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LETTER FROM THE PROVOST 

 

Dear Colleagues, 

I am pleased to provide you with an overview of the faculty mentoring programs 
that The University of Toledo has developed to support faculty success in teaching, 
research, scholarship, creative activities, and service.   Over the last two years, we 
have implemented a number of new faculty mentoring initiatives, including a pilot 
mentoring program for all new tenure-track faculty (known as “launch 
committees”).  This year we will continue to provide faculty with opportunities to 
access a variety of mentoring programs, including workshops and other 
professional development opportunities. 

At UToledo, we believe that faculty mentoring is important for supporting faculty 
success.  Faculty excellence requires a supportive environment where every faculty 
member has the means to reach his or her full potential.  We all play a part in 
helping to create a supportive environment for faculty throughout their careers. 

In addition to our faculty mentoring programs, I am pleased to announce that this 
year we will be launching a new Faculty Mentoring Award that recognizes the hard 
work and investment of time that our faculty give to mentoring their colleagues. 

These are exciting times at The University of Toledo and investing in our faculty 
ensures a bright future for all of us.  I hope you will consider the importance of 
serving as a faculty mentor as well as requesting a mentor through one of the 
programs that are available.    This faculty mentoring handbook provides an 
overview of the various mentoring programs offered, as well as helpful resources 
based on best practices for faculty mentoring at colleges and universities across 
the nation. 

Best regards, 

 
Karen S. Bjorkman, Ph.D. 
Interim Provost and Executive Vice President for Academic Affairs 
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What is Mentoring? 

Mentoring is often cited in the higher education literature as one of the few common 
characteristics of a successful faculty career.  Definitions and practices of mentorship for 
university faculty all place value on a relational process that provides learning and development 
necessary for faculty to enhance their overall scholarship and career success.  

 
BEST PRACTICE:  FORMAL AND INFORMAL MENTORING WITH MULTIPLE MENTORS 
 
Mentoring has regularly been conceptualized as a formal, hierarchical relationship between a 
senior and junior faculty member (Zellers, Howard & Barcic, 2008).  Yet more recent concepts of 
mentoring suggest that effective faculty mentoring should involve both formal and informal 
relationships with a broad and diverse array of colleagues (De Janasz & Sullivan, 2004; Ibarra, 
1993; Kram & Isabella, 1985).  Faculty in their early careers are now encouraged to seek out 
“multiple mentors” (De Janasz & Sullivan, 2004) or a “portfolio” of mentors (Higgins & Kram, 
2001) who address a variety of career capabilities.  Mentoring networks can provide guidance 
and diverse perspectives on developing contemporary academic careers (McClurken, 2009; 
Pololi & Knight, 2005). 
 
PRINCIPLES OF FACULTY MENTORING RELATIONSHIPS 
 
With this in mind, we highlight the following important principles of faculty mentoring 
relationships: 
 
 Mentorship is a collaborative learning and development process that draws upon the 

knowledge of a variety of faculty who can provide guidance to new faculty entering the 
professoriate or to more senior faculty transitioning to new roles (Kram & Isabella, 1985). The 
mentoring relationship is a “reciprocal, supportive, and creative partnership of equals” (Mott, 
2002; Kram & Isabella, 1985).  Mentoring requires committed engagement on the part of both 
mentor and mentee. 

 
 Mentoring helps junior faculty successfully acquire key capabilities as well as develop 

professional relationships required to develop a productive career within the university and 
the profession (Zellers et al., 2008). 

 
 The traditional one-to-one mentoring relationships may be enhanced by a network of 

individuals providing guidance in aspects of professional development that may not be 
addressed with a single mentor (Kram & Isabella, 1985). Formal, assigned mentoring 
relationships and informal, mentee-initiated relationships can support different facets of 
career development. Mentoring networks are especially relevant to faculty groups 
traditionally underrepresented in the professoriate (Chesler & Chesler, 2002; De Janasz, 
Sullivan, Whiting & Biech, 2003; Pololi & Knight, 2005; Van Emmerik, 2004). 
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 Mentoring relationships should develop over time and focus on matters important for career 
success depending on the mentee’s career stage, their career goals, and the level of guidance 
required.  They may be long-term relationships that shift over time into collegial rather than 
mentoring relationships, or they may be short-term relationships focused on specific areas of 
guidance at certain career phases. 

