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1.

Introduction

The Darla Moore School of Business (DMSB) has developed a structured mentoring program to
support tenure-track (TT) faculty as they progress toward tenure. The goals of this program are
to (a) Manage the large-scale influx of new faculty, (b) Guide new faculty toward successful
career development in both teaching and research. (¢) Help socialize new faculty into the norms
and values of excellence in teaching and research. (d) Shape and reinforce a culture of
excellence across the School.

This document should be treated as guidelines, not policy. In implementing these guidelines,
departments should exercise discretion over how mentors are assigned, how work is distributed
between the mentors, and the content is imparted to new faculty. Disciplines are somewhat
unique in their expectations for scholarship and instruction. Additionally, each department has a
unique constellation of capabilities and culture. Further, each new member of the faculty has
distinct capabilities and developmental needs. For these reasons, the style and substance of
mentoring should be tailored to the department and mentee. That said, as the college moves
toward a unified brand and reputation for research, mentoring across departments should reflect
shared standards of excellence in teaching and research.

Both tenure track and professional track faculty should be mentored. This document focuses on
the mentoring of tenure track faculty. Unlike tenure-track timelines, promotion for professional-
track faculty is not bound by strict deadlines. Additionally, professional track faculty have
greater flexibility in the distribution of teaching, outreach and service. Thus, the mentoring of
professional track will be tailored to meet their specific developmental and career advancement
needs. Following successful implementation of the tenure-track mentoring program, DMSB will
develop a professional-track mentoring program.

Structure

2.1. Mentor Team. Each new tenure-track faculty member will be assigned two mentors, One
senior faculty member and a relatively newly-tenured faculty member. The purpose of
having two mentors is twofold: (1) provide diverse perspectives reflecting different
contemporary experience and (2) distribute the workload of mentoring between two
individuals.

2.2. New Faculty Cohort. Faculty hired within a given year will participate in activities as a
cohort designed to build a support network for new faculty and foster interdisciplinary
collaboration. Each cohort will comprise both tenure-track and professional-track faculty.



2.3. Mentor Group. All mentors within a given year will participate as a group in a broader
community of practice. The purpose of this group is to assure, at the most general level,
consistency in practice and expectations and to share knowledge and practice to support
each other’s mentoring effort.

2.4. The length of the mentor program is up to the department chairs and mentor team to decide
but at a minimum mentoring should continue up to the tenure progress year. Mentoring
teams may change annually or remain in tact for the duration of the mentoring

3. Matching Process

Each new faculty member will be assigned a mentoring team. Mentors serve voluntarily. Selection
is overseen by the department chair with input from the department T&P Committee. To guard
against attributing non-selection to the mentee, mentees will not have input into who their mentors
are. However, the department chair may informally consult mentees about their interests, needs and
preferences. Matching will prioritize alignment in research interests, shared affinity, and
professional chemistry, to the extent possible within available mentor pools. Faculty should avoid
serving as mentors for more than one new faculty member. Cross-departmental mentors may be
assigned where appropriate.

4. Mentor Responsibilities.

4.1. It is up to the mentor team to decide how they wish to manage the process and workload
distribution (e.g., do they meet together with the mentee or separately, etc.). However,
mentors should equally share the time and effort required to mentor.

4.2. Mentors should participate in community of practice once per semester (with lunch
provided by the Dean). The first semester meeting will serve as training/sharing setting to:
(a) calibrate the group on institutional, college and department expectations and norms, (b)
establish core content, (¢) share best practices in mentoring, and (d) provide resources and
referral information for issues beyond the scope of mentoring. The year-end meeting will
serve as a sharing of best practices and lessons learned to refine future mentoring efforts.

4.3. Mentors should hold monthly meetings with the mentee to review their research pipeline
and provide coaching. The mentor team may choose to do this as a team, hold separate
meetings, or alternative monthly meetings. To the extent that mentors meet with the mentee
separately, they should periodically touch base with each to assure alignment.

4.4. Mentors should observe the mentor in at least one class session and provide feedback and
coaching. Pre-tenure faculty are required to have one peer evaluation of teaching per year
and the mentor can serve in this role. Therefore, the mentor team could choose one mentor
to do the observation or both mentors could observe a class.

4.5. Mentors should participate in departmental peer review and meet with the mentee to discuss
results. This meeting can be in addition to, or in tandem with, T&P chair meetings.
Feedback between the mentors and the chair should occur once a year.

5. Mentee Responsibilities

5.1. Mentees should adhere to the meeting and activity schedule outlined above. To make the

Mentoring Program Guidelines 2



5.2

meetings as productive as possible, mentees should be prepared to discuss progress on
research and to raise questions.

Mentees should participate in two lunch meetings per year with the new faculty cohort.
These meetings are designed to help new faculty build relationships. Additionally, mentees
should engage with cohort peers outside of scheduled meetings to foster community and
shared learning.

Program Content. Mentoring conversations and activities should address:

6.1.

6.2.

6.3.

6.4.

Teaching. Teaching conversations should include syllabus and course material review, tips
and coaching. As needed, mentors should provide referrals to additional resources (e.g.,
Center for Teaching Excellence, experienced instructors).

Research. Topics in research conversations include tenure and promotion requirements and
expectations, field-specific norms and success factors, Project management strategies,
navigating publishing, including handling revise-and-resubmits (R&Rs), collaboration
opportunities within and beyond DMSB.

Service & Professional Development including guidance on the amount and type of
professional service, internal service expectations, and strategies for balance.

Institutional Knowledge. Institutional knowledge involves curriculum processes, human
resources, policy, and procedure navigation, wellness support and referrals. The mentor’s
role here is to impart procedural knowledge and direct the mentee to institutional resources.
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