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INTRODUCTION '

Ten years ago. the major problem for women on campus was milial ac-
cess For women students, this meant admission to an undergraduate or
graduate program, for women facuity, it meant being hired al an entry-
tavel teaching position Now however, with women the new majority of
students and an increasing percentags of junior facully, the major prob-
lem 13 advancement firough acedeme and the prolessions.

indced, one of the inore strileng differences batween womsn and men
on campus 15 that women aludenla and facully are less likely to advance

This paper was wntten by Roberta M Hal, Ajsociate Dwactor lor Programs, and Bermice R Sandter, Exascutive Director, Project on the Status sno Educahon of Women of the
Association of Amencan Colleges ks development was also guided by an Adwsoly Commiltee comprised of Arlens Kapian Davels. Protessor of Sockiegy, Northwestern Univers:
Q ~swart Edelsten, Assistant Provost, Deagion of Behawvoral and Social Sciences, University of Marylang, Mahbel Pher, President, Robert R Molon Mamorial institule, Mary P,
- Spocial Aswistant 1o the Presiort, Massachusetts institute of Technalogy. and Donna Shaviik, Dracior, Oice of Women m Higher Education, Amencan Councd on Kduca
E l C ¥hila members of the Conmettes providad ivaluable Informanon and guidance, the vie 5 expressed ki this paper ate ine sole respansibdity of tha Projsct ol 1he Status and
ithon o Women. Special thanks go Itldm Hixghes, Stafl Assistant
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as lar or as fas! as ther male Peers Ir fact. women students often suffer
a decline in acadermuC and career anhiions during ther college years,
they are less confident about ther chances for success inand less hkely
1o apply to graduate school than men of equal ability and achievement *
Women facully. meanwhie, reman clustered al lower ranks in non-1en-
ure-track POsNONs and’or i tess presigous insieions ? In scrence. for
examPle. although the chances for a frst facully apPointmenm lor a
woman Ph D are only siightly worse than those of a comParably creden-
haled man’s. his chances of attaining fenure are 50 percent belier than
hers ?

What accounts for these disPanites” The reasons are numerous and
comple, bul much anecuotal ewdence and recent research suggesis
that :n academe. as in the business world. success oiten depends not
only on what you know but whom yo.! know—not only on hard work, but
also on encouragement. gudance. SupPon and advocacy from those
who are alreéady established 10 1he system These Persons can offer ag-
viCe, construchve ¢nlicism, and provide an overview of gepariments, in-
stiuiions or disciphnes They can warn about substantive and pofitrcal pil-
talls. and they can give information abowt. as welt as entree to, informal
lines of communication and a vanety of professional opporiunties, Such
career helpers—ofien termed menlors or sponsore‘~have mcreasingly
been seen as crucidl 1o Pralessional develoPment in general The help
they provide can ba especially important 1o womeén $ SUCCESS it the
posisecondary seting ®

Academics. nke other professionals, operale phmanly through col
league systems * Standards for professional behawior and cntena for
evalualing teaching. research and Publcahons are largely deterrmined by

unwntten rufes handed down from one generahion of scholars 10 the
nexd.’ and commumicated (nformally from ene colleague to anather Inter-
refaled networks of senrgr persons==both within instiulions and across
the discipines--not only determine 1 an tnformal way wnat 1ssues are
consdered mportant. whal Journals Pleshgious and whal research
valued. thay also aflen conlrdl access 1o postions, publicatens and pro
molons oft the stréngth of ther own repulabions and their shared con-
1acts Those who are already estabhished 1end 10 acl as  galekeepers
Admission to and advancement through a ¢olieague sy. m 1S easer
wher. newcomers have the suppert of an already estabhshed member of
the system, and thus are presumed to it the system s shared norms and
standards In ofder for newcamers to succead. ment alone 15 rarely
enaugh. 1hey myst also be soCiahzed nto the Profession.

Women studenis and faculty. as well as olher noniradilional studenis
and prolessors, may be most 0 need of mentonng=—but least hikely either
to seak or to find 0 !n part because of ther outsider ' stalus, women
may lack knowledge of how the sysieém works and where they are within
it, esPecally in terms of s mnformal oPeralions AS qne Prolessor ex-
plains.

[M]en make the ruies that determine who geis lenure Because
they have been scciabzed ditferently from men. women are il
equipped o sge the kinds of hurdies that must pe avercome in order
o e allawed into the select fraternity The rules are setdom verbal
ized. b the polically naive woman discovers them all oo aften i
1he breaking of them ©

indeed, academic women may need o learn 1he unwritten rules qf ther
grotession nat only fo pursue, bul even o formuiate ther goals—te yet
a Clear Picture of whal thair own stuation s s therr d2partment. insbtution
ar4 disciPhine, and to detvrming whether the abProach they are taking s
working for them ¥ A women student. for @4ample. may need 4. sslance
with matters su~h as the fullowing

& What coursos should she take in PreParaton for graduate school or
a speciic career?

® How can she magmize her chances 101 accePtance ito the best
Q professional school for her needs? What schools shoutd she con

® \Yhal can she do 10 maxmize her chances ior getling a gran, fel-
lowship or research assistanistip=—and which are 1he best ones to
lry for?

A woman facully member may have Queskons such as these

® st best 1or her to publish her dissertation as several shor articies
of as a singte book?

® How can she gel #he mos! mileage out of association meetings?

® Which of the formal Critena for 1enureé are weighed mos! heawly
her deparimént—and what ‘unwritten' criena are brought 10 bear?

Help with these and gther Questions will vary substanhially arfmng chsci-
phnes, departments and nshtuhions, ofién, it can be obtaned prmardy
from mentors of Sponsors

However, the menloning Sysiem as « currenily operates n academe
generally tends to bolster \he professicnal devetopment gf men, but to
deny women 1he same help in advancement Members of professianal
Peer sysiems 1end to choose persons most hke themselves as pio-
feges—but 10 overlook {or actvely axclude) newcomers who are “dil-
ferenl " In hugher education. whers semor faculty and admnistrators are
Pedominantly whie and male. women and mingrihes'® are froquently ex-
cluded from the long-established informal systems through which sensor
persons saciahize ther successors indeed. these systerns have tended
16 funchion a5 “old boys' networks” mn which male mentors guide and
foster male menlees

This 15 esPeCially unforunate. because s newcomers women most
need the intarmal knawledge and contacts meniars ¢an provida, indead,
bewg "chosen or “anncired” as the protege of a semor Person can
have a special signthcance for women Many women shill approach post-
Lecondary siudy and some Pfofessional areas with some conflict be-
hween the desrg for accomphshment and nmsted Preconceplions about
what a woman should—or can—do. Women ghien don t recewvs the same
support for Professional achievement as men do. and encouragemenf
from othars ¢an be aspecialy influental '? indeed. several studies n-
cicate thal women £iudents ¢an benefit immaasurably from a close work-
inyg relationsuP with a faculty member, and that woman ¢onsider in-
dividuat faculty encouragement and support to be more imPortant than
men do '* Simitarly, lgh lumnaover rates and slow advancemant of juntor
women lacully may be atirbuted in part 16 lack of informal encourage-
ment and 1o Professional isolation **

tnsuffkcient informal gurdance and sponsorship has been cited as
especially damaging for women graduate studenfs. who are at tha paint
of fransiion batween studant and praleswonal. and must begin to build &
protessional wdenbity '* it has also been conwmdered a signilicanl factor in
women undargraduates lack of reaiskc career pfanmng. avoidance of
nonfradtional tekis and lack ol conhdence abgut thew potenlal lor
academ¢ and career success

indinduals. msttulions, as8ociatons and Professional organizalions
can Yake any number of 51ePs to encourage the mentoring of women by
men and women at all levels Moreover, 1hey ¢an helP Momote alier-
natives 10 gwe women access 10 the injormation and assislance “irad-
tonal' mentoring olten Provides These nchlude facilitating muftrple help-
ng refatonshiPs wilh Peers and sybordinates as well 8s semsor People.
tostenng nebworks, cargef cooperatives and formal and inkarmal gather-
ings on how to achiave in the gysiem. and developing writton materials
designed lo prowde newcomers with inside information on the s1ePs to
advancement within a department. inshituton or dscipline Much that has
been learned about mentoring in the business world ¢an also be used lo
holP wome:, on campus. (0 lurn, women who learn how 1o develep and
use menioring relakonships on campus wilk be more able to do the same
inn Business and the professions.

-

E lC sider? Which are most hosPiiable lor women?
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MENTORING IN ACADEME: DEFINITIONS AND DILEMMAS

In general. the history of tracitional menlonng has seemingly been a
history of relauonships belween men.'® The term arose n Homer's
Odyssey as the name of King Ulysses trusted lnend—-Msnior—who. a
Ulysses' absence. nurtures. Protects and educates UlySses  son.
Telernachus Mentor also inlroduces Telemachus t© other leaders and
guides him n assuming tus nghtfut place  Thus. Mentor's nsirection goes
far heyond the teaching of specific skils it encompasses personal. “pro-
fessional, ' and Owic development-—developmenl of the whole person to
full capacity. and mtegralion of that person nto the exisiing erarchy
through socializahion 1 ds norms and expeclalions

Damel Levinson, n The Seasons of @ Man's Life," provides an over-
view of whal amentdr can do A semor, expenenced person chooses a
younger person as s {sic) protege and teaches specihic skils, develops
the protege's inteliectual abiliies. inlervenes lo faciitate the protege's
entry and advancemenl. serves as a host and guide who weiComes the
newcomer 1o his prolessson. shows rum how 0 Operates, and n-
Iroduces him to its most imporiant players. provides adwica. encourage-

ment ang consiruclive ¢nbgism. and serves as an exemplar who em- .

bodies vatues and an appioach to proiessional endeavor and persconal
iife that the protege can emulate

Lewinson sees the mentdr as both Parent and older Peer. whose efforls
and specal concem push ihe prolege toward realizing full potenbal. He
describes the mentonng refahonshup as sponlangous. exclusive. long:
lashng—-and so intense that when the protege has “araved” or "become
his ownman” a complete breach often follows As many point aut. Levin-
son's model of mentoring largely excludes woren Lewinson notes that
women have 16ss mentoring then mea In patt because “{bleng a
woman s mentor s hardiy imaginable to many men. and there are few
WOmen 1N senivr pesittons who might serve as mentors '*

in academe. the prmary model tor mentonng has been the somelimes
hielong relatonshup that ¢an develop between an undergraduate or
graduate student and a "special” professor Ideally. the prafessor takes
the nowice under his or her wing. helps the person set goais and stan-
dards and develop skills. protects the powice from olhers i @ way that
allows room for nsk and falure. facilitates the novice’s successiul sntry
nto academic and professional circles. and ulimately passes on fus or
her wotk 1o the protege

BENEFITS OF MENTORING

BEMNEFITS FOR THE PROTEGE

Proteges can gdin a host of benefils from a lasting relalonship with a
singte mentor—and also from more Iimited relatonships thal address
needs lor paricular skills of information Many of these are especially im-
portant for women students and faculty {and for other nontraditionat
members of the acagamic community} and include atements such as

® individual recogniliun and encouragement:
& honesl enhcism and informal leedback.

® advice on how 10 balance teaching. rasearch and other respon-
aibitties and set professional priorihes;

& knowladge of the nformal rules for advencement (as well as political
and substanlive pitialis lo be aveided):

Q  Information on how to "behave” in a varlety of professional seftings.
lC appropriate ways ol making co+ ¢t with authorities In & d:s¢ipline.

¢

® skills lor showcasing one's own work,

& an undersltanding of how o buid a circle of fnends and contacts
both within and outside one’s inshiubon, and

& aperspechve on iongterm carees planning

In addgilion to adwvice and information, the protege often benefits by Ihe
menior's direct intervention or through the mentdr's own connechons
and conlavis For example, the mentor may

& involve the prolege in jonl projects or get support for a protege's
research.