 
 Ultimately, all colleges and departments should work to develop a sustainable culture of 

mentoring for faculty.  
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Overall Objectives of Mentoring  

 To foster academic and professional growth 

 To share knowledge about department and institution-specific standards and practices, as 
well as discipline-specific academic and career guidance 

 To offer feedback and ideas to enhance academic performance, disciplinary leadership, and 
career development 
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Benefits of Mentoring 
BENEFITS TO MENTEES 
 Increased productivity, including more publications, grants, and an increased likelihood of 

publishing in a top-tier journal  
 Knowledge of the informal and formal rules for advancement  
 Enhanced tenure and promotion prospects  
 Increased sense of support for their research   
 Enhanced teaching effectiveness  
 Higher career satisfaction  
 Further recognition and encouragement, with lower feelings of stress and isolation  
 Greater sense of fit – especially for women and faculty of color – which has been shown to be 

critical to job satisfaction and retention  
 Constructive criticism and informal feedback  
 Better balancing of teaching, research, service work and other responsibilities  
 Improved access to career development opportunities 
 Understanding departmental, college, and university culture 
 Access to important networks and enhanced visibility 
 
 
 BENEFITS TO MENTORS 
 Satisfaction in assisting the development of a colleague  
 Sense of contribution and accomplishment  
 Renewed interest in their work  
 Exposure to new ideas and different perspectives  
 Satisfaction of contributing to overall climate change  
 Promoting a network of colleagues to further an intellectual community  
 

 BENEFITS TO THE INSTITUTION 
 Increased organizational commitment  
 Higher productivity and job satisfaction 
 Better retention of faculty  
 Advancing a positive organizational climate  
 Social equity and diversity 
 Organizational learning  
 
 

 

 

 

 

 

 



 Faculty Mentoring Handbook | July 2019                                                                                                               6 

 

(References:  Corcoran & Clark, 1984; Melicher, 2000; Trower 2012; Zellers et al. 2008) 

ROLES & RESPONSIBILITIES OF MENTORS  
AND MENTEES 
 
RESPONSIBILITIES OF MENTORS 
 Initiate and maintain regular contact with mentee to establish a working relationship and to 

support mentee in their professional development 
 Meet with mentee at least 2-3 times per semester. In-person contact is preferred 
 Be open to making time for meeting with mentee, offering feedback and advice 
 Commit to being a mentor for at least two semesters, and be willing to extend the 

commitment as agreed with mentee 
 Help the mentee identify and define professional development goals  
 Assist the mentee in the completion of their goals  
 Provide the mentee with career advice 
 Assist mentee in solving work-related challenges 
 Help the mentee develop and expand their networks 
 Be an advocate for your mentee with other colleagues 
 Be transparent and willing to share your experiences, information, and social capital with 

your mentee as needed 
 Serve as a positive role model 
 Provide support and guidance, as well as positive and constructive feedback to the mentee 
 Be an active listener 
 Nurture self-sufficiency 
 Respect each other’s time and contributions 
 Maintain confidentiality of information with the mentee  
 Keep the relationship with the mentee open and professional 
 Assist in the evaluation of the program at the end of the year 
 Attend any group meetings of the Mentoring Program 
 Inform the program coordinator of any problems in the relationship with the mentee 
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(Sources:  ASTD, Boston University, Michigan State University, Northern Illinois University, University of Arizona, University of Buffalo, University of 
California San Francisco, and University of Rhode Island materials)   

