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Welcome to UNM & New Mexico

Founded in 1889, The University of New Mexico now occupies 600 acres along old Route 66 in the heart of Albuquerque,
the Sandia Mountains to the east, Albuquerque is a blend of culture and cuisine, styles and stories, people, pursuits and
panoramas. Offering a distinctive campus environment with a Pueblo Revival architectural theme, the campus echoes the
offer an outstanding botanical experience in the midst of one of New Mexico’s great public open spaces.
The People
of 2008, there were 24,177 students attending the main campus with another 6,658 students at branch campuses and
education centers. UNM boasts an outstanding faculty that includes a Nobel Laureate, two Mac Arthur Fellows, 35
Fullbright scholars and several members of national academies UNM employes 20,210 people statewide, including
employees of University Hospital. It has more than 120,000 alumni, with Lobos in every state and 92 foreign counties.
Over half choose to remain in New Mexico.
The Programs
economy, funds new advancements in healthcare, and augments teaching — giving students hands-on training in state-ofdegrees and 40 doctoral programs.The Health Services Center is the state’s largest integrated health care treatment,
research and education organization. Among the University’s outstanding research units are the High Performance
Computing Center, Cancer Center, New Mexico Engineering Research Insititute, Center for High Technology Materials,
Design Planning Assistance Center, Environmental Law and Policy and the Center for Non- Invasive Diagnosis.

Information from the website of UNM. Read more online at http://www.unm.edu/welcome
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Conference Chair
Nora Dominguez, Ph.D. Candidate
Director of The Mentoring Institute, UNM
Nora Dominguez, is the Director of the Mentoring Institute, Member of the Board of Directors
of the International Mentoring Association, Part-Time Faculty at the University of New Mexico,
and Ph.D. Candidate in Organizational Learning and Instructional Technologies, She earned
her M.B.A. in the Autonomous Technological Institute of Mexico (ITAM). Nora has dedicated
more than 20 years of her professional practice to develop and implement training and mentoring

Keynote & Plenary Speakers
Kathy E. Kram, Ph.D.
Keynote Speaker, Boston Univiersity
Kathy E. Kram is the Shipley Professor in Management at the Boston University School of
Management. She received her B.S. and M.S. degrees from M.I.T. Sloan School of Management,
and a Ph.D. from Yale University. Professor Kram teaches undergraduate, MBA and Executive
currently exploring the nature of peer coaching and mentoring circles as part of her ongoing
program of research on relational learning, adult development and leadership development. All of
In addition to

member of the Center for Research on Emotional Intelligence in Organizations (CREIO). During 2000-2001, she served
from 2002-2009.

Joseph Pascarelli, Ph.D.
Plenary Session Special Speaker, International Mentoring Association
Dr. Pascarelli has a wide range of experiences developing, installing, and consulting on a variety
Washington, Micronesia, American Samoa) and internationally (Hong Kong, Mexico, Italy, Saudi
Arabia, and Canada). These programs have addressed various sectors (education, human social
services, business, and industry) and, occurred on multiple levels—local, state, and regional--on
for the most part, have been part of systems change initiatives. In the education sector, for example,
programs have addressed mentoring for school-age youth, university students, and for university
faculty. As an action researcher, he also brings to Mentoring a solid understanding of the research and
Association, he is committed to ensuring that the organization fosters the development of an international community of
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Carmen M. Carter, Ph.D.
Plenary Session Special Speaker, Multicultural Women’s Council
Region, and one of Princeton Review’s Best in the West. She is the Founder of the Multicultural
gender parity, Host and Author of InsideDiversity™, and Diversity Optimization Practice Leader
for Corpus Optima. She has over 20 years of professional experience that spans academia,
faith-based, and government organizations, as well as has held executive roles with Fortune 500
companies in multiple industries. Her international reputation for innovation and understanding in the

Courtney Johnson, M.D.
Plenary Session Special Speaker, UNM
Courtney Johnson, MD, is Professor of Pediatrics and Rheumatology at the University of New
Mexico Children’s Hospital and School of Medicine. He grew up in Cheyenne, Wyoming and
graduated from Harvard with a BA in musicology and from Washington University School of
Medicine. He is the only pediatric rheumatologist in New Mexico and one of approximately 175
France. He is interested in the relationships between medicine, music, and mentoring.