® iniroduce Ihe protege lo op authonlies :n the hekd,

& "laik up' the protege’s research 1o senor colleagues.
& nomipate the protege for awards of prizes, and

& supporl the protege for promotion or tenure

A protege often benehts indirecHy as well because the menlor 1s
respected established and powerful a protege frequently enioys the
mentor's “reflected power™?® which conlers special stalus and accep-
lance by others Moreover, the protege may also gan a deeper sense of
teaching and research as 4 ‘vocakion” 10 which he or she will coninbute
n rn

BEMNEF{TS FOR THE MENTOR

While it may sound ke the mentee 1s getting all the benefits. this is not
Ihe case Ihe mentor, sponsor or other helper gains many benefils as
well such as

& the salisfaction of helpng in the development of another psrson
who may carry on his or har own work,

® deas lor and feedback about his or her own projects from a junior
person who Is eager to leam and commitied 1o the project’s suc-
cesy:

® a network of jormer mentees at other inshiubions who can col
laborate pp Projects and help place students—ihus increasing the
mentor's powar and wsibdity. and

® becoming part of an expanded network of colleagues. especially il
the mentor lakes part in a formal mentoring program, (This ¢an be
Saricularly important for women laculty. who are often isolate d from
seniof womean In other departments on their own campus.)?®

BENEFITS FOR THE INSTITUTION

Institutions as well as individuals have much to gan by fostering a
chmate or developing specific programs to aid in menluring Elfeclive
mentohng can

& increase produclualy and commitment. especally of students and
juryor lacully.

& help provent atintion of graduate students and faculty—aspecially
women. minonles and persons from gthar specal population
groups.

& encourage cooperabon and cohesiveness lor thoss involved in
mentofing selallonships. and

@ increase the hkelihood that studends or laculty who do leave
{espocially when promotion of lenure Is denied) will feel that thay
have been given the skills 1o aid them in becoming successiul al3e.
where. {Thus, they are more hkely to be ambassadors for—rather
than critics of=thair witial Insltution, and to supporl it in récrultment
and lundraising efloris, )
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BARRIERS TC *'TRADITIONAL’ MENTORING
FOR WOMEN ON CaMPUS

Opportumbes lor developing specific knds of mentonng relationships
may vary considerably wath insitulional size and lype—as inay the “rules”

it negotiating those syslems Cusrently a number of factors make thes
spocal kind of support both more necessary and More dithcult The large
and (mpersonal nature of many .esearch nshtutons, for example. may
leave students and juneor faculty alike “lost in the crowd ** Moregver, cur-
rent constrants on the number of tenured poss at Yarge universiies and
small celleges have lelt Some senior protessors concerned about protec -
ting ther own positions and refuctan! to Hudd close relationships with
jumor colleagues vWhile these recent problems may make 1t more dificult
for any junior pefsons to parycipate in mentorng relatonships, women
and minonites .ace longstanding barners {0 being chosen as proteges
and to serving as menlors

WHY MEN MAY KESITATE TO MENTOR WOMEN STUDENTS
AND FACULTY

- “lewmgmuunmmhhmluwm
my._major adrisor would be ovy_menier. | bave recolved vy Fitls
tiwe. | hivenoticed thet male studénts svest 13 develop diterent
%ummmmwmmm.»

mwmmum&q Views wnd Dsta on_ __1
mmmmnwmﬁm Jila‘li??vl .

mm...mmaf-ewgm'!m:mmcpM’MM*
fng se men,-in terme of -23alsiing -Them _10-pat. edsarch: golng,
asalaiing them fo got rosouich grants, aesiating thestto do a whole
m«mmn...mwmmmmmmmam
SOmBOnE In the solsge 1o BN bo.'r =5 - TUEE ST ;
[Faculiy woman, Payzholidy; Dhition Nows, Univeraly ‘w
Eivision of Belsirdorat and Social Sciences, Feb. 19805 .

Several studies and much anecdotal evidence .ndicate that men facully
have tended to affem students of ther own sex morg than students of the
other sex, ™ and to see men—but not women—as capabie of erceplicnal
woik One professor at a presugrous eastern university, for example,

abserved 10 his students thal while female students stuched hard, look
exceflent, welt organized netes, and gol good grades, the orly oulstand-
ing work was done by male sludents "® Whether exprassed or not,
tower expectalions lor women may account in part for the fact that male
semiof facully have been morg likely to gve mlormal encuwragement to
men than to woman Students, to pick men as teaching or ragearch
assistants—and to choose men as proteges, **

Morgovet, the status of many women on campus--such as parl-time
enroliment in the case ol some wamen students, or appointiment 10 tam-
porary, ofldadder or part-hme posilions in the case of wemen facully—is
oflen both the affect and the cause of cademic environment which
makes women Jeem unlikely bels tor . re aChiwvement and \.once
makes them “inwvisiole” as candidates for menlofng.

Smultangously, women's overviaibidly™ may jead serwor persons to
avoud the nsk of choosing a woman as a protega. Often, in seltings where
women are new or few, they tend to stand out because of ther very di-

thewr own reputalions, men may “manta:n fugher standards for female
proteges than for male preleges.” or exclude women altogether #*

Additionat.y, many semor men may heaitale to menter women because
they fear remors gf Sexuval civolvement (sge page 13)—-especially
where mentonng of women 15 not supporiad by mstitultonal policies that
make the mentonng of all jumor cersons a part of senor professors’
respons:biihes

FEMALE MENTORS: WHY THEY ARE HARD TO FIND ON CAMPYS

The lack ¢ et women on most campuses 15 especially dishearten-
ng given hndings which suggest that women who attend women's col
leges (whern senior women are more prevalent) generally achiave at a
higher level following gracuation;® and that women graduate students
with dissertaton advisors of the same Sex pubbsh more than other
wamen ¥

trenicaity, the problem of numbers ss oftet exacerbated because
women laculty frequently find themselves simultaneously soughl out by
icreasng numbers of women students and juror facully, appointed o
innumereble commitiaes which need representalion from women, and
assigned heawer courselcads than men.®® This “overload” not only
makes it difficult for semor women to mentor ther jumors, but also oflten
impedes ther own career developmen! m research and pubification
{(Sumilar problems are faced by senior facully rem minarity groups, and
especally mnority woman, as discussed on pages 7 and 8.)

Addikonafly, some semor womer (although ey number 15 dacknngy,
may stll identfy more readily with their mate peers than with women
lower down on the acadermic and caraer ladder Likely to have been men-
tored by men and lo view the inshivtion rom a male perspective, they
may se0 themselves as "better than mosl women,” ang as “proof” thal
academe 5 & merilocracy where differential rrealment by sex does not
eust Thus they may be as likely as their male colleagues lo overleok pro-
miging women students and jumor faculty as polental menteos

In acdhon to the preblems noted abova, many women's personal
oneniation foward influencing others may make it fess likely that they
themselves will actvely chocse menlees The 'gh women professors
often spand more time with students, one recent study found that women
laculty are much lgas hkely than men to intizte “traditional” one-en-one
mentenng relationships with them Moreover, once such relationships
are miliated—either mutually or by the student—women professors are
oiten More reluctant than men to be directve, inStead, they tend to alfirm
and encgurage mentees ¢ pursue theit own davelopment Some sug-
gest that this hasitance indicates faculty women's own lack of awareness
about the mentoring process, fack of confidence, or sense of conliict
about their professional role However, as others note, it may be more a
difference of styla and values that s, womon may be more “nurturing”
and less directive than men, and more willing to focus on the

Q nce. White a male prolege may fal without anyone's noficing, “a

E l C‘nan'a mislakes are oftan loudly broadcast”, consequently, to protect
z -
- .4 .

novice's--rather than their own=-rasearch intarests @




WHY SOME WOMEN MAY EXCLUDE THEMSELVES FROM
MENTORING RELATIONSHIPS

In addition to facing external barrers, some junr women may lend to
exciude themselves frcm mentoning relaltonshins with semor persons
Sofme women may be unaware of how the profege system works They
may be more hesiiant than men about "ex?iting” Persona’ tes for pro.
fesswonal gains and more Concerned abou the potenial confusion of per-
sonal and prolessional relakonships Some women may feel hesitant
about seeking help irom an mgortant  person. and Jnaware of steps
they Can take o ihate a mentoning relabonship (See o 6 for rewom-
mendahons on how 1o do so b

in olher ins.ances. however, women may be dude know'edgeable
about how the protege system works ¢n Campus and atsg aware that it
has often excluded women Some women newcomers may view pai-
hcipating in the protege system as cOMpromising themselves ig a struc-
ture based On lavoniism rather than on Frent However, a mentonng rela-
fionship can provide a newcomes with the perspechve and skilis to
understand and navigate the system. make conpections through i, and
be In & poswion 10 bring about change

MULTIPLE MENTORS AND MENTORING
ALTERNATIVES: NEW APPROACHES TO
MENTORING FOR WOMEN

' . .[A] focus on menioricg. . .caa ganerate gwarenass snd Ap-
piocistion of diverse working refationships. Mentoling s dut one
way for woman 1o 8cquire what ihey nesd and wint, There are other
linkege modes including the axpension of professions! networks,
the -cultivalicn of focel aities, the derelcpment of aliances
downward s weil as outward, . . &3 wall ax tha nuriuring of "'loster
I

SPORsOrs. -

(Martns La Francy. “Women and the Menioring Procets,

Paendonés and Prospacts,” papet presenied ot the Annusl Ieeung ot

e American Paychologicat Association, Los Angeles, CA, 1961.)

o

THE STRENGTH OF WEAK TIES”

Multipte Menlors

Recent research gn skonsorship n academe indicates thal men. in
conlrast to women. have histoncally benehtted not only from  traditionai
mentanng bul also from involvement in a vanely of Professional networks
and short lerm collaborative endeavors that include elemenls ol mentor-
Ing > Marwy suggest that mstead c! searching far a single *all purpese”
mentor women, tC ., naed to recognize the value of, and be wiling lo
use "weak hes"~10 seek adwice, guwdance, suppart and interventon
from a vanety of persans and groups on and off campus * Having multi-
ple mentors {each of whom perlorms one or several mentonng func.
fions) can

® keep the nowice from sethng gut on the often fuble search far the
“Parfect menlor'”;

® gve the mentee the opportonity (o evaluate adwee from several
sources and perspechves,

® ncrease the pProbability that sersor women will aid thew juneors
because bolh will recognize that the senior person is not expected
to meel the novice's every need (thus, unor women will be 18ss
lkely to make excessive demands on one person’s tme and
energy. and senior women jess lkety to feel they must choose be-
tween ther own caregr development and mentoring others); and

® mako it more likely that women wil have access o both male and
femate mentors of tha same and athar reéces and in various posilions
within the astablished hiesarchy

Indeed, mentoring can be seen as a continuum of helping funchons

among senjors, peers, and subordinates 3 mentors engage the protege

Q & most intense and "Paternalistic” refalonship. help shape and pro-

E lC! the novice's career, and are in a positlon {0 intervens on tha
:6's bghalf; $poOnsors perform many of the same functions as men-

tors, buf exert & less powertully personal shaping and promokng in-
fluence. guides help explain the system, point gul Prfalls and shoricuts,
ang provide general informabion, but are not i a posihon tg be benefac-
tors, Protectors or Promotors, ‘‘peaer pals'’ share mformakon and
strategies act as sounding boards. offer advice, et , and 50 help each
alher as they help themselves,

Thus different persons can fulfiél different lunctans of the tradimonal
mentor's rola For example, one perssn might s°fve as an advisor on
deparimental matters. another mght offer information about and heip with
career oPPortunities outside 1he Institution. yet another might sarve as a
role riodel for managing career and family resoonsibdiies Whae some
argue that mulliple mentors ¢an never have the same influence as a
single powerful sensor person, others point out 1hat the less hierarchical,
more reci¥ocal nature of multible helping refationships may be more
comigriable for women. and may help create a healthier, more inclusive
and suPpPCrive enveronment for 3l on camPus

The academic conlext oHers numerous OpPOrtunite s for muliPle help-
ing relatonships  Such refaonships, though by no means imited 1o the
following, may occur betwaen faculty and sfudents. graduate students
and undergraduates. semor faculty and jumor faculty: adminisirators and
students or facully. alumnae and sludenis, peers. whether students.
facuity or admiristrators, stalf (sush as secrafanies and others who olten
nave a good deal of inside informatton about—and somet Jes unofficial
contro! over—how departaents and dwisions oPerate). and parsons at
other inskfutions in parafiel or senior Positions

Nalworks

In recent years, women have developed formal and nformal natworks
throughout the business and academic communittes Or campus, such a
network might be a grouP of faculty who meet at reguler intervals over
breakfast OF lunch t¢ update each other on concerns of mutual inferast, 1t
mghl be a formal orgamizaton of faculty and graduale sludents In & par-
ticwlar discidline 1t could be a groub of admnistrators who attend
worksnops togeiner and meet pancdically lo discuss coliegd problems
Campus networks, esPecially when they contain semor 85 woll as junior
women, ¢an be signlicanl sources of nformatron. suppert and in-
lluence—even on camPuses with féw senior women.

