UW-Superior Guide for Mentors: 
Questions new faculty & staff may be asking:

Immediate needs:
· How is my department organized? How are decisions made?  

· What kind of work can be expected from program assistants?

· What supplies and expenses are covered by the department? 

· How can I get office supplies?  How does the copier work?
Teaching:

· Does my department/team store syllabi so I can see how others have taught a course or similar courses? 
· How do I order texts from the bookstore for my classes?

· Are there guidelines for grading? 
· How am I evaluated on teaching? 

· What documents should I retain for my personnel file?  
· What resources are available for improving teaching skills? 

· How can I make certain that my teaching is evaluated beyond student evaluations?
· Will my teaching be observed? When? By whom?  

· What student services are available?
Service and Collegiality:

· How much time should I spend advising students? 

· How much committee work should I expect in my department? campus-wide? 

· How much time should I expect to spend on committee work? 

· How important is service work outside of the university? How much paper and proposal reviewing is reasonable? Review boards? Journal assistant editorships? 

· How visible must one be in the department/team? Can I work at home? 

· How should I raise concerns, issues, and problems?

Student Issues: 
· How do I identify good students and problem students? 
· How aggressive should I be in recruiting students to the major or program?  How do I promote students/programs to the rest of the community? 

· What should I keep in files on my students? (Remember that you have to write reviews and recommendations for them.)

Review Procedures:

· How long is my appointment? When will I come up for review? What sort of review? What is the process (who, what is looked for, how will I hear about it, etc.)? 
· What are the department’s formal and informal criteria for promotion and tenure?  Who can clarify these criteria?  How does one build a tenure file?  Who sits on relevant committees?  Who can support a nomination effectively?

· How should I go about finding people to write references for me? How many will I need? From where?  International/domestic? 

· What information is important in my vitae? Should I send copies of congratulatory letters to my department chair? 

· How can I get feedback on my performance? 

Resources and research:
· What resources to support research are available to me as faculty or staff?
· What and where are the guidelines for tenure and promotion? 

· How important are grants? Where can I find intramural and extramural funding?
· Who can help me in writing proposals, grants, or budgets?

· What conferences should I attend?  Must I present to receive funding?
· How much professional travel is allowed, expected, or demanded? 

· Is it better to participate in large conferences or smaller workshops? 

· What travel funds are available?  Who should I ask about travel funds?

· How else can I gain the type of exposure necessary for good tenure letters? 
· Should I give talks at other universities/institutions/industrial sites? How often? Where? How important is this? How do I get invited to give such talks? 

· Is collaborative work encouraged or discouraged in my department/field? With other members of my department? With international colleagues? 
· What library resources are there?  How do I get the library to purchase materials? 

· How do I find out about and get nominated for fellowships, grants, and awards?
Publication 
· Where should I publish? What should I publish? How much/often? 
· What is the best way of getting feedback on a paper—to circulate pre-publication drafts widely or to show drafts to a few colleagues?

· What relative weight is given to different forms of scholarship and publication?

· Should I write/edit a book? Publish in refereed journals, edited collections?
· May a paper presented at a workshop or conference be submitted to another conference? May it be published in a journal? 
· How much change is necessary to make it a "new publication"?

· Is it worthwhile to send published reports to colleagues elsewhere? 

· Should I give talks within my department or at campus colloquia? How often? 

· How should I publicize my work within my department? 
· How important is first authorship?  How is alphabetical listing of authors viewed?
· How important is it to have some singly authored papers?  

· Should I form a research group? What sorts of activities should the group do, as opposed to me and/or an individual student? 

Personal issues:
· What policies are there for family and personal leave? Are they administered at the departmental level?  If so, how are such things handled in my department? 

· What programs/assistance does the University provide for childcare? 

· What if I get sick or my child/parent gets sick?  How will I cover my classes? 