ROLES & RESPONSIBILITIES OF MENTORS  

AND MENTEES 
 
RESPONSIBILITIES OF MENTEES 
 Maintain regular contact with the mentor to establish a working relationship 
 Meet with the mentor at least 2-3 times each semester. In-person contact is preferred 
 Take responsibility for setting up meetings, proposing the agenda and being prepared 
 Commit to being a mentee for at least two semesters and be willing to extend the 

commitment as agreed with the mentor 
 Identify and define professional development goals 
 Be open and willing to share your professional experiences, questions, challenges, and goals 
 Track goals, accomplishments, and successes on the Individual Development Plan (IDP) 
 Be willing to accept constructive feedback 
 Be an active listener 
 Accept ultimate responsibility for learning and development 
 Respect other’s time and contributions 
 Maintain confidentiality of information with the mentor 
 Keep relationship with the mentor open and professional 
 Assist in the evaluation of the program at the end of the year 
 Attend any group meetings of the Mentoring Program 
 Inform the program coordinator of any problems in the relationship with the mentor 
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(Sources:  ASTD, Boston University, Michigan State University, Northern Illinois University, University of Arizona, University of Buffalo, University of 
California San Francisco, and University of Rhode Island materials)   

Common Barriers to Mentoring 
 Time and availability challenges. 
 Unclear understanding of the role of mentor, lack of commitment to the relationship, a 

mismatched relationship, or a misperception of the interests of the mentee. 
 Expectations of too much and too soon. 
 Mentees failure to follow through. 
 Hesitation by mentees to express needs for fear of professional repercussions. 
 Goals that are set too high or too low. 
 As mentees grow and develop professional status, the mentor or mentee may have 

difficulty switching to a more collegial relationship. 
 Hidden agendas. 
 Mentors may give well-intentioned advice on how to get ahead, but at the expense of the 

mentee’s own research interests (e.g., advising the mentee to pursue less controversial 
and well-established research interests rather than research that challenges the status 
quo.) 
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(Sources:  Everwise, University of Arizona, and University of Rhode Island materials)  

STRUCTURE & PROCESS FOR MENTORING 
SUGGESTED AGENDAS 
The First Meeting 
 Exchange CVs ahead of the meeting 
 Get acquainted with each other:  your backgrounds, teaching & research interests, etc. 
 Discuss roles and expectations of each other as mentor and mentee 
 Establish a mutual understanding of confidentiality 
 Review career history  
 Explore mentee’s goals/strengths & weaknesses/work style 
 Discuss current questions and concerns 
 Sign letter of agreement  
 Determine the frequency of meetings and set a date/time for the next meeting 
 Discuss protocol for communication between meetings 

Meeting #2 
 Continue to establish the working relationship 
 Explore questions about current issues or challenges 
 Continue to discuss career interests, career direction and definition of career success  
 Discuss draft of the mentee’s Individual Development Plan (IDP): clearly defined 

professional development goals (short-term and long-term)  
 Identify potential action plans for the goals 
 Offer positive and constructive feedback 

 
Meeting #3 
 Discuss any situations which occurred between meetings 
 Discuss progress & obstacles toward achieving the IDP (goals & action plans for each 

goal) since the last meeting  
 Modify the IDP (goals/action plans) as needed-develop additional action steps 
 Offer positive and constructive feedback 

 
Subsequent Meetings 
 Discuss any situations which occurred between meetings 
 Discuss progress & obstacles toward achieving the IDP (goals/action plans) 
 Modify the IDP (goals/action plans) as needed-develop additional action steps 
 Offer positive and constructive feedback 
 Agree on how relationship will end at the conclusion of the mentoring period 

 
Final Meeting 
 Discuss the status of the mentee’s IDP (goals/action plans) 
 Reflect on the mentorship process 
 Discuss the positive changes that occurred for both the mentor and mentee 
 How are you going to apply and integrate what you have learned as a result of the 

mentoring relationship? 
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SUGGESTED QUESTIONS TO ASK MENTORS  
 

Getting started 

 How are the department, college, and university organized? How are decisions made? 
What aspects of the department/college/university culture would be helpful to know 
about? 

 What resources are available (e.g., professional development, travel, phone, computer 
equipment, supplies)? Is there support staff for all faculty?  