Networks can help senier woman wha parhicipate recognize how much
they do know about the system—what they have learned and what they
can Pass on. ParhoPants can share Pofessional experiences, sound out
aPProaches for manag:ng difficull departmental sdualions, and work oyt
advancement strategies. Moreover. networks can heip junfor Persons
get k> know senior women on campus Frequently. different networks on
campus intersect through their members, and contacts made in one nel-
work can tead to connechons in others. Semor women faculty or ad-
muwstratars, for exampPle. can often acl as a "bndge” between newer
women's networks and more eslablished networks on campus, On the
one hand, $8miof women mighl gve advice 10 Junior persons in a
waman $ nelwork, and, on the other, Bfomote a promising newcomer to
other semor persons

in addilion to making use of camPus nelworks, women can ostablish
wider aff:abons through Parsonal contacts as weil as through off-
campus networks whiciy can Provide crucdal support for women whao are
geograPhecally of otharwese 1sofale d atixer home insttution,

Paper Meniors

Publicalions which give nitty-grtty “how-t0"/how not lo” inlormation
can $erve ag "paper mentors.” These can bedeveloped by deparimenls,
inshtutons. associakons. of by individusls and geared to a particular
depariment. insktuton or discibine, Often designed specifically for
women, they may include information on how o apply 10 graduate
5cheol, how lo handie interview questons. how and whera 10 publish,
whal 10 seek~and what lo avoid—in a firsl 168ching coniract. etc.
Several examPles of paper mentors are included in “Sefected
Resources.” page 15

Olher Allernatives

in addition 0 those described above. a host of olhar ways can be
faund to Provide women stude *s and lacufty with the kinds of inside in-
formafion and assistarce ms lofing affords—even whon no mentor
soams lo bo available gither in the dePasrtimenl oF In the InsSktulion, Many
aiternalives, soma goared to individual and others institutienal or associa-
tion action. are degcribed In the Recommandahons section af the end of
his paper,
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HOW TO DECIDE IF YOU NEED MENTORING

Indwiduals can ask Ihemselves questons such as the loliowing to heip
decide whether of not they need mentonng Some queshons are more
apphkeable to undergradustes. some to graduate students. some 1o
faculty—and some 1o women at all levels

® Who are the powerful and important pacple In the depariment.
the inslitution, the discipline world-wide? Who has their ear?

® Which subfislds are sxpanding or contracting?

® What graduale schools offer the best programs in a particuiar
area of specialization? Which professors have contacts with
laculty at that institutlon?

® How dopeople in Ihe fisid Hind oul aboul, get nominaled for and
win assistantships. fellowships, grants, awards and prizes?

# What are the Ieading [ournals in the fleld? Have any colleagues
published there? How should cé-authorships bs handled? Who
can bring a submissicn to the attention of the editors?

¢ What organi2ations are the most important to [oin, whal con-
lerences are the ones to atlend? Who can help a person get on
the program?

® What is the best way of gelting feedback on a paper—to clr-
culate pre-publication drafls widaly, or to show drafis to a fow
colleagues?

% How do people in the department find out abou! job openings in
academie, privats industry and government? What information
is mostelfeclive in a vita or 2 resume? What quastions are most
likely to be asked in an Interview? What aspecis of a contract
are negoliable? Which professors or administraters have con-
tacts al places with approprlate openinga?™*

® What are the appropriate and accepted ways to raise differanl
kinds of concerns, issuas and problems {e.g., verbally or by
memo) and with whom?

® What zre the department's formal and informal criteria for pro-
motlon and lanure? Who can clarify these criterla? How does
one bulld a tenure-file? Who sits on the relevant committees?
Who can eliectlvely support a nomination?

¢ What departmanial and institutional decistons are pending that
might afiect positions in the departmeni? Who can influence
Ihese dacisions?

WHAT TO LOOK FOR IN MENTORS

What a nawcomar looks for in mendors depends on {he nowice’s per
ueular needs in a gven higly, as well as on departmental or nstituhonas
circurstances Here are some Questions 10 consider Answers 10 some
may be easier 1o find than answers 10 others Newcomers might check
wilh people sightly ahead of them, professors in other departments,
members of women's ratworks, ang departmental secretares In some
instances. official records may be avalable, such as hstings of granis
recerved and articles or books published by Sener faculty

¢ ‘What is the mentor’s own anhisvemant In key areas? For exam-
ple, what granis or leflowships has the mentor recarved? Where and
how frequently has the mentor published? What panels and coppmt.
tees does the mentor serve on? What organizations does the men:
for belong to. and in what capagitias? What inflience does the men-
tor have in developing the disophne?

¢ Dows the mentor krow whel is excellant In & given érea and set
high standards for him or herself? Check on these by asking
several people in diferent situations {(e.g.. someona new 1o the
department. a senior person, someone oulsse tha inshivtion) a set
of queslions Izlared fo your discipline.

#® |Is the mentor someone who belleves whole-heartedly In your
abilities? This may be especially mportant tor women, since a
mentor's expectations can significanlly enhance or undermine sell-
conlidence. As the authors of Breakihrough: Women into Managea:
ment note, "A persen who backs 8 woman but expects her lo fail 13
part of her faiture "

® Whathas heppened to (his person's former mentess In lerms of
positions, grants, pubticalions, sic.? Are thers significant dit

)
E TC ferances batween what has happaned to mals snd famals pro-

tages? For instance, have men lended to go on to ther own

Aruitoxt provided by Eic:

research and publishing and fo have gotten farly good posions,
while women have “dnlted, fal[eo} to pubish. or [had] spotty
amployment records >

& What is the mentor’s relationship to Ihe various groups and net
works In the departmant, Institution and di icipline? Does the
mentor 2ct as a bridge b.iween networks {for example, between an
argamzaton of women facully and ionger-estabhshed “nsider” net-
works on campus?)

# |Is the mentor not oniy good at giving advice and direction, bul
also able 1o understand your own views about your needs and
goals?

& [f he or she is unable to provide you with the Information, skills
and knowledge you need. will Ihe menior help you find someone
who can?

HOW TO GET MENTORS TO CHOOSE YOU

Women can do more than merely wait passively for a senior person to
notice thes achevements and ta choose them By actively seelngd men-
tors. women can make themselves more visible as potential proteges
Several suggeshons follow %

® introduce yourself and make the firsl centact In refation to & pro-
fessional subject. For example. speak to the person after 8 clzss.
wnte & letter with a queston that requres response, send your
papers or articles in draft to Semor parsons whose work You respect
and request comments

® Begin toask lor help regarding the strengths and weaknesses in
your work, Always express yous appreciahon for adwice and
cnbicism Be pleasant but persistent

® Take the Initiallve In pulting the relatlonship on a more collaglal
basis it It seems approprigle. For exampte, if you are a graduate
student, ask a prelessos o you can call hen or her by firs! name
vather than “Professor X ™ (Men often call Pfofeszars by first name:
women rarely do so }

® Try to bacome a research or teaching assistant, Junior coilabor-
ator proposal writer, Intern or olher type of ‘‘apprentice.’” This
will estabsh a context In which teaching. evaluation. and general
gudance should naturatly occur, it wil also give you a chance fo
demonsirate your abiities ant commitment

® Ask 2 colleague to mention you or your work 1o a poteniial rl;;ﬂQ‘.

® It sesking mentors at other inslitutions, il it)s approp-ate toyour
discesphne. send your papers wih a letter asking lor comments to
Persons who work in the same area: whose work you have cited (or
vice-versal. whom you have met at conferences, who have been
recommended by mentors at your home mshituon. (Do not send
book-length manuscnpts or copies of your dissertation withoul
same very specihic encouragement from the person to whom you
are wriling.}

¢ Voluntesr 1o serve on a iask-force, commiites. or project where
your potential mentor 13 also a member. Qifer to take on a major
pece of work {6,g , coordnating a project or wating & report} which
witl require significant csllaboration.

® |nvite your potaniial mantor 1o be & guest jecturer In your clpss
or b#fore a campus group.

® Consider hiring a mentor to provide specific kinds of advice and
Informatlon. One woman dentified her mentonng needs but was
unable to find an approPrate parson among her colleagues or ac-
quantances Concernad that har mentor be female. ablo to under-
stand her goals. and witling to-share tme ard expertse on an adult:
to-adult basis. she identified an appropriate person in her ity and
arranged for a year of pavd weekly contacts 9

TIPS ON HOW TO BE A MENTOR

Men and women alike may hnd some of the following polnts usaiul In
determming how fhay can be a mentor Senior women, especially, may
underestmale hoyymuch they do know about the acedemic System.
what contacls thefhava in ther depariments or discipline, what avanues
they cen usa to nelp a junier peraon or a colleague advance




# Recognize and svaluate whal you can offer a prologe, keeping
In mind thal you should not expact yoursetf to fulRil every men-
loring funclion.

® Clarily expeclallons wilh your protage about Lha extent to which
you wlll offer guidance concarning personal as well as profes-
stonal issues such as advice about how to batance family and
caraer responsibilities.

® Be sure o give criticism {as well as pralse) wnan warranled bul
prasent it with speciftc suggestions for improvament. Do Il
privateiy and in non-threatening conlexts-——over lunch or coffes.

® Where appropriate, “talk up’* your protege’s accomplishments
lo othars in your deparimenl, institulion, professional assocka.
tion, and elsewhare.

® Inciude women in Informal activities whenevar possible—s.g.,
iunch, discusslons following mestings or lectures, dinners al
academic conferences.

% Help women learn whal kinds of available institutional support
junior persons should seek in order to turther their own career
developmenl—such as funds to attend conferences or work-
shops, release lime for special projects.

® Tall your protege if she asks for too much—or too liltle—time.

GROUPS OF WOMEN WHO MAY HAVE SPECIAL
MENTORING NEEDS—AND SPECIAL PROBLEMS
FINDING MENTORS

WOMEN IN NONTRADITIONAL FIELDS

Wwomen students and faculty in fietds radihonally dehnect as maie
{such as mathematcs. business and the sciencesl—frequently en-
counler the same problems faced by women generally and then some
Otten they feel 1solated and exciuded Irom informal interachion with ther
professors and coiteagues Indeed. if Ihey are not overiooked. womer in
nonlraditionat areas somet.mes encounter outnght hostiity from depart-
ment mambers, many ol whom may be unused 10 and uncomiortabie
about dealing wilh women *°

However. women in nontraditional areas oflen have profound and spe-
cihc needs lor mentonng to address a vanelty of personal and profes-
sioral concerns. mcluding the foflowing.

® Since their choice of careers runs counter lo traditionzl social

nOYMs, women may nded more personal encouragemeont.

® Bacause of the vertlcal prograssion of courses In many nontra-

dilional areas, women sludents need expert gutdance to ensure
they have fulfilted requirements for more advanced study.

® More than scholars In some olher disclplings, those In nontrad

llonal fisids must have access o a varlety of inslitutional and
other resources—such as labs, aquipment or funding for
special research—simply to pursue basic work. A powerlul men-
tor's recommendation of infeérvention can be crucwl in helping a
woman prolege secure these necessities

® In the sclences especially, 8 smalt group ot highly productive

researchers oflen establish priorities in & given area of
specialization, recruit and traln studenis to work wilh ther; and
keop sach olher up-ic-dale aboul new developments.’' To the
extenl that woman are excluded from these ™invisible colleges,”
Iney are hksly to Falf beinnd

OLDER WOMEN*

Wilh large numbers ol older women antenng or returming 1o colleges
and unwversiles as undergraduate and graduate studenls—and in some
mefances as facully or administrators—menloring for older women on
campus takes onincreasing importance Indead. these women may have
spacal neads for many of Ihe Denslits good mentoring provides. such
as

® 3 ""map'" of the departimenlal and institutional $ystem—which
may be snlirely new, or quita different from the one returning
women recall (espaciatly f Ihey pravously attended a vary diflerent
type of nslitulion of were enralted 1n a dilferent major),
® role model for—or advice about—how 10 balanca family and
academic responsibiiities;
& conalructive eriticlsm snd svaluation, especially aboul the poss:
bie naed for basic skilis or ralresher courses. interparsonal styles
I: lC that may be counlerproductive n the classroom satting. slc . and

® advice and ance  joment about how lo pariey old skiiis in the
academic setting, and entres Inlo a conlex| (such as an inlern-
ship) in which this mighi besl be accomplishad.