· What kind of raise will I get? How are raises determined? When?
· What listservs should I belong to?
Phases of Mentor Relationships
	Phase
	Description

	Building Relationship
	-Mentor and mentee become acquainted and informally clarify their common interests, shared values, and professional goals

-Mentoring interaction fosters mutual interest and enthusiasm

-Mentor and mentee establish rapport & trust with each other

-Mentee imagines mentor will support him/her in a significant way

-Mentor begins to visualize mentee as coachable, enjoyable to work with, someone with potential

	Developing Common Expectations
	-Mentor and mentee communicate initial expectations and agree upon some common procedures and expectations as a starting point

-Goals and expected outcomes of the mentoring relationship are developed by the mentor and mentee together

	Developing Mentee
	-Gradually, needs are fulfilled.  Objectives are met.  Professional growth takes place.  New challenges are presented and achieved

-Both parties serve their maximum range of functions in their roles

-Expectations are reinforced or modified through discovery of the real value of the relationship

-Satisfaction and mutual exchange are at their peak

-Mutual confidence develops between the mentor and mentee

	Ending Formal Relationship
	-The relationship and functions change due to personal or organizational shifts

-There is a sense of loss, combined with excitement about new directions

-Contact frequency decreases

-Since developmental tasks have changed for both parties, the relationship either evolves a new form or dissolves

-The individuals redefine their relationship as colleagues, peers, and/or friends


Key points:
1. Clarify expectations regarding frequency of meetings, availability, and  accessibility of the mentor and mentee.
2. Clarify the kind of support needed by mentee that can be provided by the mentor and the various roles the mentor finds comfortable.

3. Anticipate, communicate, and manage the challenges inherent in these phases.

4. Know that these phases are part of the cycle, and can help both parties avoid personalizing “failures.”

5. Know that one mentor will not meet all the mentee’s needs.

6. Recognize that mentee and mentor both have developmental needs that can be met in the mentoring relationship.  But if these needs are not complementary, interaction can be frustrating.
7. Plan for ending the formal relationship and discuss it, evaluating the process and accomplishments, discussing future options (more mentoring and friendship).

8. Find time and energy, select goals/objectives, keep momentum going, and give effective feedback.
Mentor Benefits & Roles

A mentor is a trusted and experienced advisor who has a direct interest in the development and education of a less experienced colleague.  A mentor is a person who achieves a one-to-one developmental relationship with a learner, and the learner identifies her/him as having enabled personal growth.  The mentor assumes numerous roles, while contributing to a sustaining relationship of shared interests and goals.  A mentor makes a commitment to an assigned mentee to help her or him grow withing campus culture as a productive and unique member of the community.  A person can never have too many mentors.  As a faculty member, you might have several formal and informal mentors at the same time. Everyone needs mentors at every stage of career.
Qualities of a good mentor:
· considered a role model 
· committed to the mentoring process

· responds to individual circumstances

· encourages and motivates others with optimism
· creates a continuous learning environment

· has the respect of others at the University

· commits time to be a mentor

· possesses the knowledge and influence needed to be a mentor

· willing to share knowledge
· possesses good interpersonal communication skills
Mentor Benefits:
· Gain increased respect and recognition from colleagues as a role model 

· Extend your network to other mentors and mentees

· Contribute to the development of new colleagues
· Experience professional and personal growth and renewal

· Contribute improving collegiality within and across the university
Mentor Roles:
Advisor: Provide mentee with useful information about the University; offer social and emotional support during transition into the University; introduce new colleague to campus community and resources. 
Role model: Teach mentee how to succeed in the University by modeling how individuals in senior positions conduct themselves and interact with others.
Coach: Offer suggestions for accomplishing goals and provide feedback ; point out alternatives for solving work-related problems; create learning opportunities.  Help “decode” University culture; create an atmosphere for mentees to learn from their own and each other’s experiences, mistakes, and successes.
Supporter:  Encourage the participation of the mentee on committees to increase visibility; enhance the mentee’s self-esteem through supportive, nonjudgmental discussions and “pep talks.”   Help the mentee establish a professional network.
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