 What are the opportunities for professional development? 
 What is the expected or appropriate balance between teaching, research and service?   
 How much time do I need to spend in my office and/or lab being visible in the 

department? Is it considered acceptable to work from home? 
 Are there department/college/university events that I should be sure to attend? 
 Are there individuals (on campus or in the profession) who I should get to know?  Can you 

make those introductions?   
 What lessons learned (dos and don’ts) in your career can you share with me? 

 
Research 
 Is there help available for developing grant proposals, preparing budgets, etc.? How 

much time should I spend seeking funds? 
 What kind of publication record is considered excellent in my department and college? 

How many refereed articles do I need? In what journals? What is the perception of online 
journals? Do I need to publish a book? 

 How are book chapters in edited collections viewed?  
 How is collaborative work viewed within the department/college? Do co-authored 

articles count in my discipline? Is being first co-author considered important? Should I 
put my graduate students’ names on my papers? How is alphabetical listing of authors 
viewed? 

 Do conference and workshop papers/presentations count as research in my discipline? 
 Should I give talks within my department/college? Are colloquia arranged in my 

department/college? How do I publicize my work within the department/college? 
 What conferences should I go to? National conferences, regional conferences? How much 

travel is allowed/expected? What support is available for travel expenses? From where? 
How else can I gain the type of exposure I need for positive tenure letters? 

 How can I obtain feedback on my research projects? 
 Would it be advisable to further develop my dissertation or branch out into a new area of 

research? 
 What is the process of obtaining student support (graduate assistants, etc.)? 

 
 
 
 
 



 Faculty Mentoring Handbook | July 2019                                                                                                               11 

 
Teaching 
 What is the normal teaching profile for early-career faculty in my department/college? 
 How are independent studies viewed? 
 How do I find out what the content of a course should be? Does the department share 

syllabi, assignments, etc.? 
 If I teach undergraduate courses, are resources available for teaching assistance? Does 

the department/college take the nature of the course into consideration when analyzing 
student evaluations of teaching? 

 How does the department use student evaluations? Does the department use any other 
methods beyond student ratings to assess teaching effectiveness? 

 How is advising handled in the department? How many undergraduate advisees should I 
have? How much time should I spend advising them? What campus resources are 
available should I have questions about degree requirements? 

 How many graduate student advisees should I have? How much time and effort should I 
invest in working with graduate students? How do I identify “good” graduate students? 
How aggressive should I be in recruiting them? Do I need to find resources for them? 
What should I expect from them? How do I promote my graduate students to the rest of 
the department and profession? 

 What resources are available for students? What can/should I suggest? 
 What kinds of records should I keep on my students? 
 What am I expected to teach? Should I teach the same course, stay within a single area, or 

teach around? Should I develop a new course? An undergraduate course? A specialized 
course in my research area? 

 What resources are available at the department/college/university level to help me 
establish an excellent teaching record? 

 Are there department guidelines for grading? What is the usual frequency of midterms, 
exams, or graded assignments? 

 What documentation on teaching and advising should I retain for my annual 
reports/tenure and promotion records? 

 
Service 
 What kind of service to the department/college/university is expected of me? 
 What kind of professional outreach and community engagement is expected of me? 
 When should I begin service and outreach? How much should I take on? 
 Are there committees I should seek out as a new faculty member? Any I should turn down 

if I am asked to serve? 
 How much service to the profession or communities outside of the university is 

recommended or expected? 
 How do I develop and document an excellent record of university service, professional 

outreach and engagement? 
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Tenure and Evaluation Processes 
 What is the approximate balance between research, teaching, and service that I should 

aim for? 
 What are the formal and informal criteria for promotion and tenure? 
 How important is the annual faculty report in reappointment, tenure, and promotion 

decisions in my department/college? What sort of documentation of my achievements 
will help me succeed in these decisions? 

 What kind of record-keeping strategies can I adopt to make compiling my annual faculty 
report and/or tenure package both accurate and manageable? 

 Do I need to “read between the lines” in my annual evaluation?  Will someone tell me 
explicitly if there are specific concerns about my performance? 