Uniortunately. older women may be discounted as potential mentees
for a vanely of r  .ons. including Ihe lollowng.

® misconcepilons on the parl of lacully and olhers that older
women ara “‘dabblers’” who have returned to school because
“lhey have ncthing belter to do”,

& doubls about the commilment of retirning women because they
may enroll or teach on a part-lima rather lhan a full-tima basls;

® tension in entering a mentoring relalionship with a person
whose adull status and greater life experlance may seam threat-
ening; and

® concern that fulure accomplishments will be limited by the ner-
son’s age, and hence lhat lime spent in menloring an older
woman is nol a good invastment.

MIMORITY WOMEN

*“The sfudenly wers asked 'Has any professor resily taken you In Mﬁd
and haiped you become e professions] In your tisld?' Whils one putof ~ -
four white atudants snswared ‘Yoo, Just one gut of Mmy mm

sludeniy did s0.”*
{8t L, Duncar, “Minorty Students,” ththmanthmeyT Hl‘h'lﬂl
eds . Schokrs & the Making: The Deveb, I of Gradual and Pmlessional
Shazants, 19761 .

Minority woman (and men; often have an especially acute need for
mentors who are both professionally and personally supporive  Minonily
students lend o stop oul or drop out for non-academc reasons at a
significantly tagher rale than majonly students. some minordy laculty may
fat to pursue avenues of professwonal development—such as research
and publishing—that would enhance Iher stalus within their institutions
and disciphines Many suggest thal # major reason for these problems 15
that mincnihes are hkely to have less inlarmal interaction with senior per-
sons. and spacifically tess mantonng. 4

Mmnornty women may be Ihe trstin ther family or community to enroll in
a college pragram of to pursue an academic career (and, kke many white
women. may coma from an environment thal nesther recogmizes nor sup-
potis women's academic of Professional ambittons) Thus, mmnonty
women oflen have a crucial need lor parsons who will foster ther sense
of belonging 1n the prolession However, minonity women may have a dif-
ficult hme finding a mentor lor a vanely of reasons, such as lhe
following *

® Sanior persons may be malnly or exclusively while andior male,
and may simply be uncomfortable working closely wilh & person
so "'unlika” themselves;

® Minorlty women’s high vislbitily In and ol itself may defer would-
be mentors (e g.. where there are very lew mnorty women ina
class or depastment),

® Minority woman may »ave research Inlerosts that tall outside
the ‘‘malnstream’ ot thelr discipline and are considerad
‘isky'’ by senlor parsons;

® Minorily faculty may bas asslgned o '‘iringe’ dsparimenis
andior moved Into administrative poslifons bafors they have
bullt a substantial research base; and

® Minority faculty who do hold sentor positions {(and who would
lhus seam Hksly as prozpeciive mentors) may be heavily
burdened with committee and other rosponsibllitles and
therefore hasitant to *'lake on’'* a protege.

Moreover. because they may fe®l separatad from olhér women by
race, and from mincaty men by sex, mnority women may have some
menlorting needs unique to lher Situalion in a department or instituttonal
seluing One sludy. 105 example sugnesls thal in addition 10 career men-
tors, minordy women may benahit greatly from relationships with other
minonty women—peers and members of other departments—who may
more readily ullilt soms mentonng roles such as those ol conlhdanl and
counselor. !

In the case of Black women, Black $oronhes offen plav a signilicant
pert in providing Just such support Because campus chaf '9rs are spon-

+ R



sored by community chapPlers and members work onjoint prajects, these
orgamzations provide a umgue conlext hnking Black womer: studenis
with Btack professional womesn Commumity or “graduate” members
often Prowvide intormal adv.ce ang gudance, and freduenily make moreg
formal Presentabons concerming then own professional development

DISABLED WOMEN

Dhsatlec women often encounter all the barners to mentonng taced by
wamen trom Other special groups and adaitiony barrers as well On the
one hand. disabled women iand men; are the meost “invisible'
newcomers on campus they may be more likely lo be inadvestently ex-
cluded lrom informal interachons than any other c2mpus population—and
thus to miss out on the kind of interchange thal can jead to mentoring
refationshios  On the okher hand, however, disabled women students
and faculty are olten the most *'visible'' as “dillerent * Thus. would-be
mentors may be particulady uncomfortable in dealing with disabied
wamen, esPecially it a one-to-one relatonship Seeng the disabled per-
son primanty m terms of imdations. they may not only doubt the disabled
woman's abiiity to succeed. but also fear thew own inadeguacy fo menter
someone who 15 Ikely lo need special assistance Of accommodations
vath which they are unfamdar ¢~ I

Disabled women may also face a number of ather praoblems which can
interlere with the development of a mentonng refationship They may be
physically 1s¢lated from proiessds and peers for example, while par-
tcukar classrooms may be accessible, prefessors’ offices, corndors
where colleagues generally teach, and tess formal meehng places—such
as the graduate or faculty lounge—may be inaccessible Moreover, if
disabiikes include heanng of speech problems, the éxchange of informa.
fion and 1deas may require special attention

PROBLEMATICAL ASPECTS OF MENTORING
FOR WOMEN~

Paradoxical ag it soynds, mentoring can be negalwe as well as
positive the wrong kind of mentonng relabonshib--0r mentoning rela-
tionship with the wreng person—can undermine rather than enhance the
navice's persongl confidence and career development Some semor per-
sons may wish to help a newcomer but inadvertently do the opposite.
some mentonng relalianships may suffer from covert, di-recognized dil
ficutlies, such as a Pfolege s overdependence or a mentor's need o
control. and some supposed mentors may disguise an actual desire thal
the newcomer fall—either because of simple hoshility ar becauze they are
really pushing for another person's success While men as well as
women nead to be alert lo the possibility that the wrong menlor may be
more hurtful than hefphul, wemen may be especially vulnerable to certain
kinds of "negative mentornng *

Tradional somat roles renforce & view of women as heipers rather
than achievers. and may skew h.e balance between the protege s and
the menlor's needs Thus. In some nstances. a woman mentored by a
semor man may be seen maore as a “teacher’s pet” than as a potential
hew Some menlors may “patarnakshcally regard  [a) female student
as a charming Bitte girl who does her lessons well but cannot hope ever
to grow up and do a man's wark “'** Both women and their mentors
should be alert to the following potential problems

® Some mentors MAY mispercelve tholr protege’s potential and
set goals that are loo high or fow;

® As the mentee grows and develaps professlonal stalure, men-
lors and maniees may find I difficult to et go. ar move to & more
colleglal relationship, thus increasing the bkelhood that the
mentea’s development will be stiflad or that a savere breach will oc-
Cur.

® Mantors may dellberatety or Inadvertently use the mentoring
relalionship to get help with and recognilion for thelr own pro-
jecis at he expensa of the mantee's recogniilon, Interests and
achisvement;

® The menior's own needs within the system may tske
precedence over the protege’s needs. For example, rather than
clanfying options for the protege, the mentor may try t0 pressure
the mentae to do research v a particutar area in order to enhafce
the mentor's own standing:
The manior may give welk-inlentionad and correct advice on how

Q
E MC 10 gei ahewed but at the expenes of the protege’s own ressarch

interesls—far example. by dissuading the mentee from pursuir,
tesearchun newer and controversial areas. such as Black Studies or
Woman's Studies. and

® Tha mantor may lose his or her own slalus and power within the
institutlon. thus futling a woman protege at nsk unless other senicr
persons have been made awaie of her abililies

Because womun may be wewed primanly as sexual pariners ralher
than professional colteagues, mentenng relationships may be viewed by
some as sexudl laisans rather than genwne helping relationships  Add:
tanaliy, when a sexual relalionship between a mentor and protege does
exst, il can often be calamitous for the jurior Person far a sumber of
reasons such as the followmng

® A woman protege whose menlor seeks a sexual relaflonship
may begin to question whather her Intelleciual ablilles or her
sexual zllractiveness [ed her to be *‘chosen’’ as & prolege In the
firsl place, Ralher Ihan enhancing her seff-conlidence, such arela:
tienship can raise doubts that undermine

® Sexual “Indiscretlons” are usually forglven men, bul held
agalnst women. Even lhe hinl of 2 saxual iaison can underrine a
woman's professional repulation—and reintorce_others’ views that
women's abihikes In professwenal pursuils are secondary

¢ A woman Involved in a sexual relationship with & senior col
league is likely to lose the support of her peers. They imay envy
the woman's access to a semor person and:or atiribute her own
achigvemenls to him Moreaver, they may see such a lasson as a
violation of confict-of-interest rules

# ! a sexuai relationship ends, Ihe prolege ususally lozes bofh her
tover and her closest advisar—wha may, il he has been rejected,
purposely uss hls stalus and power ta hamper her advance-
ment.

Women's "outstder slalus™ in the university sometimas makes Il dif-
ficult gr impossibe for semor women to be elfective menlors. Often,
women students and junior faculty will naturally look frst to other women
on campus as polential mentars, presuming that sanior women will have
the knowledge and power 10 sponsor them effechively, and will also have
the novice's best intarasts at heart White lhis 12 to be hoped for, it may
nol always be the gase Women seeking only women mentors may sonis-
tmes encounler ihe foliowing problems.

® Some senlor women faculty membars may not have the stalus
on a particular campus to he offectlve mentors, especlaily In
large research Institutions where women may be assigned
heavy teaching schedules, while men of the same rank have
greater opportunitles for research and publishir g, and are judg-
od 10 be more succossful.*’

#® In soms lew Instances, senior women {or men} may not hava
come into any working relationship with lhe *'powers that be’
on campus. Someltimes angry and bitter, such persons may be able
only o criticze bul not io Influence pokcies and Practices Being

mentored ' by such a person can put the mentae at nisk of becom
ing an outcast as well as an outsider

As Mary P Rowa. Specul Assislanl lo the Preswdenl at the
Massachusetts Inshtute of Technology. explains, "Women need meniors
nat only of thew own race and ¢ex. but of the race and sex thal com:
mands the gnvieonment in which they are lrying to become compefent "=
Thus, a vanety ol mentorng arrangements and stralegies may be ideal

CONCLUSION

Tho current myth 15 that everyone needs a mentor tor success. that
averyon® who makes it has a menior ' Certanly. mentoring ts not a
panacea for every agademic and caregr problem Howaever. lew would
deny that newcomers to academe can gain much from mentoring fela-
tionships  Although In The past mentonng n academa has oiten served ko
keep the real newcomers—such as women and minonties—outside the
nner circle,  ndividual women and men. nstilutions and organizafions
can lake many steps to make mentoning available o woman, and lo pro
vide newer mentonng allernatves The maodet progra:ng thal follow sup
gest several ways to address women's menloring needs Esch combinas
within itself the use of diverse campus incentives, resources and support
gystems

a
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MODEL PROGRAMS

Modei Piogram ¢1

AN INFORMAL INSTITUTION-WIDE APPROACH™

Based on e DremMee that women ol banedt mout nok from
SPECal Mantorning [rigrdms deanined unly tot somen Lot ratkax
trom  an 2xpicd leg tmuls O tharl e nght to gudance @ a
SpOnsars I gundaie e DIograms tor al pauor persons e
Massachuot s inatiste of Lecnnology  his  Jdeweioped  an
Al gl Marmeacts o Lo ouldyl mentaeny or students
ity ma stalt D0 ow rformy! faas  draws logether the
G AL e St
& lepimabon lrom top adnmumstratosrs Muugh un e pled
5 Aoy gt Lt ote hetlanyg resdurces should be provided 1o
All sl Bersul dn n matter of Cuwese

# lostehing networks of women tnal Cup shard ntGrmatui
D0 2e SunlOrl eacr skilg ang e Uk Tudede ang sPon
rors tor thed members
® maintaining close relabonships between women $ net-
works and lop administrators au bl mraie admakatratoas
Aol i shut Women s Needs 203 Luloemny P e woiten
&l gotn g weT gie g O Row the ey otem works

& traineng and encovraging junior women te find thew own
quides and SpONSOrS &y Mmadh 11 2REGHE DBISONS [3LCR a5 A
Jed ¥ ar 3501 L fae preadenl resprhsbie for
G S G e Y 4n OF Lusu s e need Igr mentord and

