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Update on Mentoring in the University of Maryland Libraries

Opportunities for Mentoring and establishing Mentoring Relationships

Mentoring is supporting, challenging and providing vision. It is a powerful strategy for accelerating and optimizing leadership development. Mentoring helps us identify the teachable moment as we develop leaders at all levels of personnel within the UM Libraries organizational structure. The Mentoring Task Force in its efforts to establish a program identified the following opportunities in which mentoring could possibly take place. Opportunities identified were: 
· Performance Review Process (PRD)

Performance Review and development—Use this process as it should be used for developing personnel 

· Developing Supervisory Skills

· Personal empowerment (Developing skills and abilities)

· Orientation to Library System 

· Personal 

· Exploring potential through Learning Curriculum 

· Using work time for studying and training

· Looking at career ladder options

· Become involved in workplace 

· Professional networking 

· One-on-One reality Check

· Learn about the Library’s Committees

· Prescribed and/or tailored opportunities for mentoring graduate students, student workers, etc.

These opportunities can be accomplished when we encourage staff to take advantage and gather a wide range of experiences in their assigned positions. Opportunity is also increased when mentors serve as a gateway for introducing library staff members to others who can be of assistance to them. They can encourage library staff to identify and develop a specialty, and assist in developing ways to show they are valued members of their teams. 

Elements of a Successful Mentoring Program 

ARL(2002) research shows that in order to have an effective mentoring system, we must share a common plan, language and themes while nurturing individual expressions and styles. A successful mentoring program will have the following attributes:

A Systematic approach to Mentoring with times allocated;

A formula for guiding both the Mentor and Protégé for planning action;

A comprehensive plan for training Mentors; 
A Mentor peer support network; and 

A Monitoring System for the Program 

Some of these ideas have not been implemented because of change in how the mentoring program functions. 
Our efforts and initiative for mentoring began in 2002 with “Mentoring is For Me!” developed by Johnnie Love and Trudi Hahn. However, the 2000 OCDA survey showed staff identified mentoring as a significant need for development. 

Chronology of Mentoring Activities

The following is a chronology of activities taking place with and in some form of mentoring.
November 2001

Brown bag session held on mentoring 

March 19, 2002

Launching of Support Group for Advanced Studies

for staff. 19 staff participated on formal and informal basis




(Brown bag sessions)
March, 2002 


Four mentoring information sessions held March 7, 14, 18,
& 21. 44 Staff and faculty participated (Brown bag sessions)
March 7, 2002


Mentoring Readiness Inventory developed by J. Love and
T Hahn 

March 18, 2002

Mentoring commitment forms signed by staff and faculty 
April, 2002 


Mentoring Task Force appointed:
Task Force Members: Lori Goestch, Trudi Hahn, Heidi Hanson, Beth Roberts and Allan Rough 

Assignment of the Mentoring Task Force was: 

· To develop a system for Mentoring with times allocated and how one is able to receive services/support of a mentor;

· To identify all situations in the library where mentoring could be used as an effective tool for orientation and professional development;

· To develop forms that would facilitate the mentoring process;

· To assist in the development of a systematic way of matching Mentor and Protégé;

· To establish a formula for guiding both Mentor and Protégé for planning action;

· To assist in the development and training for mentors;

· To assist in the development of a Mentor peer support network; 

· To establish a monitoring and evaluative system for the Mentoring Program;

· To propose a Standing Library Committee on Mentoring if deemed necessary.

April 4 & 9, 2002

Mentoring is the topic of All-Staff meeting 

May 6, 2002


First meeting of Mentoring Task Force





Vision statement for mentoring program developed





First group of mentors identified 
May 21, 2002


First mentoring workshop held (19 faculty attended) (4hrs)




(Formal mentoring relationships established the first year)
August, 2002


Fall GA Orientation held 

May 12, 2003 


Mentoring Web Site Developed 





http://www.lib.umd.edu/ASD/LPO/mentoring.html
2003



Supervisor brown bag sessions held to discuss various tools





for effective supervision ( 4 held) 





(August 8, September 19, October 31, and November 21)

January, 2003 


Mentoring becomes an integral part of orientation for all

new library staff 

October 12, 2003

Final Report of Mentoring Task Force to LFA

December, 2003

APPSC meeting for Promotion and Permanent Status—





Mentoring presentation by J.Love

February 12 & 28, 2004
PRD training sessions

February 12, 2004 

Mentors’ Workshop held (7 attended) 
February 16, 2004

A review and discussion on the Mentoring Advisory

Committee’s (MAC) formal charge, as prepared by the Committee on Committees.
http://www.lib.umd.edu/groups/lfa/MAC_charge.doc
February 17, 2004

Mentee Workshop held 
“What is Mentoring?” 





(5 attended)
March 8, 2004


GAs have the opportunity to get first-hand career

information from ALA President Carla Hayden in 

brown bag session 

May, 2004


J.Love, K. Hahn, and Allan Rough meet with Jane

Williams to discuss new directions for mentoring 

June, 2004


Data given to University Mentoring Task Force on

mentoring program for the Libraries

2004



Supervisors’ brown bag sessions continued but small 





attendance. February 27, March 19, March 30 May 14,

June 18, September 21, and December sessions held.

March 10, 2005 

Mentoring Workshop held (10 librarians attended) 




Guest presenter: Rhonda Malone 

May 2, 2005-05-10

Mentoring Web Page Revised and updated 





Mentors’ list revised 
April 26, 2005


University Senate Task Force Report adopted 





J. Love appointed to serve on University Committee for

mentoring web site by Rhonda Malone

May 3, 2005-05-10
J. Love made a presentation on mentoring for the George Washington University Library Council 
May 10, 2005-05-10

Presentation on mentoring at APPSC meeting for faculty making application for promotion and permanent status. These presentations have been made for the last two years. 

The University of Maryland Libraries Mentoring program was designed to emphasize formal and informal types of mentoring relationships. New and junior faculty are encouraged to get a mentor at the time of their orientation session. Currently we have 12 new formal mentoring relationships; most are Librarian I’s and II’s. At this time we have no formal mentoring relationships for staff. This is an area that needs to be developed. 
Today there is a heavy emphasis on mentoring in PRCs because of Permanent Status Review process. A Midpoint Review process is being developed by FAROC. Much of that process will be facilitated by the PRC, and will include mentoring as an integral component.
The University Senate Task Force on Faculty Mentoring 
Senate Task Force Report on Mentoring and Success of Junior Faculty (Senate Document Number 03-04-43)
Synopsis: 

The task force was a joint effort of the Senate and the Provost’s Office, and its report focused on the mentoring of junior faculty. The task force urged sponsoring workshops on the role of the chair in minority recruitment and retention and creating a network of faculty from underrepresented groups to meet with recruited faculty to provide an inroad to campus. The task force also recommended assisting new faculty adapt to the University and choosing mentors to guide them throughout their career development. 
Rhonda Malone, Director of Faculty Mentoring and Development, noted that 60% of the faculty who arrive at the University will be tenured and 40% will not. Andrianna Stuart, staff senator from Facilities Management, asked if there were any data from institutions that require mentoring. Is their success rate higher? Scholnick did not have the statistics but noted that at most institutions evaluative mentoring is the norm. 
The Senate report can be found at http://www.senate.umd.edu/Meetings/CurrentSenateMeetingMaterials/
submitted by 

Johnnie Love,

Coordinator, Personnel Programs 

May 11, 2005
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