NAVIGATING THROUGH ACADEMIC CAREER PATHS:
A MENTORING CONTINUUM
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REFLECTIONS ABOUT MENTORING RELATIONSHIPS'

Part 1.

Think about a current or recent mentoring relationship you have had which centers on your academic or
professional work. Viewing the relationship either from your perspective as a mentor or the person being
mentored, use the questions below to prompt your thinking about the character and qualities of that spe-
cific relationship.

How did the relationship get established? Who initiated it?

What do you hope the other person “gets” from the relationship?

What is the hardest part of the relationship for you?

What do you “get” out of the relationship?

How do you know when the relationship is working or not?

What would you change about the relationship if you could?

How and what point did you or would you end the relationship?

What are the most positive aspects and qualities of the relationship?

What are the most problematic or difficult aspects of the relationship?

! Adopted from Report of University of Minnesota Commission of Women, Mentoring for the 1990°s and
Beyond: New Perspectives on an Old Way to Move Ahead, 1996



Part 2.

Think about a current or recent mentoring relationship you have had which centers on your academic or
professional work. Viewing the relationship either from your perspective as a mentor or the person being
mentored, use the questions below to prompt your thinking about the possible mentoring activities.
Please list two or three mentoring activities that were “successful”.

What mentoring purposes will be served by these activities?

What specific information and knowledge needs to be conveyed in conjunction with these activi-
ties?

How will you know that these activities are working well from the perspectives of mentor and men-
tee?

Part 3.

List specific characteristics or qualities that foster effective mentoring.

List specific characteristics or qualities that hinder effective mentoring and are likely to create
stress, conflicts, tensions, or worse.

2 Adopted from Report of University of Minnesota Commission of Women, Mentoring for the 1990°s and
Beyond: New Perspectives on an Old Way to Move Ahead, 1996



SCENERIO A

Consider a mentee with the following characteristics:

Gender: Female

Country: Not USA

Family: Single parent

Teaching: No experience on teaching with full responsibility

Research: No refereed research outcome, thesis advisor dependent

Service: No professional and institutional service experience

BEGINNING: EXPECTATIONS

How should the mentoring relationship be established? Who should initiate it?

What do you hope the mentee “gets” from the relationship?

What will the hardest part of the relationship be for you?

What do you hope to “get” out of this relationship?

How would you know when the relationship is working or not?

How and what point would you end the relationship?

ACTIVITIES & OUTCOME
What are the anticipated positive aspects and qualities of this relationship?

What are the anticipated problematic or difficult aspects of this relationship?




Please list two or three mentoring activities for this case

What mentoring purposes will these activities serve?

What specific information and knowledge needs to be conveyed in conjunction with these activi-
ties?

How will you know that these activities are working well from the perspectives of the mentee?

CHARACTERISTICS OF THE MENTOR

List specific characteristics or qualities that may foster effective mentoring for this case.

List specific characteristics or qualities that may hinder effective mentoring and are likely to create
stress, conflicts, tensions, or worse in this case.




SCENERIO B

Consider a mentee with the following characteristics:

Gender: Any

Country: USA

Family: Single

Teaching: No experience on teaching with full responsibility

Research: Some refereed research outcome, evidence of independent research
Service: Some professional but no institutional service experience

BEGINNING: EXPECTATIONS

How should the mentoring relationship be established? Who should initiate it?

What do you hope the mentee “gets” from the relationship?

What will the hardest part of the relationship be for you?

What do you hope to “get” out of this relationship?

How would you know when the relationship is working or not?

How and what point would you end the relationship?

ACTIVITIES & OUTCOME
What are the anticipated positive aspects and qualities of this relationship?

What are the anticipated problematic or difficult aspects of this relationship?




Please list two or three mentoring activities for this case

What mentoring purposes will these activities serve?

What specific information and knowledge needs to be conveyed in conjunction with these activi-
ties?

How will you know that these activities are working well from the perspectives of the mentee?

CHARACTERISTICS OF THE MENTOR

List specific characteristics or qualities that may foster effective mentoring for this case.

List specific characteristics or qualities that may hinder effective mentoring and are likely to create
stress, conflicts, tensions, or worse in this case.




SCENERIO C

Consider a mentee with the following characteristics:

Gender: Any

Country: USA

Family: Single parent

Academic Rank: Associate Professor

Teaching: Distinguished teaching record

Research: Low scholarly work activity

Service: Low professional and institutional service activity

BEGINNING: EXPECTATIONS

How should the mentoring relationship be established? Who should initiate it?