Model Program %2

other Career Nelpet s Thus women b parbicular arg 0ol only
mavhe aware OF How menters and othior, can belp them bad
alsa know that the mstlubon expects them o s¢eh such
held and supports trer efforts (o do o uid
& expecting regular performance appraisals, or “‘menlor-
ship discussions.”” between every juntor person and his
or her suparvisorie g facully ad.ser. department head, at
a3t aCe a yodr to ingiude at 1 memmum JiIscussion of
o what e Lrude DOrsen has e oy
v how he or she coulg #mprove
v Ngw the superasor INKS the Rer-tn s 1L Fught Change
gl the nedd yearisi io meet deparimental needs and
e hiw the jumgr persen hopes e deyvlup in thes job andg mn
subsequent posihons
My P Rutve Spocia Assislant ty Ihe Fresident MIT noles
hat o fdGuity members  these diuCuasions dhould nciuge
iLafin 4PPTAIBals of he posshilities for prumoton and lenure
wertoys Of grant tunds denthcaton of gossible mentars  hoth
dathun and uabside the estitbun while Ly adnumistrators ane
IESEALR I0d suPDort sluh these discussions shuukd be specihc
ard detaied as o sirengths and wedknesses  other possible
sewt @o O hetd potenhaf career 1adders ™

HESEARCH MENTORS FOR MINORITY AND
WOMEN FACULTY™

Gegigtend 40 Pep P ty ard Aomen facuily badd rescarch
3% P aTCR5T 10 1 nelwork OF rewearuhers AN mpreve
Chanuer, gb Atlanng ter e 17 Droect at the City Unie@ialy of
g, Toli CUN T estabhist e 3 Gl ol seoarih teams vt
hended by +venhud The Srojest rdtlhed CUNY faculty mentevs
Lwh Fanged i rank Bom ass.star o fult professur but hag LRl
resparch expereroe Ath aet ok SEHOJEFS OF nahonal repltalan
wam thee GUNY system  (Smatfer nsituhions might draw on
st alars e o1her LariLises » Eaur femr Derson had up ko 4
mentves  Mewr fudifes O the grugram—shich reaulted o
TuSkatuh pitpests  pubivabuhs  ffEaanlatons ol prilessond
Santgrenoas  and paidiveuks 1of Tarding - inciuded the folladany

& prostiga for the project gererated by support rom Lo, ad

TaSIrators e semtalions ¢, the oropect direstdr an in
troductory conference  and publedy that focused on
research 2ROkl

Model Peogram #3

# seiection of mentors based on recommendalions from
campus prasidenls and graduate cenlers;

# saminars by mentors aboul research in their disciplines;

& malching ol mentors and mentees based on mutval in-
terasts;

& supporl services for menleas In tha form of Seminars
focusag on proposakwriting. statisical methods. and
panel presentalions:

& devefopment ol preductivity critenia wilh payment of a
small stipend 1o the mantor and the mentee based on |ha
mantes's achievameant in maeling each ¢rilerion, and

& wsiddily for the mentess on their ewn campuses through
colloquia and other presentations

iSee Selected Resources }

THE CAREER COOPERATIVE: ONE MENTORING
ALTERNAYIVE®’

As deveioped by HERS New England tHigher Educabon
Resources Servicest a career coupefdlive Lonsets of 2 small
group of peopte who meet reégularly .n order to heip me:nbers
develop advancemsnt skills and share dtofmaton gnd Contacts
related fo the acadeawc 100 market it s both a mulual supgort
GHoup 107 parsens bulding cateers and i itd 10 deweloping « por
sonal petwork of aCademic women—and men—across inbhlu
tonat, professional. geographiu and generahonal lnes ™ A
career Gooperalive Showd clude hoks 10 semor feCully—au
members f possible as yuest spackers f not—in order 10 help
Juntor women iearn Lhe PoLkcai and s0Ctal dspects uf the profys
sin and the combetencies needed lo deal successiully with
them

Specikc achiviies undertaken by career Copperatives will vary
with diseipline and orgamizational setng. but should niciude group
discusson and skill-budding group exarcises jo deveiop

& skilis involved m getting & flrst {or subsequenl) ucademic

position for 2xample, vita development wilh a groups crlique.

interview practee based on the yuestions must commonly
askad af mlerviews for acadermic pesitions role-playing with
one person achng as job candigate and the rest of the group
ab o search commiites, entification and discussion of what
dems | aob offer are likely to he negotiable
& compelencies necessary for moving up th¢ academic lad-
dar ol instance. establishing new contacts based on old
ones analy 2oy your depurtmeantal or instilukonal Structure 1o
defing your Lurrént poston ond roules of access and also to
WJemify possible career helpurs, decding whom you should
tell about your achigvements. as well as whom should nol
he told about your disappomniments or {alures. delermining
what nds of tems you should begin compilmg m prepara-
ton for a tenure decision, oi¢
Speulie Exeruses dory with strategies for mewving ity ad
funsiratlon or seekng postiuns outside of academe arv included
A Wo man s Gude o Academe Maowny In. Moy Up. Mowng
Over by Martha Yolpin {Spe  Selected Resources )
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Model Program =4

A MENTORING PROGRAM FOR WOMEN STUDENTS:
A COMBINED APPROACH™

in order O raise WOmen » atadumi ¢nd CArear aapralions and
to lessen the effects of sex-Sleredlyfing on ciréer chowe the
State Urversity of New oy orh Colleyge at Cortland estabiisheq
careyr development progfam tor women students MNing women
favully ang adminastiators who came o be known as the Home
olatt worked out g thres-part model wiuCh brought togetnsr
coursewdik nlensie  adwsing merdenng by Home  Stafl
members and gues' wutures Dy wonwn Professonals These
WmPunents were comitangd throughout he program as follows
® 2 lwo-cradil stralegy course exposed women students to
nonfradihonal career oPhions  encourajed them to tahe

¢ ses i nuntradifional areas ond helped raise ther
awarenss about Cereers and ke styles Courses included

LU aumedil guest speakers each term n discuss ther
Ll and 05w er Jueshons and home Staft members ad
dreseed Lulh Persondl and Professional osues by discusaing
such malers a5 therr own vareers and fe styles modes of
entry tto thew current poston eic The course alsg re-

Model Program =5

Quired studerds 0 nierveew three prachboners in a career of
interest 10 them
® a mentoring compenenl using the lacully-studenlt adwis-
ing relationship as the basis lor intensive censultalion
between womeon firsl.year students and Home Siaff
mambers. Meetng ndividually with most adwisees al least
8-10 imes ¢ semesier Home Stafl members discussed
ssues such as Personal strengths and weaknesses in rela-
hon to career goals, and also served as sounding boards, in-
formation resources. and rols models
Stugent  partCipands showed significant  grow*t i self
cenbdence, increased expectation of hawng the same. ireedom as
mun {0 pursug arange of careers as well as leadership positions,
and a more reahstc view of the labor marke! Moreover. women
faculty partcipan!s found that they me! women in other depart-
ments and exPanded thew vwn network of frends and alhes (See
Selacted Resources' o program feport

PEER ADVISING PROGRAM™

Cesigned to helo women students leain 10 be and 10 seek men-
Ior3 Und other resource Persuns the Peer Advusing Program at
Atvetne Cullege 1Wl o . arb ol an uverall 2ot which els o nciuge s
a professional advisGr 1 tauully 3advsor Myor elemonts of the
program anclude the tosoaing

® selecting peer adwsors Irom 2 pool of studenis com-

pleting their second full-time semester who rallect ¢char-
acteristics of Ihe student body populéwon and who have
shown appropriate skills in bandiing their own first
same ster:

SPECIAL MENTORING PROGRAMS FOR WOMEN: LEGAL
AND OTHER CONSIDERATIONS

Tdte 1X of the Educaton Amendments of 1972 allows the
development of formal meMonng Programs workshops or other
alternatives designed especially lor women However any sucCh
oftenngs must be atso ofen 10 men For a discussion ol single
sex programs and Tille 1X see Singte Sex Organizabons and Pro-
grems Under Titie 1X Project on the Status and Education of
Women. Asscciaiion of Amerncan Colleges. 1975 s

Some favor the development of specal programs amed at
women. olhers maintain that women will beneht most Jully from an
nstithtional environment which expects anc fosters the mentoring
of all umar persons by all semor persons, and also altends to
women's parbicular eoncern3—such as the need 10r women's nel-
works on campus *?

ERIC
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® training peer advisors through a summer workshop as
well as & serias of mewlings dusing the school year;

¢ providing peer advisors with wrilten guidelines. and train-
ing them in role-playing and other ltechniquus, to aid
them in helping menteas—and each other—wark through
typical problems, and find resources on £ampus;

® pllaring pe¢r advisors and Ihew menteas back-up
assistance from the counseling cenler and from
academic advisors.

ADDITIONAL RECOMMENDATIONS FOR
INSTITUTIONS"!

GENERAL RECOMMENDATIONS

% Issue a poncy statemant=—rerlerated lorrrally and infermally m by-

laws, speeches. discussions with deans and department chairs—
that sermor persons are expecled to provide helping resources to
all juntor persons. meluding women and nunonbes. Designate
for gean bty B mmpdanntabon mondonaeg e b ssvaboatm, ) s pONCY
to g brer andenfal mRdnt Rrosost o v pitees i o e ademy af
tars

Raise campus awareness about the importance of menloring for
womean by such stralegios as publishmrg articles i the campus
newspaper and faculty bulletin. and discussing Ihe issue W lacyl
ty maalings.

include developmenlt of Junior facully andior mentoringfadvising
ol siudents as crilena in overall evaluation of faculty perform-
ance.

Ideniily, by departrnent. faculty and admimisirators who sra wil-
'ng to acl as mentors lor women students and juntor faculty
members, Disimbute s st e ol women  umor  laculty
utrergraduate and deduate studonts pubkaize its avintathisty o the
faculty hultetir ang O apRroDe ¢ ANNel

Eslablish lraining programs Ihrough the faculty developmont
canter, plecement office. counseling center or alsawhers to help
facuilty tearn how lo be eflective mentors for wemeon studenis and
colleaguos (Ciude Sesmons on lemr. such as grant wobng vty
preparation and arbcle Subrmssion




Encourage junior facully—and sludenls—to seak mentors both
within and outside thelr own depariment.

Seek out senior people who are Inlerested In halping to devise
mentaringladvising programs and provide them with release hme,
or support stall. as necessary

Support the membership of women faculty in women 's caucuses,
committess and special Interest groups of national disciplinary
assoclations by providing funding, reloase llme and recogaition
for their participation in campus media.

PROMOTING "TRADITIONAL’ MENTORING FOR WOMEN

While it may be ihe case that a true mentonng relatonship grows sponta-
necusly and cannot be “forced, " instiutons can develop Brograms and
foster environments :n which fradtional mentonng 13 more kkely 10 1lounsa
—and more hkely 10 include women Selected approaches to mentoring for
women faculty and students—as well as some more general proyrams for
junor persans—are descnbed balow

Faculty

Encourage a **set'' of academic mentors lor each antering juntor
faculty person which Includss persons within and outside the
Jepartment and Insiitution who are familiar with some aspect ol
each Individual's flald. MIT has encouraged such a system or infor:
mal cotinectons

Assisl each new faculty member In Idenllfying a senior faculty
*'buddy’* in a dapalftment other than histher own.®® This will help
jumor faculty gan a wider insttutional perspechve and will also pro-
Jsde access 10 a semor person who need not make a dec,sion about
whether to plomote the newcomer. or compete with her or hm for
department rewards (Faculty a2t farge research snsttutions can be
helped io knd buddies n thew held outside tha inshiubion )
Establish 2 two-stage mentoring program In which newcomers
are initially paired wilh a senior person {(host) of tae same sex and
race and then helped by Lhat persen te find mentor(s) with di-
ferent strengths throughout the organizalion.®* Such a program
can take accoun] of womens and minonkes sSpecial mentonng
needs, and at the same tme facihitate access o appropnate menlors
at all feveis

Studants

Help studenis sesk mentors in prospeclive career areas by mak-
Ing mentoring an explicit component of Internships, externships,
and volu ntesr work. Ensure that both students and thex SDORSOrs
Lnow what 15 munmally seGuired. and Provide them with suggested
questons. guidetings or other materals.

