LIBRARY FACULTY MENTORING PROGRAM GUIDELINES

As required by the campus Appointment, Promotion and Tenure (APT) policy and the Senate Task Force Report, all library faculty without permanent status must be assigned mentors. The primary purpose of the University of Maryland Libraries Faculty Mentoring Program is to provide the maximum opportunity for a faculty member to achieve his or her potential. Collateral to the primary purpose, the mentoring process also serves to:

1. Provide library faculty with mentoring to foster individual growth and improvement within their current positions and also towards their career.

2. Monitor and guide progress toward promotion and permanent status.

3. Identify training and development needs of library faculty and meet those needs through the Learning Curriculum and other opportunities.

4. Demonstrate the University of Maryland Libraries’ commitment to hiring and retaining faculty members who grow in their professional knowledge and skills.

5. Place the Libraries in compliance with policies and procedures promulgated by the University System Board of Regents, the University Senate, and the Libraries Plan of Organization.

Any reference to mentoring herein pertains to a process in support of developmental mentoring and not to the evaluative mentoring provided by the supervisor and the Performance Review Committee (PRC).

Guidelines for Mentors and Mentees

The guidelines for mentors and mentees are available as Appendices A (Mentees) and B (Mentors). Please see the end of this document.

Mentor Qualifications and Duties

· Library faculty who have permanent status and have either progressed through the Libraries’ promotion and permanent status process or who have served on an Internal Review Committee (IRC) are eligible to serve as mentors. This recommendation fulfills the requirement given in the APT Manual (p. 21, line 739) that mentoring be conducted by “one or more members of the senior faculty other than the chair or Dean of the unit.”

· Serving as a mentor is not considered mandatory of faculty who fit the criteria above, but it is recommended that this service be recognized as a core responsibility for faculty with permanent status and as meritorious. 

· The mentor does not need to be a member of the same division. 

· The Senate Task Force Report recommends (p. 6) that the supervisor cannot serve as a developmental mentor because of the evaluative role he/she plays in performance evaluation.

· Faculty who meet the qualifications outlined above are encouraged to serve as mentors. Individuals who wish to volunteer may contact the Mentoring Subcommittee or submit a Mentor Form to the Mentoring Subcommittee, c/o FAROC, Human Resources, McKeldin Library.

· Each new mentor is expected to contact his/her mentee immediately and begin to establish a relationship.

· The relationship may be absolved when the mentee attains permanent status or leaves the University of Maryland Libraries. If other circumstances dictate a need to absolve the relationship, the mentor or mentee should contact their liaison from the Mentoring Subcommittee. (See below.)

Training for Mentors and Mentees

· All mentors are strongly encouraged to attend two training sessions: 

· The Library Faculty Mentoring Program Workshop for Mentors, offered through the Learning Curriculum,

· APPSC Training for PRC members.
· All mentees are strongly encouraged to attend The Library Faculty Mentoring Program Workshop for Mentees, offered through the Learning Curriculum.

· Those mentors and mentees that were active prior to the acceptance of the Resolution on Mentoring Permanent Status Track Junior Faculty [from November 21, 2008] are encouraged to attend as well.

Mentoring Subcommittee

· A three-member subcommittee of FAROC coordinates the mentoring process. The Mentoring Subcommittee includes one representative or designee from APPSC, one from FAROC, and one from the Human Resources Office. Leadership responsibilities will rotate among members of the Subcommittee. When APPSC and FAROC memberships change, each committee is responsible for appointing a new representative. 

· For new hires, the Mentoring Subcommittee will determine a mentor-to-mentee match, in consultation with the Dean of Libraries, within the first six weeks of the date of employment.

· Each mentee/mentor relationship will be assigned a liaison from the Mentoring Subcommittee.