 
Balancing Professional and Personal Life 
 What are the resources for meeting and socializing with other new faculty? 
 Where can I get advice/support with dual career issues, childcare, and other personal 

concerns? 
 What types of support are available to me through the campus and surrounding 

communities? 
 Where can I find advice on balancing a professional life (e.g., teaching, research, service) 

with a personal life (e.g., time for significant others, children, leisure, civic 
responsibilities)? 

 Where can I find information about the university’s HR policies? 
 
SUGGESTED ACTIVITIES TO DO WITH YOUR MENTEE 
 
Getting Started 
 Introduce your mentee to colleagues and helpful people in the department/college, so 

he/she can benefit from a variety of colleagues. 
 Show a new faculty member the physical layout and resources of the department and 

campus, as well as explain any department/college rules, customs, and practices. 
 Help your mentee find basic information on teaching, research, and administrative 

responsibilities in your department/college/university (e.g., course management system, 
forms for annual faculty review, office of grants and contracts). 

 Explain the various support systems within your college/university (e.g., learning and 
other student support services). 

 Explore professional development opportunities available to faculty. 
 Discuss your mentee’s accomplishments and what factors contributed to them. 
 Ask your mentee to analyze their current strengths and professional areas to develop 
 Assist your mentee in developing their Individual Development Plan (IDP) 
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Research 
 Discuss your mentee’s research focus. Is he/she developing a consistent theme, theory or 

model, and direction? 
 Advise on the kind of publications that are considered “first-tier” in your department and 

estimate a realistic benchmark in terms of the kinds and numbers of articles, 
monographs, or books expected. 

 Suggest appropriate journals for publication – both traditional and online, if appropriate 
– and offer feedback on the writing of research articles and conference papers. 

 Encourage participation in departmental and/or interdisciplinary research activities, such 
as informal discussions about writing projects, colloquia for ideas in progress, and 
visiting scholar presentations. 

 Introduce your mentee to departmental and/or interdisciplinary research groups to 
provide an avenue for co-authored papers and co-authored/ collaborative grant-writing 
or research projects. 

 Help your mentee identify on-campus and external resources for research, such as grant 
proposal writing workshops, summer research grants, and funds for travel to professional 
meetings. 

 
Teaching 
 Provide information to your mentee about teaching, such as sample syllabi, teaching 

exercises, technology resources, or a profile of students. 
 Discuss teaching norms such as course structures and assignments as well as 

departmental standards for fairly assessing students’ work. 
 Visit your mentee's classroom and provide constructive feedback – invite your mentee to 

observe your classes. 
 Encourage your mentee to connect with the teaching and learning center on campus, in 

particular to access feedback on teaching, workshops, teaching fellowships, and grants. 
 Discuss key student issues, such as advising, sponsoring independent study, and working 

with and supervising graduate students. 
 Discuss how to deal with student problems, such as issues of motivation, class 

management, emotional difficulties, students who are under-prepared for a course, and 
policies about cheating and academic dishonesty. 

 Encourage discussions about teaching and learning among the early-career and senior 
colleagues in your department and/or college. 

 Recommend a guidebook such as Teaching Tips (McKeachie and Svinicki, 2006). 
 
Service 
 Advise your mentee on the types and amount of service and outreach/engagement which 

are expected in the department/college. 
 Advise your mentee on how to select administrative duties and committee work that will 

support his/her research and teaching agenda (e.g., graduate student admissions and 
departmental speaker series). 

 Be aware as to whether your mentee’s service to the department/college/university or 
external organizations may be hindering his/her progress toward tenure, and share your 
concerns and suggestions with your mentee. 
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Tenure and/or Evaluation Processes 
 Help your mentee set challenging and realistic goals that align with the strategic 

direction of your department/college/university. 
 Encourage your mentee to keep an ongoing record of his/her scholarly activities in 

teaching and learning, research, service, and outreach and engagement. 
 Regularly discuss with your mentee his/her experience with the tenure process. 
 Encourage your mentee to attend department/college/university sessions on preparing 

for tenure. 
 