Sat up a mentoring program specifically for students who have
not yet deciared majors. Realzing that students who did not have an
adwisor n 2n academic dmgion mght not see any adwsor at all, the
State University of New York at Oswego iniiated a Menionng Project
for lreshmen Specially-lranad faculty (who recewve ment pay for ther
participahion) and 2 group of admunistrators provide students wilh ad-
vice and gwdance {Following estabhstiment of the program, the atin-
ton rate of undeclared freshmen dropped from 11 percent 1o 4 per-
cent )*

Use alumnae to mentor women stasents. Wheaton College’s (M7
Merior Program parrs juniors with aumnae who can Prowde studems
with knowledge about specific fiskls or occupatons, introduce others
who can offer career gudance. and ofler adwee and support in work-
related mattars. as weil as a sense of how personat and professionat
goals can be integrated

Traln resident advisors to fulllll soma menloring sofes for under-
graduales.

PROVIDING ALTERNATWES TO “TRADITIONAL" MENTORING

In

addition to estabhshing tradibonal mentonng programs, nshtubons

and campus greups can Browide jumor womadn {and men) with access lo
the wind of informaton menters usually prownde through a vanely of alter-
nalives A number of these are dascrbed below Some are clearly de-
QO for facutty, some for undergraduales and some for Qraduate
E lC‘ents, but many can be adapted to help women at all levels, ncluding

Aruitoxt provided by Eic:
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Alternatives for Fagulty and Slaff

Sponzor career counseling workshops for junlor faculty and
women {and men) aboul 10 complete Ph.D.'s Inctude nformatian on
academic women's career paths and strategies lo promote advance-
ment, teach Skills such as interviewsng, .::a Prepasation, and contract
negatiahon, show participants how fo expand thew current contacts
mto networks of academic women in related disCiplines A suggested
agenda for sych a workshop 15 included m A Wo/man's Guide to
Academs Moving In, Moving Up, Mowing Qver. {See “Setectad
Resources "

Use & faculty "growth conlract'’ developed by sach facully
membar In ¢consullation wilh the department or unit head to help
junior facully clarify goals. strengths and weaknesses, and
rasources needed for development, in the conlext of departmen-
tal and Instilutlonal needs and goals**

Deslgnate responsibility for counseling faculty about career
davelopment to a speclfic person. Severat colleges in the Great
Lakes Colleges Associanon, for example. have designated a
respecled faculty member 25 a consultant I Provide confidential hefp
1o colleagues about issues connected with teaching, research and
general career planming

Bring together small groups of facully, Including both senior and
fursor men and woman, for Inlormat discussion ol a campus iLsue
or problem, or to discugs ther own careers and how to navigate the
system This will aliord a context ior one-onvone inlerchange, and
give senior fac ity a chance to get to know newcomers from other
depariments

Provide mentoring information to small groups of women. by, lor
exampPle, taving semor Persons discuss the institution s promoton
Procedure with several jumor faculty

Suppor! the formalion of a network of alumnag that can work with
other netwe-ks and groups on campus t0 enhance ~omen's
advancement in their own fields an d fagilllate thels transllon from
academe to omploymenl Graduates of Barnard College (NY)
establshed a group cafled Bamard Bustness and Professional
Women. Inc (BBPW) Members meet tr share micrnaton, buld skills
and exchange contacts The group also works with the Office of
Career Services and' the Barnard internship Program—as well &3 wilh
incividual tacuity members

Encourage the development of broader nelworks of women, such
as those within consortla or reglonel groupings. The Great Lakes
Colleges Association’s women's studies Program. for exampla. fre-
quéntly bnings together women scholars froin several campuses

Ensure thal womnen classilled amployees have access to the kinds
of Informatlon about advencemsnt oftan provided by nantors. The
Univarsity o Wisconsin (UW) at Whilewater. for exampte. offers a
course called “Stepping Stones fo Management” lo assist women
employees n devaloping the skils needed for Career advancement in
the UW sysiem

Alternatives for Studsnts

where possible, use ax-ing activitles-—such as academic or pre-
professional advi~'rg, irtornships. Independent sludy courses
and Interlm cet . zeu-=it- incorporate mentoring aclivitiss.®”

Offar a course that will grovide an gverview of the Institutiun, glve
the siudeni 2 sens2 of how she can deflne and meet personal
acadamlc goals, and learn about resources she can use lo
negotiale the systam. The University of South Carolina at Cofumbia
{USC) for example, offers “"Unwersity 101 The Studenl in e
Uriversity " Faculty haip studenis evaluate what they want 10 learn at
USC, provide an overview of thes own discipline, and introduce
sludents 10 campus and community rasources.,

Offar seminars and othsr programs to help students explore
academlc and career opllons. The University of Denver (CQ) for ex-
ample, offers a freshkman colloquium which includes feclures, small
group meetings and mdividual goal-sotiing nterviews wilh faculty. as
well as a four year career developrment program in which each sty
dent is assigned a laculty and peer advisor &

Sponsor a panel or guest lecture series In which successful
woman from a varléty of llsids focus on how they made acsdemic
and career cholces, how belng & woman affected thelr caresr



development, and related issues. The Cenler lor Research on
Women at Stanford University (CA} 10r examgle. sponsors a senes
called “Women at the Top The issues They Face ”

® Publish articles aboul successtul women at your instilution. The
MSU Woman al Michigan State Universty includes a regular sectior
oh “Womean Achwevers " In addition to noting each woman's current
position. the column gffers bnel descriptkons of recent accomplsh-
ments, previous pubhcatons or awards and biographical data. Such a
column can help women studenls jearn about Ihe steps m a suc-
cesstul academiC career, and can also serve as a "list' of potental
mentors

& Pudligh & jist of women facully In a handbook geared to helping
viomen students know thelr campus. Those facully whilng to 2o
contacted by vtudents seeking advice might be listed.

Alternatives for Women Graduate Siudents
{Many of the recommendabons hsled for studenls and for taculty may
also be approphate lor women Graduate studenls }

# Ensure lhat advisors are comfortable In working with women and
committed to helping women achleve professional success. En-
courage advisees and advisors 10 swilch 1o others in the department it
thewr assigned relatonsiup s unproductive,

« Establlsh networks and other activities tha! will bring tegether
women graduate students and wumen facully. Michigan State
Unwersity, for example. has a Graduate Women's Network which
meels monthly and mcludes actiates such as panel discussions by
senigr women faculty about how to acmeve m the system

# Develop and disseminate written malerials that can serve as
“paper mentors’’ lor women graduate students, 1o include such
informaton as what departmentabinshtubonat reSources are avalable
for research and how o seek them, how to apply for a research of
teaching assistantshup. etc  Materals might be developed on botn the
deparimenial and the mstiulional level

& Establish department guidetines for placing graduate sludents
who are compileting degrees In order to provids some of the
kinds of Informatfon and assistance mentoring often alfords. For
example.

» designate a semor person as Placemert Adwisor,

* hold a meeting to explain how 10 seek a job and the depart nent's
own methods for handiing job inquiries.

* ensure that placement ofhicers and others ar¢ prepared to heip
women candidates seek adjustments in any offers they recewve
which do nol provide the salary. status. or olher advantage. a
man i thewr Position might reasonably expect. and

» mlorm students about how to make use of associahion oppor:
tunihes and conwder departmental actions 1o increase therr
usefulness for students

PROGHAMS AND ALTERNATIVES ESPECIALLY FOR WOMEN
FRDM SPECIAL GROUPS

Instituhonal policies and Programs dealing wath mentoning or alternative
ways of providing nformahios. should specificaliy inciude coMponents
relaling to special groups of women Women in these groups should also
be encouraged to participate v networks geared to ther particular
needs

Women In Nontraditional Flelds

& Adapt the principle of “'peper mentors'’ to spacHic problems
faced hy women In nontradilionst areas. The newsletter of the
Caucuys for Women in Statishcs, for example. includes a colurnn
which brielly descnbes a protessional/advancement situation made
chfticult by being a “woman in a man's worid" ang publishes readers'
suggestions for how best 1o deal with the problem.

# Initiste & speclal Internship program to mstch women under-
graduale or graduate studants In the sclences with profes-
slonals working in specific areas. The Women's Network In
Science and Technology based at the University of Minnesota, has
dong this.

¢ Support the developméni ol panels and netwerks for woman In

,  nNontreditions! aress, Include women al Several levalg-n g..
- graduate slute.ts, through sanior laculty. The Center lor Continy-
E lC Ing Education at the Unlversity of Michigan. for instance, has a

A v 7ext Provided by ERIC
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Women in Science Program that includes formal workshops, infor-
mal access lo women proleéssms. help in finding internships, etc
Include mentoring respensibliittes a3 a criterlon for special
awards ar.? {fellowships. The Natonal Science Foundation's
Visiting Pratessorships tor Women in Science and Engineenng. for
axample, cites menlonng as one of the lellow's résponsibilities

Older Women

Set up a peer menloring program especially lor relurning
women sludents, either alone or in confunciion with other advls-
ing services. (See Mode!l Program 45 )

Establish a mentoring program for older women who plan to
enter or re-anter the work force. The Center for Displaced Home-
makers at Sealtle Community College {WA) sels up informatonsl in-
terviews and maiches volunteer mentoss from the business com-
mumty with displaced homemakers Materials are provided to men-
lors and me~tees with suggested topics for discussion refated to
the mentor's ¢wn cafeer path. skills the mentee will need, and
similar matters

Encourage Particlpalion In networks lor returning women
sludents.

Minority Women

Establish a peer counseling program for minority students lo
help minorlly group members learn the academlic sysleim by
working with a person from thelr own background who his
nagetiated H well and shares thelr special concerns. Michigan
Slate Universily's (MSU) Counselng Center matches clents with
undergraduate volunteers.

Deslgnate a counselor to help guide minorlty women—and
men-~lhraugh the system and provide information on how lo
manage common prodlems. such as need for linanciyl
assistance, difliculty In juggling acadamic and femily respon-
slbilities. Michigan State University (MSU) offers such assistance
through its Mult-Ethnic Counseling Center Alhance. a branch of s
counseling center.

Support the dévalopment of an alumnae network for minority
women. Douglase College (NJ), for exampla. has established a
Black Alumnae Natwork and Black Alumnae Resource Bank which
knk students and altnnas through projects and presenlations The
Bank also affords the opportunity for one-on-one advice and infor-
mahlion

Pair minority facufly who need 1o build research cradentials-

with senlor scholars. (For a more complete description of such a
program. see Model Program. #2)

Support memberships of minosity women lacully in newly-
lormed natlonal networks 1or minorlty women In higher sduca.
tion, suct as Hispanic Weomen in Higher Education. the Black
Women's Educational Policy and Research Nelwork, and similar
argarnizations,

Disabled Women
# Help establish links betwesn disabled women students and suc-

cessiul digebled woman in the workpiace. The Office for Disabled
Students at Barnard College {NY) does so on an informal basis
Ensure jhat Inlormal departmantai actlvities which bring
together junior and senior persons—such as open-fousen for
majors, professoristudent rep session® gver lunch, esic.=-are
held In places accessible to dlsabled perscns.

In progrems whers non-dleablad studenis assist thase who are
disabled (for sxample, se “accommodative aldes™), include In-
formaetlon on pesr mentoring ee part of the aldes’ training.
Work with orgenizafions that can link disabled studfsnis with
disabled practitionars In thelr caresr srpas through summer
positiona or internships. The Projec: on the Handicapped in
Science at the American Associalion for the Advancement of
Science, tor example. acts as a cleannghouse for inlernships Ir the
scences, publishes a direclory af disabled scientiste, ard, when
pcssible. malches studenis and prachboners according lo
geographical areq, discipline and disability

Hslp faculty overcoms concerns tiboul how o manior disebled
ztudents by establishing conte:t with professors who were
disebled or who have worked wita disabled students. The Pro-
jest on Ihe Handicapped in Sdencas {noted above) wi. put facully In
toucliwig other protessors in thelr fiald who hava done 80
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RECOMMENNATIONS FOR ASSOCIATIONS,
DISCIPLINARY GROUPS AND OTHER ORGANIZATIONS

® Issue a policy statemant—raitarated formally and informally—

that esnior persons are oxpectad 1o mentor Junior persons. In-
ciuding women and minorities.

