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AHS Faculty Mentoring Guide
New faculty members at University of Illinois are focused on successful academic careers. They come with future prospects in which they must orient themselves personally, professionally, and institutionally. During movement through the ranks of the professorship, careers evolve and individuals contribute to the department, college, and campus culture. Throughout the career evolution, new faculty have numerous opportunities to seek advice and to engage in a sustained conversation with faculty mentors. All faculty share responsibility for mentoring and accrue benefits that flow from productive relationships with new faculty. The purpose of this AHS Faculty Mentoring Guide is to provide direction regarding best practices to build successful mentoring relationships among college faculty.
Why mentoring matters

Deliberate cultivation of mentoring relationships is crucial for the success of college faculty and furthering each unit’s mission. An academic career built around research, teaching, and service is bolstered by developing strong relationships among faculty. A premise of this guide is to consider mentoring as the “fourth leg in the academic stool,” and that purposeful conversations about good judgment, priorities, and direction are essential to building a strong body of faculty (Johnson, 2016, p. 5). 
The effects of mentoring on department culture and faculty members’ careers can be substantial. Countless positive outcomes are connected with faculty mentoring programs (Bode, 1999; Boice, 1992; Johnson, 2016; Moody, 2004; Schockett & Haring-Hidore, 1985). The products of mentoring accrue to all faculty members and include:
· More effective research, teaching, and university service

· Higher rates of retention 
· Stronger commitment to an academic career

· Greater sense of ownership and commitment to one’s institution

· Stronger friendships and more extensive collegial networks

· Reduced stress and social isolation 
· Higher job satisfaction
Positive ripple effects from mentoring run throughout a university, the outcomes of which have the potential to enhance the organizational climate and institutional character for all faculty members. Mentorship may enhance any or all of these outcomes during the growth of a mentoring relationship. 

Mentoring is far greater than providing advice on the tenure process. According to Bode (1999), a mentor is “a person who serves as guide or sponsor – one who looks after, advises, protects, and takes a special interest in another’s development” (p. 119). Mentoring is not a natural set of skills for most people, rather knowledge about effective mentoring is usually acquired. 
Mentoring relationships are intended to facilitate opportunities to exchange information and allow both mentor and mentee to learn from each other. Faculty-faculty mentoring focuses on providing advice, in contrast to the substantial role that an advisor may play in providing professional direction to graduate students. Nevertheless, mentees remain accountable for their own decisions and academic success.  
Mentorship typically begins during a period referred to as orientation. During this stage, new faculty members are oriented to the particulars of the institution and unit in which they work. Activities surrounding orientation usually last between two to three years after a new employee enters an organization.  Most universities have their own institutional culture, including specific expectations and norms for faculty, and facilitating adjustment to this new culture is part of orientation. Although the mentorship period lasts beyond orientation, it is particularly important during this period to strongly orient new faculty to their environment. As part of this orientation process, AHS will host periodic junior faculty seminars. The AHS Teaching Academy also addresses an array of topics relevant to developing a successful academic career at the University of Illinois.
Best Practices
1. Newly hired faculty members are paired with a department mentor within one month of their start date. Department heads are in positions to understand the needs of new faculty members and match new faculty with a departmental mentor. Faculty members, including Emeritus, have talents and life experiences that will match with new faculty members.  
2. Re-visiting the assignment of mentoring relationships, at least once per year, is recommended. As careers evolve, mentees encounter various situations that pose specific questions, and they benefit from an expanding set of conversations that may require a mentorship change. Likewise, specific mentoring pairs may not function efficiently. Mentees, mentors, and department heads should have periodic conversations related to the effectiveness of mentoring relationships, identifying needs for an additional mentor or changes in mentor-mentee relationships. Department heads may consider the first-year assignment of mentee-mentor pairs as temporary assignments which can be evaluated at the end of the year. 
3. Diversity issues should be considered throughout the mentoring process. More specifically, diversity is important in the selection of a department mentor and in facilitating contacts across campus that may be supportive to mentees.
4. Like other service activities or advising of graduate students, mentorship requires a systematic effort and may be considered as part of annual faculty evaluations. Both mentor and mentee should include information related to their mentoring activities within their annual reports.
5. A good starting point for mentoring relationships is to discuss future research expectations. The mentor and mentee may draft a plan of action outlining short- and long-term scholarship goals. This plan could be developed in consultation with a mentor and revised periodically. A plan of action functions as a working document to help guide mentoring discussions.

6. The frequency of meetings between mentors and mentees depends on the needs and nature of each relationship. It is advised to meet regularly, such as once per month during the first year, and as needed thereafter.

7. AHS hosts periodic seminars for junior faculty on topics related to teaching, research, and service through the AHS Teaching Academy. In addition, periodic seminars aimed to improve mentoring skills and other topics that can strengthen and support mentoring relationships are provided for all faculty.  
8. Both mentors and mentees may have reasons to take the initiative to arrange meetings with each other and to be proactive in directing the topics for discussion. 

9. Although Department Heads typically assign formal mentoring relationships, faculty may seek advice from other faculty members. New faculty members are encouraged to seek support from informal mentors at the University of Illinois or other institutions. Whether or not assigned as a mentor, all faculty members have responsibilities to build relationships with new faculty. 
10. Meetings between mentor and mentee can be formal and informal, sometimes with specific points to cover. Meetings in one’s office, coffee shops, or over lunch provide different venues that allow relationships to expand and may include other colleagues.
Topics for conversations between mentors and mentees include:

· Annual plan of work

· Facilitation of contacts with scholars and enhancing a mentee’s research network, including introductions to some rising influential scholars in the field

· Graduate student issues

· Development of research identity regarding grant submissions and manuscript preparation

· Discipline-specific points regarding building leadership within one’s research identity

· Facilitation of positive inter-personal relationships in department

· Socialization into department and campus culture

· Annual faculty report, and promotion and tenure documents

· Balance between teaching, research, and service

· Balance between job, family, personal, and other activities
· Career coaching

· Teaching, lecture delivery, syllabi construction, student conduct, grading, etc.
· Social support 

· Stress management 

· Time management 
Sharing Information about Mentoring 
These best practices are suggested for departments to adapt in contexts of their own mentoring policies. Each department has its own culture and may choose to implement their mentoring program in distinct ways. AHS faculty and department heads share information with each other about effective mentoring and strategies they find useful.  The Associate Dean of Faculty Affairs will stimulate conversations about faculty mentoring, ways to improve mentoring relationships, and various approaches to implement the above best practices.
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