Mentoring Subcommittee

Johnnie Love, Human Resources Representative 

Vincent J. Novara, FAROC Representative 

Jane Williams, APPSC Representative
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APPENDIX A:  MENTEE GUIDELINES

Library Faculty Mentoring Program Guidelines for Mentees

This document presents guidelines to be used by mentees. These are intended to facilitate the mentoring relationship and are by no means exhaustive.

GENERAL

Mentees are new and existing faculty hires that are without permanent status. These are individuals who will benefit from their mentors’ guidance, networks, and insight into the organization’s operation and culture. The mentee has an opportunity to develop a relationship with the mentor that is built on trust and confidentiality. The Library Faculty Mentoring Program is designed to provide the mentee added support and assistance in navigating the organizational system.

GETTING STARTED

1. Contact the Mentoring Subcommittee or complete an interest form that allows for requests (if the person knows who they want to mentor them, to identify if there are other issues that matter).

2. Treat all discussions as strictly confidential.

3. Consult with your Mentoring Subcommittee Liaison as needed for orientation and information about the process and how it is interrelated to your growth and development in the Libraries.
MENTEE EXPECTATIONS/RESPONSIBILITIES

1. Make your interests and specific needs known.

2. Determine whether your interests are in line with the expectations for promotion and permanent status; consider if there is a connection between what your interests are and the requirements.

3. Think about and ask questions about the promotion and permanent status process.

4. The Mentoring Subcommittee assumes primary responsibility for assigning the mentor to the mentee, and will do so within six weeks of appointment.

5. Make your skills and experiences known.

6. Begin to collect and maintain data on your training (taken and given) along with other relevant information (e.g. librarianship, creative and scholarly achievements).

7. Agree on how much time and effort you both (mentor and mentee) are willing and able to invest in mentoring.  This may involve mutual agreement on amount of time allowed to meet, frequency of meetings, what occurs in the meeting, include down time with mentor allowing him/her to get to know you in a more casual setting (lunch, etc.).  

8. Meet with mentor at least quarterly, on a regular basis; meetings may be formal (in an office) or informal (over lunch/coffee).

9. Use the mentor as a viable resource for networking and for meeting other colleagues with similar professional interests inside and outside the institution.

10. Think about and articulate what you hope to gain from the relationship.  While you may not be clear on what you want, at least initially, as the relationship continues, it should become clearer.  Future discussions with the mentor should refocus to ensure that shifts resulting from clarity in interests or emphasis are addressed.

11. Include the meetings with your mentor part of the expected work activities and include this in your work plan.

12. Introduce yourself to the Mentoring Subcommittee Liaison, and refer problems that cannot be worked out with the mentor to the Mentoring Subcommittee Liaison.

13. Explore changing the mentor assigned with the Mentoring Subcommittee Liaison, if you feel the match is not working.
CONFLICTS

1. If a mentee hears conflicting advice/information from his/her supervisor and his/her mentor, it is the mentee’s responsibility to give permission to the supervisor and mentor to discuss the conflict and resolve the issues. In a worst-case situation, the mentee can ask the Mentoring Subcommittee Liaison to intervene.

2. If the mentee feels that the relationship is failing, the mentee is free to consult with the pair’s Liaison on the Mentoring Subcommittee to consider options that may include terminating the relationship.
TRAINING

Contact your Liaison on the Mentoring Subcommittee for questions and additional information.

APPENDIX B:  GUIDELINES FOR MENTORS

Library Faculty Mentoring Program Guidelines for Mentors

This document presents guidelines for use by mentors. These are intended to facilitate the mentoring relationship and are by no means exhaustive.

GENERAL

Mentors are strong listeners who are ready and willing to make themselves available to their mentees. A strong mentoring relationship is built upon patience, creativity, and trust. You should take a positive attitude towards the mentee, the Libraries and the University. Furthermore, you may, at your discretion, make introductions beneficial to the mentee’s career. 