® Maks mentoring and provlding infermaelion an esisblished part

of annuel mestings and other evenis whare junlor and senior

people are likely to be brought together. The Amencan Assoca-

tion for Higher Education’s {AAHE)} "Anne Yates Sociely” provides

a group of “old hands" who volunteer to help newcomers get the

most out of the AAHE's annual meeting. The Amencan Collage Per-

sonnel Association (ACPA) and sts Standing Committee lor Wamen
have featured a host of mentonng achwities, such as

+ providing apecisl "'mentor’’ n+ietag stickers io asnlor per-
sons who are willing to share experience and offer advice;

+ offering formal panel sesslons, some designed sapecially for
women, that focus on mantoring anc developmant issues for
recent graduates and naw professionats;

+ scheduling brown-bag lunches and other I[nformal get-
togethers {or mentors and junior persons;

* [ncluding seaslons on speciilc skills for advancement, such
as one on how to write tor the Association’s journal, led by the
journal's editor and board. Such sessions also provide oppor-
tunbies for asking questons, establishing personal contacts

@ Establish helping relationships acrass cempus lines; The Great

Lakes Collegas Associahon, for example, 1s currently setting up a
program through whicn juror faculty on cne campus will be men-
tored by semor persons from other colleges i the consorhia
Desgned in part to expand the sempr experts available to junior

faculty on small campuses, similar approaches might also help over
come the "shortage™ of women mentcrs on a given campus.

Hold workshaps for Institutional decislonmakers responalble for
Implsmanting mentoring programs on thelr own campuses. and
provide consulting services.

Establish a clearlnghousa to maich potentlal mentors end
mentess based on areas of specialization, research Interests,
usagrsphical locelion or concers for speclal popuisiion groups.
Pubiish malerlais that can serve as 'paper mentara' by offer
ing women ""insider information’’ on how to advance in a given
discipline. Thase maey taks the form of books, pamphists, ar-
ticies, workshop guides. [See “Ssiecied Resources” for ex:
amplas.}

include articles about women and mentoring In the journal,
newslatter or othar publications.

Racognize persons who have been outstanding mentors at
specisl awsrds ceremonles, In Lablications, and at plenary ses-
skons.

Support research about mentoring for women and other new-
comers in your discipline.

Organize formal programa and informal soclel aventa whars
woman ready to move up the iadder can meet with people
altuady at the top. The Office ol Women m Higher Education at the
Amenican Council on Education (ACE) does Ihws for women ad-
minisirators through s National [denbficaton Program. (See
“Selected Resources,™)

Engage retired members in mentoring program for women. The
Office ol Women in Higher Education of the Amencan Council on
Educahen {ACE) does this thiough Semor Associates of the Na-
tivnal Identification Program




'See. 1o¢ example. Elxne Eb-Khawas, ' Ciferences n Academuc Development
Dunng College. Men and Women Learnng Together A Study of Collage Studsals
 the Late 70 5. Oikce of the Provost. Saston University, Apnl 1980 pp 7-8. and
Nancy E Adler. ' Women Students. 10 Joseph Katz and Rodney T Hazinedt. eds |
Scholars i the Making. The Develcpmant of Graduate and Professional SChools,
Balinger Publsting Company, Cambndge. MA, 1976, pp 202-203

1For an overview of 1his problem. see Robert J Meages and Wiliam M Exum,
Barrrers to the Progress ol Women a7 Vinonty Faculty. Journal of Higher Educa-
ton. MarchiApnl 1983, vol 54, No p 124-25

Lk § Hovmg. Foreward 10 A Womans Guda 10 Acadeine Mowng In, Moving
tp, Mowng Over By Maitha Tolpm, iligher Educabon Resource Services-New
England, 1981.p w

Ins thos pager. the term menlonng will Be uses I ihe widest possible sense to
rafer to a vanety ol informabon, gudance, sponsorship and other helping activites

Mn parl because mentotng 1S defined 1n 50 many differént ways and encom-
£Asses S0 Many kinds of activiies. research on mentonng. especially n academic
sefings, shows different effects on career advancemenl FOi an overview of the
Queshons raised, See Jeanne J Speler, ‘Role Models. Mentors and Sponsors
The Elusive Concepts,” Swigns. Vol 6, Ne 4, Summer 1984, pp 692.712, and
Sharan Mefnam. ‘Meniors and Proteges A Crical Rewew of the Literalure.” Adult
Educaon Quarterly, Vol 33. No 3, Sphng 1983. pp 161-73.

Much of this discussion 15 based on Kathfyn M Moore, “Whal te do Unbl the
Mentor Amves. Nahonal Assccahon for Women Deans. Admmisiralors and
Counselors, Washinglon. DG, 1982

TEven the cournts. (n cases invohwng dispanty m academ:c safanes of 1he demal of
lenure, tend 'o defer o The pnmacy ol Srolessional peer $yStems mBauging the ac-
compishments and potental of 1S members For further discusson of ths 1ssue,
see James V Koch, "Salary EQuity Issues in Mgher Education Wheve Do We
Stand? AAME Bui'stin, Vol 35.No 2 Ot 1882.pp 9-11

+Seif-image versus Professonal image The Rules for Success.” a prasentalion
by Elien Henderson, as reporied n Newsietter, Cenier ior Continuing Educahon of
Women, University of Michigan. Ann Arbor, ML, Vol t5 No 1, Spang 1982, pp
34

“Conversaton with Artene Kaplan Danwals, Prolessor of Sociokogy. Northwestern
University {IL)

*See, for example. Birt L Duncan, Mmonty Students 1n Scholars i the Makng
The DevoloPMant of Graduate and Professional Stuctants, especially pages
233-240 (See noie )

"See, fof example. Nancy E Adier. ‘Women Students.” tbid., > 209

"Thig problem as it relatas to women graduate students 18 discussed by Adler,
iwd,, p 203

“See. for example, James C Mearn and Sysan Olzak.  Sex Differences in the fm-
phcatans of the Links Between Maor Départments and the OccuPational
Structure. 1n Pamela J Perun. ed , The tUndergraduate Woman. lssues m Educa:
nonal Equiy, Lewmington Books, 0 C Heath and Company, Loxngton. MA, 1982,
pp 291-83

"See, 10 example, Menges and Exum. pp. 135-36, and Ad Hoc Commuttes on
the Educahon of Women at Opertn. * The Educabon of women at Oberlin.” Ofiice
of the Provost, Oberhn Cottege. Obarin, OM, Aprd 1880, pp 33-24

“Fof disCussion sae Adier, pp 203 and 209, and Mary P Richards, Womenin
Graduate Educahon.'” Commumecator, Vol 13 No 8, pp 101t

"See also Mogre, note 6

"Dancel J Lewnsan, The Seasons of 3 Man's Life, Ballantne Books, New York,
1978.

b, pp 96 ang 238

*IFof further diseussion, see Rosabeth Moss Kanter. Man and Women of the Cor-
poranon. Bast Books, New York, 1977, pp 182-83

#Seo, for example, comments of facully menlors in Women's Academic arnd
Careor Choicos. Report of a Career Developmant Program at the State Universily of
Hew York Cottege at Corltand. February 1980. pp 3-4. 18

"Mary P Rowe, 'Building Meéntorship Frameworks as Part of an Effectve EQual
Coporturty Ecology “ i Jennia Fartey. ed | Sex Discrimnation it Higher Education
Steategies for Equeity, ILR Pubications Urision, Comell Unversity, Ihaca, MY,
1981, p. 27 and conversation wilh Sowe, March 7, 1983

"3ee, for éxaonple, A R Hochschild, “tnside the Clockwork of Male Caresrs.” in
Florenca Howe. ed . Women and the Power io Changs, McGraw-Hill Baok Co |
Hew York, 1975 and M E. Tigball, "Of Men and Rassarch The Dominan?! Thames
in american Migher Educabon Include Naither Teaching Nor Women.” Joumal of
Higher Egucation Vol 47. No 4, 1978. pp 373-B9 as cited in Speizer. p BI8
{Note 4).

Mpdier, p 198,

Hdid, p. 209

BLawion Wehle Litt and Darok A Newlon, "When the Mentor & a Man and Ihe
Profages is a Woman." Harvard Business Rewew, March-Apnl. 1084, p 58
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NOTES

RSea, tof ayample. M EdZabeth Tigball, “Perspectives on Acadenuc Women and
Attzmative Action.” Educabonat Record. vol 54, Sprng 1973 pp 130 35 and
Women s Colleges and Women Achievers Rewsded. Sgas, Vol § No 3, 1980,
op 504-517

*Efyse Goldstem. 'Effect of Same Sex end Cross Sex fole Models on the
Subsequent Academ.c Produchivity of Scholars, "Amenican Psychologst. Vol 34,
No 5. May 1979, pp 407-10 Like research on menionng in general. that on the
etiacts of women mentohng women 13 INcans:stent, with 50e studies indicating
that mentorng relabonshipS belween women students and facully may be more
persenaliy pnented and less bnked 1o advancement than relabonships 10 which the
protege 5 female and the mentar mate

M4 concise overyiew of these problems S Prowded by Menges and Exym. pp
13134

®lemce A Mokros, Sumru Erkul and Lynne Spichiger. “Menionng and Being
Mentored Sex Refaled Pattens Among CoBage Professors.” Working Paper #68,
Wellesley College Center 1or Research on Women, Wellestey, MA, March 1981,
pp 1%-12

wadier. p 217, and Mailyn M Hapner and L'ndaW Fazborg. “Women Admimis-
trators Cargers, Sell-Percephons, and Mentors,” unpublished conlerence paper,
Amencan Associahon for Higher Education. March 1979, p 13

>*Tiig tevm as apphed 10 Sponsarship was comed by Mark S Granovelter in an ar-
tcte of the same tti=. American journal of Sociplogy, Vol 78, 1973, pp 1360-80

¥Saea, lor example, Sysan W Cameron and Robaeet T Blackburn, “SPOnsership
and Academst. Career Success.” Joumal of Higher Education, VOl 52, No 4,
1951, pp 389-77

¥See, tof exanple, Moore and Eilleen C Shapiro. Florence P Haselline, and
Mary P Aowe. 'Moving Up Role Models, Menlors and the ‘Patron System.” ”
Sloan Management Review. Spning, 1978, pp 51-58

MThe lollowing categanies we from Shapro, Maselbne and Rowe. i, pp
$5-56

BThesw and simitar stems 8re discussed in "How to Get a Job" and “How o Keep
aJob, ' two pamphiets written by Susan Goldhor, formerty Osan, Natural Science,
Hampstire College. Amherst. MA  [For orctesng informaton. see “Selected
Reasources '}

*Aosalind Lofing and Yheodora Wells. Breakthrough, Women inlid Manageme.it
Van Nostran and Rehokd, 1972, as ¢+tedn Linda Philps-Jones. Mentors and Pro-
toges, Arbor House. New York, 1982, pp £39-40

"Goldhar, “How to Gel & Job.” pp. 1-2 (See note 32)

*These suggeshons are lasgely based on Mary P Rowe, “Building Mentorship
Frameworks as Padl of an Effective Equal Opporunity Ecclogy,™ Appendix A, ' Go
Find Yoursell a Mentor.” pp 102-4 {Sesnote = §

»Jean Thomas Grdlin and Clara Mayd, “The Paid Mentor A New Approach i
Golting Ahead.” AWP Newsheiter, Qclober-November 1979, pp 7-8

“Fur turher discussion See Aoberta M Hall, “The Classroom Chimate A Chilly
Ona tor Women?,” Project on the Status and Eduycation of Women, Assocation of
Amencan Coleges, Washington, 0C, 1982, pp 11-12

*Dana Crane. inwisible Cofeges Diff of Knawledy
munities, University of Chicago Press, Chicago. IL 1972

*Far 8 general discussion gt the problems jaced by refumng we ton sludants,
560 genes of papers on ré-entfy women. Project on the Status ard Edycation of
Women. Association of American Collegas, Washingion, DG 1980.85 7

“Carwersation with Deanna Chrtayal, Dean, Dmsien of Continuing Eddcaile o,
Hotstra University (NY), and Duncan. pp 23341 :

“Several of the ollowing POINLs are based on Deanng Chutayat and Anita Saskind,
*The Educational Research Qpportumimeés Program=—Fnal Neport” submitted io the
Nahonal Ingtitule ol Education, 1982, pp 3.7

*Robert L Dawis, Jr and Patncia A Gamson, "Mentorng I Search of a Tax-
onomy, ' unpubhghod masters thesis, Massachusells Instiuvie of Technology.
1979, pp. 40-41

“*Conversahon with Martha Redden, Dwector, Project on Ihe Handicappsd
Scrence. Office of Opporuniies in Science. Amencan Assocmabon for ihe Ad
vancement of Scionce, Washington, DG, July « " JB3

“Much of the fatowing 15 based on conversalions with Mary P Rowe. Specal
Asgistant 10 the President, Massachuselis Institute ¢! Technology.