Scott N. Taylor, Ph.D.
Plenary Session Special Speaker, UNM
Scott N. Taylor is an assistant professor of organizational behavior in the Anderson School of
Management at the University of New Mexico. His research focuses on leader assessment and
development with emphasis on emotional and social competency development, leader selfof Business Administration and Doctorate of Philosophy in Organizational Behavior from Case
Western Reserve University. He has ten years of experience as an executive coach and organization
industries. Prior to pursuing an academic career, he was a manager at Ernst & Young, LLP, and later he
was a manager of organization effectiveness with Sabre Inc.

Linda Searby, Ph.D.
Plenary Session Special Speaker, University of Alabama
Linda Searby, Ph.D., is an assistant professor and program chair of Educational Leadership at the
University of Alabama at Birmingham. She teaches preparation courses for school administrators
at the master’s, specialist, and doctoral levels. Her research focuses on mentoring, especially
from the protégé’s perspective. She is currently conducting research on “what constitutes a
the School of Education and has shared the success of the program in several venues, including the
International Mentoring Association conferences and the UNM Mentoring Conference.
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Mark Searby, PhD.
Plenary Session Special Speaker, Samford University
currently is the director of the Doctor of Ministry Studies program at Beeson Divinity School
at Samford University in Birmingham, Alabama. He has developed mentoring programs for
He is a member of the International Mentoring Association. He has given presentations for the
International Mentoring Association annual conferences and the UNM Mentoring Conference.
coaching and mentoring for emerging leaders and to assist organizations in leadership development.

Workshop Speakers
Laura G. Lunsford, Ph.D.
Plenary Session Special Speaker, University of Arizona
Her research focuses on mentoring and talent development; educational equity and access; and
program evaluation. She has presented and published on public organization leadership and
mentoring; the role of identity development on mentoring; and evaluation of mentoring programs.
Lunsford started a successful student-faculty mentoring program at NC State and consults with
the mentoring program for the Arizona Assurance Scholars at the University of Arizona. The
International Mentoring Association presented her the Dr. Hope Richards Award for Outstanding
Doctoral Dissertation in 2009. The National Science Foundation sponsored Dr. Lunsford’s research in
Australia on mentoring and senior scientists. Professor Lunsford teaches courses in organizational,
social, and cognitive psychology. Her B.A. and Ph.D. are from North Carolina State University and her M.S. is from the

Barry W. Sweeny, Ph.D.
Plenary Session Special Speaker, Best Practice Resources, Inc.
Barry W. Sweeny is the President of Best Practice Resources, Inc. an independent mentoring
Mr. Sweeny has trained thousands of mentors and supervisors, and helped develop or improve
hundreds of programs in school districts, professional associations, universities, regional agencies,
mentor training and program publications and his mentoring web sites at www.teachermentors.
com and www.BusinessMentorCenter.com. Barry is also a Director of the International Mentoring
Association. Previously, Barry was an award-winning classroom teacher, district staff developer and
mentor program coordinator, Manager of School & Program Development, and President of the Illinois
Staff Development Council.
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Conference At a Glance
Wednesday, October 27
8:00 -11:00
am

Creating Effective Mentoring Programs
Pre-Conference Workshop
Acoma A&B
Dr. Laura Lunsford

Registration
Main floor lobby (outside ballrooms)

Best Practices in Academic Settings
Pre-Conference Workshop
Santa Ana A&B
Dr. Barry Sweeney

Opening Plenary –Ballroom A
Dr. Joseph Pascarelli, International Mentoring Association
Learning From the Past & Envisioning the Future