GETTING STARTED

1. Contact the Mentoring Subcommittee or complete a Mentor Volunteer Application to be assigned as a mentor.

2. Set up a meeting with your new mentee to occur within four weeks of matching by the Mentoring Subcommittee.

3. Treat all discussions as strictly confidential.

4. Discuss ground rules and expectations at the first meeting.

5. Strive to meet with your mentee on a regular basis and at least quarterly during the review cycle. Meetings can occur formally in an office or informally over lunch/coffee.

6. Be clear about what you can do and cannot do for the mentee. You are not obligated to commit to endeavors such as co-authoring articles or nominating for awards.

7. Be aware of situations when you will have to refer the mentee to someone that possesses more expertise than you can bring to a situation or discussion.

8. You should work with your own supervisor on carving out time for your mentee. This time should be reflected in your work plan.

9. Due to the time commitment involved, you are strongly encouraged to only enter into one mentoring relationship.

Peer Review Committee (PRC) and Midtrack Reviews

1. Being a mentor does not preclude you from serving on your mentee’s PRC.

2. Mentors may attend PRC meetings during the first two years (especially Goal Setting meetings), but they are expected to attend at least one meeting in the third year when the Librarian I is preparing his or her dossier.

3. Mentors must attend the Midtrack Towards Permanent Status meeting during the mentee’s Librarian II appointment.

4. For mentors of mentees hired as Librarian III without permanent status, the mentor must attend the Midtrack Towards Permanent Status meeting.

5. Mentors will not be held responsible for the outcome or of any personnel actions involving promotion and/or permanent status of their mentee.

INTERNAL REVIEW COMMITTEES (IRC)

1. The mentor cannot serve on the IRC of her/his mentee, nor will the mentor be expected to serve as an advocate for the mentee.

CONFLICTS

1. If a mentee hears conflicting advice/information from his/her supervisor and his/her mentor, it is the mentee’s responsibility to give permission to the supervisor and mentor to discuss the conflict and resolve the issues. In a worst-case situation, the mentee can ask the Mentoring Subcommittee liaison to intervene.

2. If the mentor feels that the relationship is failing, the mentor is free to consult with the pair

3. If the mentor feels that the relationship is failing, the mentor c is free to consult with the pair’s Liaison on the Mentoring Subcommittee to consider options that may include terminating the relationship.

TRAINING

Contact your liaison to the Mentoring Subcommittee regarding training for the Library Faculty Mentoring Program.

APPENDIX C: MENTEE MATCHING FORM

Library Faculty Mentoring Program

Library Faculty Mentee Application**

Your Name _______________

E-mail address _______________

Department ______________

Position Title _____________________

Rank ____________________________

Hire date ____________
Years in the profession _________

Mandatory date of application ________

Core job responsibilities ____________________

Current Research/Service Interests ______________________

Please provide any additional information you feel would be useful in helping us match you with a mentor:

** Based on the “UM Libraries’ Mentee Application Form” (rev. 5/03, http://www.lib.umd.edu/PASD/LPO/mentoring/menteeform.pdf) and the Rutgers University Libraries “New Library Faculty Mentoring Form” (http://www.libraries.rutgers.edu/rul/staff/lib_fac/word/mentoring_01_new_library_faculty_mentoring_form.doc)

APPENDIX D:
MENTOR MATCHING FORM

Library Faculty Mentoring Program

Mentor Volunteer Application*
Your Name _______________

E-mail address _______________

Position Title _____________

Department _______________

Rank _____________________

Years in the UM Libraries _____


Years in the profession ______

Core job responsibilities ____________________

Service activities ________________________

Current Research Interests ______________________

Skills/experience you have to offer as a mentor ________

Please provide any additional information you feel would be useful in helping us match you with a mentee:

* Based upon the “UM Libraries’ Mentor Application Form” (rev. 5/03, http://www.lib.umd.edu/PASD/LPO/mentoring/mentorform.pdf) and the Rutgers University Libraries “Library Mentor Volunteer Application” (http://www.libraries.rutgers.edu/rul/staff/lib_fac/word/mentoring_02_library_mentor_volunteer_application.doc) 