 
Balancing Professional and Personal Life 
 Help your mentee establish their Individual Development Plan (IDP), their short and long-

term goals, and encourage your mentee to measure their progress and success on the 
goals identified. 

 Share your experiences of setting priorities, managing time, handling stress, and 
balancing workload effectively. 

 Connect your mentee to resources or networks on-campus that might be of relevance 
and support (e.g., networks for women or underrepresented minorities). 

 Link your mentee to information and services for dual-career couples and for flexible 
employee benefits such as parental leaves, flexible time limits for tenure, and childcare. 

 Provide information and facilitate access to nonacademic resources in the area, such as 
housing, schools, child care options, as well as cultural, entertainment, and sporting 
events both on- and off-campus. 

 

 
(Sources:  ASTD, Brown University, Case Western Reserve University, Emory University, Michigan State University, University of California San 
Francisco, University of Massachusetts, University of Oregon, and University of Washington materials) 
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PROGRAM IMPLEMENTATION  

The following is a general framework for the UToledo mentoring program's implementation and 
evaluation: 
 

Fall Semester 

 Inform administrators and faculty about the program 

 Invite mentees to participate 

 Chairs identify mentors  

 Determine a process for addressing the different challenges faced by diverse faculty 

members 

 Provide orientation program for mentors and mentees  

a. Introduce the program:  timelines, meetings schedule, suggested process, roles, 

letters of agreement 

b. Discuss best practices for mentors and mentees  

Ongoing 

 Provide venues for mentors-mentee relationships to develop 

 Provide ongoing support and communication with mentors and mentees 

 Provide educational and social events for mentors and mentees  

 Determine a process for addressing difficult relationships 

 Evaluate and report outcomes to key stakeholders 

 Modify program as appropriate 

 

 

 
 
 
 
 
 
 
 
 
 
 
 



 Faculty Mentoring Handbook | July 2019                                                                                                               16 

(Adapted from Case Western Reserve University and Michigan State University materials) 

 

APPENDICES 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 Faculty Mentoring Handbook | July 2019                                                                                                               17 

UTOLEDO LAUNCH COMMITTEE 
MENTEE/MENTOR CONTRACT 
We are voluntarily entering into a mentoring relationship from which we both expect to benefit. 
We want this to be a rich, rewarding experience with most of our time together spent in 
professional development activities. To this end, we have mutually agreed upon the terms and 
conditions of our relationship as outlined in this agreement. 

OBJECTIVES 
We hope to achieve: 

1. 

2. 

3. 

4. 

To accomplish this we will: 

1. 

2. 

3. 

4. 

CONFIDENTIALITY 
Any sensitive issues that we discuss will be held in confidence.  

 

FREQUENCY OF MEETINGS 
We will attempt to meet at least____ time(s) each semester. If we cannot attend a scheduled 
meeting, we agree to notify one another in advance. 

DURATION 
We have determined that our mentoring relationship will continue as long as we both feel 
comfortable or until______________ Date 
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NO-FAULT TERMINATION 
We are committed to open and honest communication in our relationship. We will discuss and 
attempt to resolve any conflicts as they arise. If, however, one of us needs to terminate the 
relationship for any reason, we agree to abide by one another’s decision. 

 

___________________  _____ Date 

Faculty Member  

 

___________________  _____Date 

Mentor 

 

___________________  _____Date 

Mentor 

 

___________________  _____Date 

Faculty Member’s  
Department Chair   
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Faculty Mentoring – Self-Assessment 
Faculty Mentee Name___________________________ 

Department___________________________________ 

 
Please check those areas in which you might benefit from mentoring: 

(not necessarily in order of priority) 

 

Guidance about conducting research & scholarship  

Guidance about the tenure & promotion process  

Guidance about scholarly publications  

Guidance about grant writing and development  

Guidance about teaching  

Advocacy  

Guidance on managing graduate assistants  

Help finding resources  

Advice about service  

Advice on navigating UT systems  

Advice on establishing priorities and time management  

Advice on work-life issues  

Help establishing professional relationships  

Help establishing social relationships  

Help with settling in to UT  

Support and a sounding board  

Advice in establishing career goals  

Other Areas?  
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Faculty Mentoring – Self-Assessment 
 

Mentorship Goals 

What are your short-term (1 year) goals? 