HYlownson. p 258

“J K Block. “Gendar Extlerances and Imphcatons for Educational Pobcy ' In-
stitule of Hyman Devetopment. Unwersily of Casornia, Berketey. | 980, as crod in
Speder, p. 6899,

®Conversation with Mary P Rowe. Specil Asssient to the Pramdent,
Massachusetls Institute of Technology For lutihor discussion. 608 Rowa.
“Budding Mentorship Frameworks 25 Part of an Efin.aive EQual Qpportunity
Ecology.” p 27

+'Avadable as part of “The Trta I Packel. Project on the Status and Education of
Women, Association of Amerdcan Colleges. Washington, DG

n Scwntiic Com-
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Hiowe. "Buildivg Mentorshyy Framaworks as Parl of an Etfecive Equal Oppor
tunity Ecology,” pp 24-25

BAn artice of this 1dle, Lonsisung of witerviews wih corporate mentors and ihen
proteges. appewed :n fthe Havard Busmness Review. July August 1978, pp
89101

'This descnphon 1s based onRows:  Budding Mentorshup Framewcrks as Part of
an Equal Opportunity Ecology.’ pp 23 33

“ibid . p 28

*Tius descniPhon 15 based on the Educational Research Opportunihies Program a
Moject funded by the Natonal Inshiule of Education, 1979-1982, at the Ciy
University of New York (See Selecled Resources. p 16 )

*This gascnphon 15 based un Martha Telpin, A Wo man's Guwe to Academe
Mowving In Mowng Up Mowing Ovgr, Higher £ ducalion Rescurces Services—hew
England. 1981 (See ‘Selecied Resources. p 15

Hibd. p 3

“This descaphon 15 hased on Wormer § Acadenne and Careet Choices, Report of
A Career Development Program at State Un.wersdy of New Yors. College at Cor
tand Febriary 1980

*This descnplion s based on cewnumcahon with and malenals from Susan

Trobaugh. Advising Coordinator. Alverno College (Wi

*Seg als0 the reco datons ¢ontaned in Modet Programs. pp 9-10

“8arbara Lazarys and Martha Tolpin,  Engeging Jumor Facully in Career Piann.
g Afternatives to the Ext Intervew., Current Issues n Highor Education. 1979,
Amencan Associaion for Higher Educanon. Washington, DC, p 29

e,

“Convessalion with Mary P Rowe, Special Assistant to the Prestdent,
Massachusetts instiute of Technology, about a mentonng program developed for
Bell Labs

Mrorum for Libera! Educabion, November December 1981, vol IV, No 2,
Association of Amencan Colleges. pp $1-12

“For turther discussion, see Allan O Pinmister. Ji Sotder and Nina Verroca,

Growih Comiracts \hable Strategy for Institutionat Planning Under Changing Con-
dions?,” Current Issues in Higher Education. 1979. Faculty Careat Deveiopment,
Amencan Associghon for Highet Education, Wastington. DC, pp 33-39

¥'See Davd R Hiey, Facully Aoles in Gareer Advising ot Libesal Arts Students
Assocciahon of Amencan Coftegas, Wastinglon. DC. 1982 p 12

Mibid . p 19

SELECTED RESOURCES

PUBLICATIONS

Papar Mentors
The foliewing hst Provi-as a sampie of paper menlors, Some geared o sprcihc
fhiskds ahd some uselul across lhe disciplnes 10 additon 1¢ the46 isted, numercus
resources—as wel as bhefer artcles on advancemen? strateyes for women—are
often available from the women S commitiees and Caucuses of GsCiplnary orgamZa
tons and from education agsoctakions (Unless otherwise noted, orders for all
matenals must be Prepad }

A Handbook lor Women Scholars, May Spencer, Momka Kehpe and Karen
Speece, eds , Centes fof Women Scholers Amerncas Behawioral Research Corp ,
1582, paperback. 141 pages Avalante for $10 95 p'us $1 50 for postage and
handing Irem 1925 Page 51, San Francisco. CA 94117

A Survival Manug! lor Women (and Olher) Historlans. Commillea on Women
Histonans, Amencan Histoncal Asscciation (AHA), Washigton, DC 1984, paper
back, 70 pages Avatable o members for $4 00 plus 31 GO for poStage and
handing and to non-membears for $5 00 plus $1 00 for #7-{age and handling
from the Commitiee on Women Histonans, AHA. 400 A St S € , Washington.
DC 20003

A Wolman's Guide 1o Acsdeme: Moving fn, Moving Up, Moving Over. Martha
Tolpn. Highar Educabion Resource Sorwces (HERS) New Er Z:and, 1981, paper
back, 65 pages IFor 3 discussign of this resource, see Model Program g3, p 9
Available for $6 00 from HERS.New England. WeRssley Conege. wellesley, MA
a2y

"How (o G&l 8 Job'" and '"How to Keep a Job.” Susan Goldiorn Pamphiets. 15
and t0 pages Avadable for $1 50 each trom Goldhor, Center for Apphed
Regional Studies (CARS), 37 Souh Pleasant St , Amheorsl, MA 01002 (For fur-
ther discussion, see 100tnote 35 }

Productive Scholarship: 1ssues, Frobloma ang Solutlons, Frrthcoming For fur
ther nformalion, contact Mary Frank Fox, Department of SocwioQy. Unsversily o
Michigan, Ann Arbor. MI 48108

Shaping Our Destiny: Technlquas for Moving Up In Higher Egucallion. Emestine
M Copas, Helen H #iis. Patncia L Dwirell. M Lowse McBea and Betty J Whil
ten, eds, 1983, papdrback. 63 pages Indwdusl copes Avedable for $6 OO
each, orders of 10 or more tor $4 00 esch from Publication Services, Georgis
Centor tor Conbnuing Education, Unwversity of Giorgia, Athens, GA 30802

Up ihe Ladder: Women Prolesslansia end Clignts In Collsge Student Perscans),
Beverly Presser Gatwick, ed . Amorican Colloga Personne! Agsocaton, 1978,
paperback, 140 pages. Avalable 10 mombers lor $2 70 and to nonvmembers fof
Q ) trom Southem llnos Unverrity Pross, P O Box 3887, Carbondsle, (L
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Whal 1a GO unlil Ihe Meanlor Arrives! Kethryn M Moore. and Adminisicallve Pro
cedures. A Practical Manual. Jo Anne J Trow, 1962, papérback. 12 and 19
pages Avalcble as 4 packel, Professional Advancement Kit, 1o members tor
312 00 anr 1o non members for $13 50 from Natonal Associston lor Women
Deans. Adminstrators and Counsefors, 1625 | St, N ¥, Sute 624-A,
washtington, DC 20008

Other Publicalions

"'Bullding Mentorship Frameworks as Pat{ of an Effeciive Equal Opportunily
Ecology,”” and 'Ga Hire Yoursel! 8 Menlor,”” Mary P Rowe, Sex Discrimina-
llon In Higher Education: $trategles for Equallty. Jenme Failey. ed , 198¢,
paperback. 148 peges Awalable lor $7 50 %rom ILR Press. New York Stale
Schoot of Industnal and Labor Retabons, Cornell Universdy, Hhaca, NY 14853
ifor further discussion, 3ee Model Program ¢1.p 9)

Menloring: An Annotated Blbllography. Ruth B Noller and Barbara R Frey,
1983, papeiback. 75 pages Avalable for $9 50 plus $1 0O for postage and
handhng from Bearly Limited, 149 York St Butialo, NY 14213

Mantors and Prolegas: How 1o Esteblish, Strengihen and Get the Most from &
MentariProtege Relatlonship. Linda PhiINES Jones, 1982 Avalable in hardback
for $13 95 andg m paperback for $8 95 from Arbor House. 300 Easl 44th St
New york, NY 10017

Mentoring—Transcrpt Syetems for Promeling Stugon! Growth, Rovarl O
Brown and Dand A De Coster, eds . 1982, paperback. t 16 pages Avedable for
$7 95 from Jossay Bass, Inc, 433 Calforma SI . San Franciseo. CA 94104

’Moving Up: Role Modsls, Mentors end ihe "Patron Systam'.’' Edeen C. Shapyo,
Florence P Hasolling and Mary P. Rowa. Stoan Management Review, Spring
1978. pp 51-58 Avalable for $7 00 lor entire ssue. $6.00 for 1 5 rapnnts,
51 00 goch 1of up to 100 reprints and $ B each 107 over 100 repnnts plus 20%
shipping and hanihng fzom Sloan Management Review. 50 Memorial Dnve, Room
E-52-325, Masyachusetts tnstitute of Technelogy, Cambrdgo, MA 02138

*'The Rols of Mentors In Developing Lesdars for Academs.'” Kathryn M Moore,
Educationel Record Winter, 1982, Amencan Council on Education, 1 Gupont
Crcle, N W, Washington, DC 20038, Avatable for $7 50 for entta j55ue

Women’s Academic end Cereer Cholces, Report of a Career Development Pro-
gram at State Univeraity o New vork (SUNY) College at Cortland, 1980, paper
back, 28 pages A fimted number of cobles are available ior $1 00 o cover
poslage and banding from Or Alice Waker, Department ol Pgychology. P O Box
200. SUNY Cortland, Corttang, NY 13045 (For futher discussion, see Modsl
Program #4. p 10}




PAOGAAMS, PROJZCTS AND ORGANIZATIONS

Amaricen Council an Education Montot Program

Natonal |dentficatdn Program (ACENIP) Oice of Caréer Planning

Donna Shavik, Cwector wheaton Cellege

Otfice of Women in Higher Education ACE Norton. MA 02766

1 Dupont Citele- NW {517) 285-7722

Washington. DC 20036 Menlor Program

(202 833-4692 Nancy Trabl Piece. Director

(This program s desidned fo helP advance women edmirestrators in legher educa: Cantaer lor DisPlaced Homemakers

tion through segional loryms and regional and national natworks. however, the Seattie Community College Combined Women § Programs
punciples might be adapled lef women students and faculty } 8000 16t Ave , SW

Assocletlon of Glack Woman In Highet Education Soattle. WA 981086

Patricra Carey, Ass:stant Dean for Students {208) 784-5802

New York Uraversity Matt mal Acadenty of Education

Press Buildng. Rm 42 MentoriFellows Program

Washigton Square ©:0 Egmund Gordon, Depariment of Egucation
News York. NY (0003 vale Univorsty

{212 598-2608 New Haven, CT 06520

Assocletlon for Women In Scisnce {203) 432-4209

1346 Connesticui Ave . N W, Sute 1122 Pasr Advising Program

Washington, 0 C 20036 Susan Trabaugh. Advising Coordinator
1202} 833-1998 Averno Coliege

Educatione! Research Opporiunities Program (CUNY) 3401 39th St

Deanna Chitayat Miwaukee, Wl 53215

Dean, Division of Continumg Educanon {414} 6473797

Hofstra Unrversity Proict on the Handicepped In Science
HemPStaad. Long kstand NY 11550 Martha Redden

(516 560-5898 Ofirce of Opoortunities m Seience
Hispanic Woman In Hijher Education Amencan AssoCiation for the Advancement of Science
Syhaz Castllo and Cecela Preciado Burciaga, Co-Chars 1776 Massachusetts Ave . NW

+0an of Student AHavs Cfice Washington, BC 20036

323 Otd Union {202} 467-4497

Stanford Unvaraity
Stanford, GA 34305
(415} 497-2733

SELECTED CENTEAS FOR AESEARCH ON WOMEN
WITH A FOCUS ON MENTORING IN ACADEME

Higher Education Resource Sarvices (HERSHNsw England Highar Educetlon Regourcs Seivices (HERSFMIGAtlentlc
Cheaver House Cotorado Women's College Campus

Wellestoy Collage Unnversity of Denver

Wellesloy, MA 02484 Denver, CO 80220

(617) 235-7173 (309) 394.6985 ,

Highet Education Fivsource Services (HERSFWest Watlestey Collag® Caniter for Aasaarch on Woman
Women's Rescurce Center 828 Washinpton St

Unnveraity of Ulah Webasley, MA 02181

293 OIpin Union {817} 431.1453

Salt Laxe Gy, UT 84112
1801} 5613745
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