11:00 am
Plenary
11:45 am

Welcoming Session – Ballroom A
Dr. Suzanne Ortega, University of New Mexico

Plenary
12:00 PM

Lunch – Ballroom B

1:00 PM
Plenary

Plenary Session- Ballroom A
Dr. Carmen Carter, Multicultural Women’s Council
Mentoring & Inclusion - Diversity Unleashed

2:00 PM
Concurrent
Presentations

Buckel, C.
U.S. Army Corps Engineers
Santa Ana A&B
Building a Legacy of Mentoring

Griffin, K. & Deo, M.
Pennsylvania State University
Acoma A & B
More Than Friends: The Experience and
Influence of Peer Mentoring in Law School

Gillon, K.
Iowa State University
Isleta
A Critical Exploration of Race and Mentoring

3:00 PM
Concurrent
Presentations

Searby, L.
University of Alabama
Santa Ana A&B
Assumptions: Powerful Predictors in a
Mentoring Relationship

Narayanaswami, M.
MindTree Ltd
Acoma A & B
Is Mentoring an Appropriate Intervention for
Employee Professional Development?

Chan, A.
Independent Consultant
Isleta
Strategies for Addressing
Race and Culture in Mentoring

4:00 PM
Concurrent
Presentations

Lunsford, L. & Irwin, M.
University of Arizona, Arizona Assurance
Santa Ana A&B
Mentor Benefits: Faculty Mentoring LowIncome Freshmen

Searby, M.
Samford University
Acoma A & B
The Mentoring Greenhouse

Eldredge, J.
University of New Mexico
Isleta
Virtual Peer Mentoring (VPM) as an
Emerging Twenty-First Century Approach

9:00 AM
Concurrent
Presentations

Armstrong, T.
George Washington University
Santa Ana A&B
Relationships at Work Matter

Shenkman, M., Walch, M., Detry, M.,
Swedick, W. & Martell, N.
Next Step Leader Mentoring
Acoma A & B
Mentoring Builds Community

MacEachen, S.
University of New Mexico
Isleta
UNM Alumni Career Mentor Program

10:00 AM
Concurrent
Presentations

Reddick, R. J. & Cherwitz, R.
University of Texas at Austin
Santa Ana A&B
Exploring Mentoring Experiences in the
Intellectual Entrepreneurship of
Pre-Graduate Internship

Krebs, M. & Torrez, C.
University of New Mexico
Santa Ana A&B
What Makes a Quality Mentoring Environment
for the Pre-service Teacher Field Experience?

Huang, T. & White, G.
Lehigh University Center for Developing
Urban Educational Leaders
Isleta
Developing a Mentoring Internship Model for
Urban School

Thursday, October 28

11:00 AM
Keynote

Keynote Address – Ballroom A
Dr. Kathy E.. Kram, Boston University
Variations on the Mentoring Theme: New Forms and Practices

12:00 PM

Lunch – SUB Ballroom B
Dr. Courtney Johnson with Darci Lobdell, University of New Mexico
The Art and Adventure of Mentoring

1:00 PM
Plenary

Plenary Session- Ballroom A
Dr. Mark Searby - Samford University & Linda Searby – University of Alabama
You….The Mentor, You…The Protégé

2:00 PM
Concurrent
Presentations

Hill, M.
University of New Mexico
Santa Ana A&B
Borrowing for the Body: Mentoring in the ArtsRelated Fields

Rivera, M.
University of New Mexico
Acoma A & B
Evaluating Plural Diversity Mentoring Efforts
in University Settings

Ralph, E. & Walker, K.
University of Saskatchewan
Isleta
A Model With Potential:
"Adaptive Mentorship"

3:00 PM
Round
Tables

Jackson, F.
North Carolina State University
Santa Ana A&B
Training Mentors in Technological Times

Brown, V.
Roosevelt University
Acoma A & B
Mentor Is Not Another Word For Supervisor

Vucko, S. & Pratt, C.
Quebec Ministry of Education
Isleta
Mentoring: Communities of Practice