 

 

What are your long-term (3-5 years) goals? 

 

 

What are your reasons for selecting your short-term goals? 

 

 

Strengths & Challenges in Meeting Goals 

What strengths do you bring in meeting your short-term goals? 

 

 

 

What challenges do you envision in meeting these goals? 

 

 

 
 

(Source:  “Faculty Mentoring – Needs Assessment,” University of Rhode Island) 
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Individual Development Plan 
Faculty Mentee Name_________________________  Department_______________________ 

Create an individual development plan (IDP) to create detailed goals for a specified period of 
time (e.g., one month, three months, one year, or several years).  This is useful so that you take a 
strategic approach to your daily and weekly activities, ensuring that progress is made in all areas 
of importance to you.   

SHORT-TERM GOALS  

What specific short-term goals (1 month, 3 months, 1 year) do you want to accomplish?   

Example Goal Statement:  Submit a grant to support my research in the area of XXX. 

Expected Outcome:  Grant submitted to NSF by the deadline. 

Example Goal Statement:  Improve my teaching by working with the University Teaching & 
Learning Center. 

Expected Outcome:  Higher overall student evaluations compared to last semester and positive 
feedback from a peer who observes my teaching.   

SHORT-TERM GOAL 1 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 

 

SHORT-TERM GOAL 2 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 
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Individual Development Plan 
SHORT-TERM GOAL 3 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 

 

SHORT-TERM GOAL 4 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 

 

SHORT-TERM GOAL 5 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 
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Individual Development Plan 
LONG-TERM GOALS  

What specific long-term goals (3-5 years) do you want to accomplish?   

LONG-TERM GOAL 1 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 

 

LONG-TERM GOAL 2 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 

 

LONG-TERM GOAL 3 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 
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Individual Development Plan 
 

Long-Term Goal 4 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 

 

Long-Term Goal 5 
 
Expected Outcome(s) 
 
Action Plan (specific action steps you need to take to achieve the goal) 
1) 
2) 
3) 
4) 
5) 
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(Sources:  University of Arizona, University of California San Francisco, and University of Washington Tacoma materials) 

Mentoring Evaluation Form for Mentees 
Please provide information and insight regarding the mentoring program you have participated 
in by indicating a rating value for the following questions related to the year’s activities and the 
nature of the mentoring process.  
 
Mentee’s Name____________________________________ 
  
Year of Mentoring________ 
 

 
Questions 

Strongly 
Disagree 

Disagree Agree Strongly 
Agree 

N/A 

My mentor was easy to approach 
and talk with 

     

My mentor demonstrated an 
interest in my career development 

     

My mentor and I met regularly and 
was available when I needed them 

     

I regularly received feedback and 
constructive criticism 

     

My mentor connected me to other 
individuals who could help me  

     

My mentor exhibited integrity and 
confidentiality 

     

My mentor held me to a high 
standard 

     

My mentor offered helpful advice to 
me with respect to my goals and 
action plans 

     

My mentor offered encouragement 
to me with respect to my goals 

     

My mentor offered helpful advice to 
me with respect to challenges I may 
have faced 

     

I feel more certain of my career 
path as a result of having a mentor. 

     

Overall, the mentoring was 
beneficial to me. 
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Mentoring Evaluation Form for Mentees 
 
Additional Questions 
 

1) How often did you meet with your mentor? 
 
 

2) What activities/goals did your mentor assist you with? 
 
 
 
 

3) What did you gain from your involvement in the program? 
 
 
 
 

4) What (if anything) are you doing differently as a result of your mentoring experience? 
 
