
New Faculty Mentoring Partners 2009-2010
 
First Friday Faculty Social on September 11 

Relax after completing the first week of classes and socialize with the rest of the Gustavus faculty.  The social will be held at Alumni Hall from 4 to 6 p.m.
Regular Conversations (every 2-3 weeks)

Past mentors and new faculty members have found that setting a regular time to get together for breakfast, lunch, or coffee has been an easy way to develop a relationship that in the end benefits both participants.  The Kendall Center will coordinate schedules and send reminder emails to both the mentor and mentee, and fund these conversations.

Special Funding

If you have an idea for a special mentoring outing or activity, such as dinner before a Gustavus theater performance or occasional conversations on or off campus, the Kendall Center has modest funds to help defray the costs.  Please talk with the Kendall Center Director, Barbara Fister.
Orientation Sessions: About every two weeks, the Kendall Center hosts an hour-long lunch session for all first-year faculty on a variety of important topics.  Issues this year will include advising students, leading class discussions, cultivating departmental relationships, and administering course evaluations.  For more information, please contact the Kendall Center.

For more information, please contact the Kendall Center or visit the website at http://gustavus.edu/kendallcenter/.
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Introduction 


One of the best ways to help new faculty members establish themselves at Gustavus and do their best work is to provide them with a connection to a tenured member of the faculty who already has made an important contribution to the College.  The New Faculty Mentoring Partners Program is designed to provide an institutional and personal commitment to new tenure-track or continuing appointment faculty members as they transition to participation in the culture of Gustavus Adolphus College. 
Mentoring is the process in which one person, usually of superior rank and outstanding achievement, guides the development of an entry-level individual, seen as the protégé or the mentee.  The role is intended to be dynamic and interactive, thereby making the success of the relationship dependent on constructing meaningful dialogues and designing tangible actions. 

In higher education, new faculty mentoring

 programs provide the opportunity to share
 pertinent and valuable information, including 
resources, assistance and support, and 
cross-disciplinary collaboration and discussion.

Whether it is academe itself that is new, or simply Gustavus Adolphus College, assistance from a well-respected mentor can be an invaluable supplement to the guidance from departmental colleagues. Our mentoring program seeks to provide and foster dialogue in a relationship where more experienced faculty members choose the opportunity to assist first and second year faculty in adjusting to the various roles embedded in being a college professor (teacher, advisor, department member, scholar), in creating a professional development schedule, in successfully adapting to this liberal arts environment, 

Potential Barriers to Mentoring  
• Unclear understanding of the role of mentor, lack of 

  commitment to the relationship, a mismatched 

  relationship, or a misperception of the particular or 

  multiple needs of the mentee. 
• Hesitation by mentees to express needs for fear of 

  professional repercussions. 
• New faculty may be unaware of the limits and boundaries 

  of a mentoring relationship.
• Dynamics of overdependence or competition may lead to   

  unbalanced mentoring relationships.
• Mentors may give well-intentioned advice on how to get 

  ahead, but at the expense of the mentee’s own interests. 

Changing Mentors

We do our best in pairing mentors with mentees, but we realize that commitments may change or the relationship may not be mutually fulfilling for either the mentor or mentee.  Should this type of situation arise, please contact the director of the Kendall Center; changes can and should be made without prejudice or fault.  The new faculty member, in any case, should be encouraged to seek out additional mentors as the need arises.

We encourage you to let us know how the mentoring partnership is working and we are eager to hear your ideas for enhancing this vital program of the Kendall Center for Engaged Learning.


Benefits of Mentoring

For the mentor:
· satisfaction in assisting in the development of a colleague

· ideas for and feedback about the mentor’s own teaching/scholarship

· a network of colleagues who have passed through the program

· retention of excellent faculty colleagues

· enhancement of department quality

For the new faculty member: 

· individual recognition and encouragement 

· constructive criticism and informal feedback 

· advice on balancing teaching, research, committee 


work and other responsibilities  

· knowledge of the informal and formal rules for 


advancement 

· knowledge of the procedures of the College 

· advice on scholarship/teaching

· collegial support

For the institution: 

· increased commitment, productivity and satisfaction 


of new faculty 

· retention of new faculty 

· encouragement of cooperation and cohesiveness 


for those involved in the program  

and in understanding the ethos of the College and community.

Mentors and mentees are matched by the director of the John S. Kendall Center for Engaged Learning, in consultation with the academic dean who oversees hiring.  New faculty are always paired with mentors outside of their department.

Why the Mentoring Partners Program is important:
It creates a venue of both mentor and mentee to participate in informal conversations on a regular basis;

It enables new faculty members to begin their relationship to the College with a sense of purpose and direction;

It gives the new faculty member greater perspective of the “whole picture” of the College;

It creates an opportunity for new faculty to become integrated into the College community, rather than just the individual’s department;

It gives the mentor a role that is useful and needed, and provides mentors an opportunity to make a unique contribution;

It helps both the mentor and mentee take a closer look at her/his own teaching, service commitments, and scholarly goals.

Responsibilities
New faculty and their mentors both share responsibility for ensuring high quality mentoring relationships; however, each has some specific responsibilities:

The Mentor

The most important responsibility of a good mentor is to help the new faculty member acclimate to Gustavus. Although the role of mentor is an informal one, it is challenging and requires dedication and time. A good relationship with a supportive, active mentor has been shown to contribute significantly to a new faculty member’s career development and satisfaction.