4:00 PM
Round
Tables

Barnett, C.
CGB Associates
Santa Ana A&B
Establishing Mentoring Programs for
Organizational Success

Johnson, C.
University of New Mexico
Acoma A & B
The Art of Mentoring

Dean, D.J.
Association for Women in Science
Isleta
Improving Your Mentoring Network and
Work-Life Satisfaction

5:00 PM
Posters

Poster Session- Ballroom A
Crackel, R. & Nolan, D.; Ferguson, S.; Konstantinov, K.N. & Tzamaloukas, A.H.; Magdaleno, K.; McFadden, L.; Martinez, A. & McCoy, H; Thomas, M.

Friday, October 29
9:00 AM
Concurrent
Presentations

Cannata, M., Neergaard, L.
&Hawkinson, L
Vanderbilt University
Santa Ana A&B
Developing a Conceptual
Framework for the Mentoring
Relationship

Reddick, R.J. & Griffin, K.
University of Texas at Austin;
Pennsylvania State University
Acoma A & B
Black Faculty Narratives on
Developmental Relationships
Across Stages of Life Experience

Thomas, M.
University of New Mexico
Isleta
A Purposeful Mentoring
Relationship Model

Magdaleno, K.
California State University
Trail/Spirit
Six Years Later: The California
Association of Latino
Superintendents and
Administrators Mentoring Program

10:00 AM

Book Presentation - Ballroom A
Dr. Kathy E.. Kram, Boston University
The Handbook of Mentoring at Work

11:00 AM
Plenary

Plenary Session- Ballroom A
Dr. Scott Taylor, University of New Mexico
Coaching and Mentoring with Compassion: Helping Others Develop Social and Emotional Competence

11:45 PM
Plenary

Closing Session – Ballroom A
Dr. Suzanne Ortega, University of New Mexico

12:00 PM

Lunch – Ballroom B
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Pre-Conference Workshops
October 27, 2010
8:00 - 11:00 a.M.
Laura Lunsford
University of Arizona
acoma a & B
Creating Effective Mentoring Programs

Barry Sweeny
Best Practice Resources, Inc.
Santa ana a & B
Best Practices in Academic Settings

1. Presentation and explanation of “Mentoring Best Practices for Academic Settings”, including practices to apply
protégés.
2. Unstaged presenter demonstration of mentoring best practices with a volunteer

faculty or student mentoring, and peer or expert-novice mentoring.
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Plenary Sessions
11:00 a.M.
Joseph Pascarelli
International Mentoring Association
SUB Ballroom a
Learning From the Past & Envisioning the Future
In this session, Dr. Pascarelli will examine global perspetives on mentoring in order to identify the dynamics between and
among culture, context, and mentoring as implemented in varied international settings with a particular focus on whether
mentoring acts primarily as a tool for maintaining the status quo or as a transformational process that encourages changing
cultures, contexts, individuals, and professionals.

1:00 P.M.
Carmen Carter
Multicultural Women’s Council
SUB Ballroom a
Mentoring & Inclusion - Diversity Unleashed
the goal of diversity is not necessarily diversity itself. In fact, training interventions focusing on the pervading cultural
characteristics (similarities and differences) have only been met with modest sustainable results, and have derailed many
learning where each individual can engage in the reciprocal learning process. This session will educate and increase your
equity and inclusion. This is diversity unleashed, and an important lesson to learn!

Concurrent Presentations
2:00 P.M.
Cheryl S. Buckel
U.S. Army Corps of Engineers, Albuquerque District
Santa ana a & B
The Mentoring Journey – Creating a Mentoring Program that is Right for Our Organization
This paper chronicles the process our organization went through in creating our current Mentor/Protégé program. The
develop the foundation for the pilot program. The paper analyzes why other programs within the Corps have failed,
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paper also describes the structure of the pilot program, the education process, and the metrics for the program’s progress
and success.For the past 10 years or so, the U.S. Army Corps of Engineers (USACE) has implemented their Leadership
Development Program. This four tiered program embraces mentoring at all levels, and has proven successful for those
who participate in it through each of the four levels. However, there is a large portion of our career demographic that
chooses not to participate in these programs, and misses out on the more formal mentoring experiences. Additionally,
encourage that transfer of information to the newer employees through mentoring relationships while they are still with us.
Senior Leadership in USACE recognized the need for a mentoring program years ago, and many attempts at creating
informal mentoring programs have occurred with marginal success. So a couple of years ago, I began researching
fundamental elements of successful mentoring programs, which culminated in the development of the Mentor/Protégé
pilot program in 2010 at USACE, Albuquerque District.