 
 
 

5) How could the program be improved? 
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(Sources:  ASTD Press, 2011 and University of Buffalo material) 

 

Mentoring Evaluation Form for Mentors 
 
Please provide information and insight regarding the mentoring program you have participated 
in by indicating a rating value for the following questions related to the year’s activities and the 
nature of the mentoring process.  
 
Mentor Name____________________________________ 
 
Year of Mentoring________ 
 

 
Questions 

Strongly 
Disagree 

Disagree Agree Strongly 
Agree 

N/A 

My mentee was open to the 
mentoring process  

     

My mentee and I met regularly       
I regularly offered feedback and 
constructive criticism  

     

I involved my mentee in networking 
or connected them to professionals 
who could help in other 
development areas 

     

My mentee exhibited integrity and 
confidentiality  

     

I offered helpful advice to the 
mentee with respect to their goals 
and action plans  

     

I offered encouragement to the 
mentee with respect to their goals  

     

I offered  helpful advice to the 
mentee with respect to the 
challenges they may have faced 

     

My mentee was motivated 
throughout the mentoring process  

     

My mentee was prepared for our 
meetings 

     

Overall, I believe that the mentoring 
was beneficial  
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Mentoring Evaluation Form for Mentors 
Additional Questions 
 

1) How often did you meet with your mentee? 
 
 

2) What activities/goals did you assist your mentee with? 
 
 
 
 

3) What did you gain from your involvement in the program? 
 
 
 
 

4) What (if anything) are you doing differently as a result of your mentoring experience? 
 
 
 
 

5) How could the program be improved? 
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(Sources:  ASTD Press, 2011 and University of Buffalo material) 

Resource List 
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Additional Web References and Resources 
 
https://diversity.arizona.edu/mentoring-resources 
 
http://live-uarizona-diversity.pantheon.arizona.edu/sites/default/files/mentoring_handbook.pdf 
 
https://www.bu.edu/sph/faculty-staff/faculty-handbook/resources-for-faculty-development-and-
advancement/faculty-mentoring-program/ 
 
https://www.brown.edu/research/projects/advance/sites/brown.edu.research.projects.advance/file
s/uploads/mentoring_guide.pdf 
 
http://www.buffalo.edu/provost/admin-units/faculty-affairs/mentoring/forms.html 
 
https://case.edu/facultydevelopment/career/mentoring-mentor-fellows-program 
 
https://provost.columbia.edu/sites/default/files/content/MentoringBestPractices.pdf 
 
http://medicine.emory.edu/documents/mentoring-toolkit.pdf 
 
https://www.geteverwise.com/eBooks/Mentoring-That-Works/ 
 
https://www.hanoverresearch.com/media/Faculty-Mentoring-Models-and-Effectives-Practices-
Hanover-Research.pdf 
 
https://facultyresources.fas.harvard.edu/files/facultyresources/files/mentoring_guide_to_departm
ents_2016_10_18.pdf 
 
https://www.adapp-advance.msu.edu/files_adapp-advance/publication/MENTOR-TOOLKIT.pdf 
 
https://www.northern.edu/new-faculty-mentoring-program 
 
https://www.niu.edu/facdev/services/newfacmentoring.shtml 
 
https://www.td.org/td-at-work/tools-for-effective-mentoring-programs 
 
https://academicaffairs.ucsf.edu/ccfl/media/UCSF_Faculty_Mentoring_Program_Toolkit.pdf 
 
http://www.uky.edu/ofa/faculty-mentoring-resources 



 
 
 

 Faculty Mentoring Handbook | July 2019                                                                                                               31 

 
https://www.umass.edu/tefd/mutual-mentoring-resources 
 
https://www.provost.umich.edu/faculty/faculty_mentoring_study/ideas.html 
 
https://inclusion.uoregon.edu/external-mentor-program 
 
https://web.uri.edu/worklife/professional/mentoring/ 
 
https://www.uscupstate.edu/faculty-staff/faculty-tool-kit/faculty-mentoring-program/ 
 
www.artsandscience.utoronto.ca/info4faculty/mentoring.html. 
 
https://www.washington.edu/medicine/pediatrics/pednet/mentoring 
 


