base of support and exposure is created within the community. In order to begin
the program development stages, human capital is needed. Therefore, it is important that
not only the Yemeni community get involved, but also the general community as well.
This includes the local colleges (CSU Bakersfield, and Bakersfield College).
2. Apply for a 501(c)(3) nonprofit status through filing Form 1023, Application for
Recognition of Exemption, through the Internal Revenue Service (IRS).
3. Develop funding prospects, and apply for grants to help start and sustain the program.
4. Create fundraising events that can promote the program within the community as well as
produce funds that can help go towards some of the needs of the program.
5. After the success of the program, a similar program should be created and implemented
to help the distinct needs of Yemeni-American males who face different adversities in
their pursuance of education due to cultural barriers and cultural gender roles.

Appendix A
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ILM’s Bylaws
Article I. Name
The name of this program shall be Inspire, Lead, and Mentor (ILM).
Article II. Mission Statement
ILM is a support organization empowering Yemeni-American females through
inspiration, mentorship, and leadership that will aid in their pursuance of a higher education.
Article III. Governing Board
The Governing Board s will uphold the mission of the organization by managing the
organization with passion, understanding, and tenacity. They will need to be able to understand
and respect the special cultural needs of the Yemeni community and be sensitive to the cultural
traditions. Additionally, the board will need to maintain the highest level of confidentiality of the
participants and their stories. This confidentiality maintenance will be withheld within all levels
of ILM.
Section I: Members
•

There will be 6 Governing Board members at minimum, 10 at maximum.

Section II: Responsibilities
•

Recruit, train, and evaluate executive administrator

•

Create annual schedule of meetings.

•

Provide direction

•

Establish policies and governance system

•

Fiduciary obligation to protect the organization and all of its assets.

•

Establish a fiscal budget and policy

•
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In case of an emergency, only the board chair is authorized to speak on behalf of the
organization to the media.

Section III: Composition with Term limits
1. Governing Board Member (4 years)
2. Financial/Accounting Member (3 years)
3. Public Relations Member (2 years)
4. Fund Raising/ Creative Director Member (2 years)
5. Personnel Management Member (3 years)
6. Legal Matters Member (4 years)
Section IV: Term Limits
•

Members have the ability to rerun for second term

•

Maximum of 6 years total

Section V: Attendance
•

Board meetings require mandatory attendance.

•

Voluntary resignation will be considered if more than 4 unexcused absences in one year
occur.

Section VI: Board Manual
A board manual will be created to guide members on their responsibilities and duties if
ever questioned. The manual will include the following:
1. Articles of Incorporation
2. Bylaws
3. List of committees and members
4. List of the executive administrator and staff

5. Roles and responsibilities of board members
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6. Previous fiscal year budgets
7. Meeting minutes of previous years
8. Annual report from previous year
Section VI: Recruitment
•

A recruitment committee is created to evaluate new and reelected candidates.

•

After a candidate is recruited he or she is given a board manual to understand what is
expected before they make their decision.

•

After 10 days the recruited member will have the decision to either accept or deny their
new position.

•

If they accept their position they will be taken in for orientation where they can acquaint
themselves more to the organization and roles and responsibilities of their position.

Section VII: Evaluation and Dismissal
•

Evaluations will be conducted once a year for each board member. The president has the
ultimate decision on responding to these evaluations. If poor evaluation is portrayed then
dismissal action may be taken.

Section VIII: Committees
1. Executive
2. Programs
3. Finance
4. Fundraising
5. Planning
Section IX: Officers

1. President
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2. Vice President
3. Secretary
4. Treasure
Article IV. Members
Section I: Mentors
•

Eligibility: Target: American Yemeniah student currently enrolled in an accredited
higher education institution interested in supporting the purpose of this program.

Section II: Mentees
•

Eligibility: Target: Any female Yemeniah interested in pursuing higher education. ILM
also embraces and respects women of all diversities and will do its best to provide them
with support towards their educational ambitions.

Article V. Officers
Section I: Executive Administrator
•

The Executive Administrator shall supervise all staff meetings.

•

The Executive Administrator shall oversee all programs and events.

•

The Executive Administrator shall hire and ensure the proper training of the liaison
managers and liaisons.

•

The Executive Administrator shall be responsible for all financial aspects of different
events and programs.

Section II: Liaison Manager
•

The Liaison Manager shall be responsible for managing the High school and College
Liaisons.

•
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The Liaison Manager shall be responsible for overseeing and coordinating the programs
events and conferences with the liaisons.

•

The Liaison Manager shall be responsible for managing and coordinating the meetings
between the mentors and the College Liaison and mentees and the High School Liaison.

Section IV: College Liaison
•

The College Liaison shall be responsible for outreaching and recruiting college student
mentors.