The mentor should make the initial contact with the new faculty member and then meet with the new faculty member on a regular basis.  The mentor should provide informal advice on aspects of teaching, scholarly work; internal funding sources, campus politics, and committee work or are able to direct the new faculty member to the appropriate individuals or offices. Often the greatest assistance a mentor can provide is simply the identification of which staff, program, or office one should approach for specific questions or concerns.  There is no evaluation or assessment of the new faculty member by the mentor, only supportive guidance and constructive feedback.  

The New Faculty Member

The new faculty member should raise questions or issues for conversation, and use the mentor’s perspectives to learn about the College and community.  Mentees should keep their mentors informed of any problems or concerns as they arise.  Eventually, we hope the mentee feels
comfortable initiating conversation with her/his mentor.

~ Ask questions that are challenging in a friendly way and 
questions that help mentees talk about what is important to them.

~ Freely share learning experiences with each other and discuss what decisions and actions are most appropriate for faculty members. 

~ Experiment with the process and the venue. Meetings with your mentee can include alternatives to meeting in your office. Consider going for a walk together in the Arboretum, sharing lunch, meeting at the Courtyard Café, River Rock, or Waldo’s, or attending a special event together, such as a Faculty Shop Talk, a campus speaker or event, or Teachers Talking.

~ Ask mentees about their impressions of meetings and what action or conversation to focus on the next time to make the next meeting as good or better. 

Goals for the Mentoring Relationship 

Familiarization--introduce the campus and its environment, including the Gustavus system of shared governance. 

Networking--introduction to colleagues, identification of other possible mentors.

Developing awareness--help new faculty understand policies and procedures that are relevant to the new faculty member’s work.

Feedback--constructive criticism and encouragement, compliments on achievements.

Helping to sort out priorities--budgeting time, balancing research, teaching, and service.


Guidelines

~ The mentor and mentee should treat all dealings and discussions in confidence. Maintain and respect privacy, honesty and integrity. Approach your relationship with the attitude, "what is said in this room stays in this room."   Violating these values can negatively impact on the mentoring relationship.  Make these boundaries very clear at the beginning of the mentoring relationship. 

~Mentors should arrange for the first and subsequent meetings with their mentee; schedule at least one meeting every two to three weeks.  Review potential questions that a new faculty member may have ahead of time.

~ Mentors should recognize and evaluate what they can offer to the mentee.  Acknowledge strengths and weaknesses. Set a clear structure for the relationship at the beginning.  Discuss expectations.  Discuss time commitments. Renegotiate these time commitments as needed.

~ Mentors should clarify expectations about the extent to which they will offer personal as well as professional guidance. Be sure to give constructive criticism as well as praise.  Give suggestions for improvement privately. 

~ Compliment your mentees’ and mentors’ accomplishments when appropriate to other colleagues. 

~ Mentors should consider including mentees in informal activities or campus events when possible and appropriate. 

~ Mentors should know campus resources and where to direct their mentee for questions they cannot answer. 

~ Listen and ask questions; these are two essential skills for successful mentoring. In-depth listening includes: suspending judgment, listening for understanding and providing an accepting and supportive atmosphere. 
Some Topics for Conversation

· Teaching, including composition of course syllabi or assignments, and course evaluations

· Pedagogy, including suggestions or demonstrations of effective teaching approaches

· Service commitments, including faculty governance

· Student advising, including working with difficult students; best practices in mentoring students 

· Departmental citizenship Issues, including working with colleagues and chairs

· Curriculum, including discussion of general education, Curriculum II, writing-intensive courses, and special programs such as the First Term Seminar

· Campus/faculty procedures, including annual reviews and committee responsibilities

· Research, scholarship, and creative activities, including on-campus grant opportunities

· Life balance Issues, including sustaining scholarly work and family time

· Community participation, such as attendance at Faculty Shop Talks, Teachers Talking, or campus lectures, performances, concerts, or other events
· Recreational activities in the St. Peter and Mankato areas, Minneapolis/St. Paul, and/or the upper Midwest
Suggestions for the first few conversations

Each first year faculty member comes to Gustavus with unique successes and challenges, with individual concerns and commitments, 

and these may be both professional and personal.

· You may have a new faculty mentee with very little teaching experience, or a belief that his/her teaching requires no additional development. 

·  You may have a new faculty mentee who has a clear scholarly trajectory, or you may have one who has difficulty in letting go of an article or grant application. 

·  You may have a new faculty mentee who says “no” too often when asked to assist in service, and one who cannot say “no” at all.  

· And then there are the personal issues--about spouses or partners, children, parents--and the interpersonal ones--a new faculty mentee who might be talkative, lively, shy, or reserved.

What this means is that the first few conversations are vital points for listening, for asking them to talk about their successes and challenges, concerns and commitments—and to share your own as a means to develop a comfortable environment.  Although the Mentoring Partners Program does not exist in order to “coach” new faculty for the tenure process, it may be helpful to work the three areas—teaching, scholarship, and service—into conversations to help new faculty see how they fit together.

· Ask them to talk about their teaching experiences, the ways they teach their classes, the best teachers they had, and the worst; maybe even ask about how they decide what pedagogy to use, what texts to teach, and how comfortable they feel evaluating students’ work.

· Ask them to talk about their scholarship, both past and what they’re currently working on if they are beyond the dissertation; maybe even ask about hoped-for timelines for publishing, when the conferences are in the academic year in their discipline, maybe even what research or scholarship looks like in their discipline. 

· Ask them to talk about how (if?) they balance their scholarly lives with their teaching lives, and both of these with their personal lives.

· Ask them to talk about their understanding of departmental and campus-wide committee and/or service work, and the areas they might be interested in, or not.

· And finally, don’t be afraid to challenge new faculty in their thinking by offering your perspectives and experiences.
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