What do you hope the mentee “gets” from the relationship?

What will the hardest part of the relationship be for you?

What do you hope to “get” out of this relationship?

How would you know when the relationship is working or not?

How and what point would you end the relationship?

ACTIVITIES & OUTCOME
What are the anticipated positive aspects and qualities of this relationship?

What are the anticipated problematic or difficult aspects of this relationship?




Please list two or three mentoring activities for this case

What mentoring purposes will these activities serve?

What specific information and knowledge needs to be conveyed in conjunction with these activi-
ties?

How will you know that these activities are working well from the perspectives of the mentee?

CHARACTERISTICS OF THE MENTOR

List specific characteristics or qualities that may foster effective mentoring for this case.

List specific characteristics or qualities that may hinder effective mentoring and are likely to create
stress, conflicts, tensions, or worse in this case.




ISSUES RELATED WITH THE MENTORING

Here are some issues that may come out during the mentoring process:
* Problem of overemphasis on teaching and ignoring research. lts impact on tenure and promotion.
* Problem of overemphasis on research and ignoring teaching. Its impact on tenure and promotion.
* Peer mentoring versus senior-junior mentoring
* Classroom visits: Is it meaningful and/or sufficient?
* Constant integration and collaboration
e Sharing resources and knowledge: Collaboration versus competition
* Characteristics of mentor: Is there one optimal or depends on mentees’ characteristics?
* Characteristics of mentee: What are the different “types” of mentees?
* Impact on tenure and promotion
¢  What are the “messages” that mentor need to deliver?
o Student acceptance, fondness, appreciation
o Being easy vs. being tough
o Being supportive, critical, etc
e Mutual benefits for mentor and mentee: What are they?
* Same discipline vs. different discipline: Benefits and challenges
* How does mentoring fit with general faculty characteristics at various stages?
* What are the general objectives in mentoring? Best for institution or best for the mentee?
* How to relate being mentor and being promoter?
* Role of the mentor in tenure and promotion committees?
e Academic mentor vs. teaching, research, service mentors
* Conflict of interests in mentoring
* Specialized mentoring: Technology, service learning, grant writing etc
Please add any other questions that are not listed above




ISSUES FOR DIFFERENT LEVELS OF ACADEMIC LIFE

INITIAL YEARS

- Over enrichment (numerous opportunities and time management; saddling up the horse and riding off
in all directions)

- “Perfect Professor,” self-expectations and reality (Is it possible for me to be the “perfect” professor?)

- “Perfect Discipline,” expectations of new faculty for discipline colleagues (What can we realistically
expect from our colleagues?)

- Securing Power, establishing a voice in the discipline, e.g. in curricular planning (i.e., how to make
changes)

- Networking Within / Without, developing supportive links both on and off campus

- Research Identity / Voice, developing a research identity in a field and a preferred and/or distinctive
method of research

- Publication, successes and challenges, the issue of resilience

- Work and Family (the balance between work and family — with or without children --, and or/between
work and other important interests)

Please add any other issue for initial years

MID YEARS

- Middle Age Memory, discrepancies over time regarding student preparation for college, loss of stan-
dards, etc. These are not the same students | once taught! Plowing with the horses you've got, or re-
forming pre-college education?

- Sharing Power, sharing decisions with younger and older faculty

- Change, dealing with considerable changes in the canon over 10-15 years (theory changes, content
of field changes; practices in teaching change); issues of redirection and flexibility

- Outreach, work for the larger academic community, journaling; application of work

- Work Recognition (feeling unappreciated)

- Work and Family (possibly here with teenagers)

Please add any other issue for mid years

LATER YEARS

- Priorities for Remaining On-salary Years (short term and long term in teaching, research, service)

- Mentoring, Graceful Use of Power, Advising in disciplinary matters

- Legacy (assessment of contributions, enjoyment of accomplishments, historical statement)

- Loneliness in Later Years (loss of audience, colleagues moving on; development of new relationships
with younger faculty)

- Opportunities of Retirement (transition to more less-structured time, possible part-time teaching, re-
search, service work; speaking engagements, continuing education offerings; complete change: new
career options, avocations)

- Work and Family (possible care for aging parents)

Please add any other issue for later years