•

The College Liaison shall report to the Liaison Manager on the recruitment of mentors
and meeting schedules with mentees.

•

The College Liaison shall be responsible for documenting mentor hours and supervising
mentor/mentee relationships.

Section V: High School Liaison
•

The High School Liaison shall be responsible for outreaching and recruiting high
school/prospect student mentees.

•

The High School Liaison shall report to the Liaison Manager on the recruitment of
mentees and meeting schedules with mentors.

•

The High School Liaison shall be responsible for documenting and supervising
mentor/mentee relationships.

•

The High School Liaison shall be responsible for upholding all minor consent forms and
keep communication with and update parents of minors.

Section VI: Mentors
•

Mentors shall report to their College Liaison and the Liaison Manger.

•

Mentors shall arrange meeting with mentees with the coordination help of their
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managers.
•

Mentors shall assist mentees with different processes of applying for college, including
researching and providing answers to mentees inquiries.

•

Mentors shall assist the liaison managers before, during, and after program events and
conferences.

•

Mentors shall keep a detailed journal of their mentor/mentee relationships documenting
their meetings and progress.

Article VI. Evaluation
•

Evaluations of liaisons and managers shall be conducted at the end of each school year
(June).

Appendix B
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Funding Prospect Report
This funding prospect report will list three different foundations that are considered for
application to help support this organization financially. A simple Google search of foundations
that support women in education was done, and then the different foundations that emerged were
analyzed. Foundations that will be reported on are the RGK Foundation, the W.K. Kellogg
Foundation, and Hearst Foundations.
RGK Foundation is selected as a prospect foundation because they grant funds in areas of
education. They foundation was founded in 1966 by Ronya and George Kozmetsky who wanted
to create a foundation that focused on education, community, and medicine/health. In regards to
education, their primary interests were k-12, literacy, and higher education. In 2014 over
$330,000 in grant awards were approved, with 50% of the total going towards programs and
projects promoting education.
Gregory A. Kozmetsky
Chairman, President, and Treasurer of RGK Foundation
1301 West 25th Street - Suite 300
Austin, Tx 78705-4236
(512) 474-9298 Phone (512) 474-7281 Fax
Website: http://www.rgkfoundation.org
Next, W.K Kellogg Foundation is selected as a prospect because they provide substantial
amounts of funding in areas that promote health and education to children, as well as diversity
and the abolishment of discrimination. The foundation’s mission is to “supports children,
families and communities as they strengthen and create conditions that propel vulnerable
children to achieve success as individuals and as contributors to the larger community and
society”. It receives most of its funds from the Kellogg Trust that was set up by the founder of

the cereal breakfast franchise. According to the Kellogg Foundation and Trust financial
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statements, in 2013 the foundation had $34 million dollars in gifts and trust.
La June Montgomery Tabron
President and CEO of W.K. Kellogg Foundation
1 Michigan Avenue
East Battle Creek, MI 49017
p (269) 968-1611 • f (269)968-0413
Website: http://www.wkkf.org
Lastly, the Hearst Foundation is the final prospected organization. They seek to award
organizations that address issues of culture, education, health and social services. In regards to
education, their main focus is higher education although they do fund some K-12 initiatives.
They present awards to these initiatives in hopes of ensuring “people of all backgrounds in the
United States have the opportunity to build healthy, productive and inspiring lives”. According
to their website, in 2013 the foundation awarded 281 initiatives totaling $32,580,000.
Paul “Dino” Dinovitz
Executive Director of San Francisco Hearst Foundation
90 New Montgomery Street Suite 1212
San Francisco, California 94105
Telephone: 415-908-4500 Fax: 415-348-0887
Email: hearst.sf@hearstfdn.org
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Inspire, Lead, Mentor's Program Budget for One Fiscal Year
Year 1
Totals
Revenue
Expenditures

$422,900
$422,900
Revenue

Grants
Fundraisers
Donations
Other

$322,900
$30,000
$10,000
$60,000
Total Revenues

Expenditures
Employee Salary
Executive Administrator
Liaison Manager
College Liaison
High School Liaison
Mentors ($7,200x10)
Benefits
Total Employee Salary

$422,900

$70,000
$45,000
$32,000
$32,000
$72,000
$50,000
$301,000

Programs/Events
Field Trips
Conferences
Mentor Mileages
Scholarships
Miscellaneous

$1,200
$1,500
$1,100
$10,000
$2,100

Total Program/Event Expenses

$15,900

Office Administration
Rent
Supplies
Equipment
Liability
Legal Fees
Miscellaneous

$20,000
$14,000
$50,000
$5,000
$7,000
$10,000

Total Office Administration Expenses
Total Expenditures

$106,000
$422,900

Appendix D
Institutional Review Board Authorization
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