Thomas Jefferson School of Law, Pennsylvania State University
acoma a & B

groups create a safe, nurturing space for newcomers to become familiar with institutional norms and practices (Coleman,
describe the roles of peer mentors?; How do students in peer mentoring relationships describe their motivation for forming
a national team of researchers examining law school diversity. Analyses of survey and focus group data collected in 2005
on their peers for support. The qualitative data illuminate the ways in which peer mentors couple socio-emotional support
experience, it is important to consider how institutional agents can encourage students to go beyond building friendships
to forming mentoring relationships, which could facilitate development and success in law school and beyond.

Kathleen E. Gillon
Iowa State University
Isleta
A Critical Exploration of Race and Mentoring in Higher Education
cultural mentoring.” Currently, the literature primarily prescribes to only one type of “cross-cultural” mentoring – that of
an individual from a dominant group mentoring an individual from a non-dominant group (Johnson-Bailey and Cervero,
seems to be limited to faculty-to-faculty mentoring (Johnson-Bailey and Cervero, 2004; Stanley & Lincoln, 2005; Dolan,
2007). This paper explores the idea of cross-cultural faculty/student mentoring within the context of a faculty person of
possible progression of literature is discussed, and a current mentoring model (Multicultural Feminist Mentoring Model)
is critiqued. Possibilities for future study and production of scholarship will be suggested.
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3:00 P.M.
Linda Searby
University of Alabama
Santa ana a & B

When mentors and mentees enter a mentoring relationship, they bring their assumptions with them. An assumption is
a belief one possesses that is thought to be true and from which a conclusion can be drawn. It can also be a belief that
subtle forces contributing to failure in the mentoring process. Therefore, it is important to examine the role of assumptions
into the mentoring relationship. This paper will assist conference attendees in learning how to examine assumptions (or
help others do so) at the outset of a mentoring relationship.

Narayanaswami, Meenalochani (Meena)
MindTree Ltd
acoma a & B
Mentoring- A feasible approach to Professional Development

Mentoring and its impact on professional development of employees in the Information Technology sector. The paper
covers the following aspects-Context and reality, Critical Success Factors and challenges. Professional development
professional growth, providing a thrust to employee goals through coaching, mentoring as a sustained intervention and
employee development. A few Critical Success Factors for professional development should include Comprehension

in the mentee and his approach to handling professional issues or crises. Mentoring also provides the employee a muchmentor who can provide insight through his foresight.

anne Chan
Independent Practice
Isleta
Strategies for Addressing Race and Culture in Mentoring
Mentoring across racial and cultural differences poses an ongoing challenge for anyone involved in mentoring. This
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contemporary diversity concerns in mentoring. This theory of mentoring was derived from two research studies of
Participants will learn a model of mentoring that is inclusive of contextual and multicultural differences. They will also
A unique feature of this presentation will be a discussion of how technology is both a cultural and generational challenge
in mentoring. Participants will learn how technology shapes the cultural worldview of mentees and how mentors can
explored in this presentation.

4:00 P.M.
Laura Gail Lunsford & Mary Irwin
University of Arizona, Arizona Assurance
Santa ana a & B

mentoring relationship. This paper will report on preliminary data from an evaluation of a faculty-student mentor program.
is unique in its wide-scale commitment to assign 774 students to faculty mentors. Students were required to meet with
a faculty mentor at least twice a semester. The study reports on data from the 2009-10 academic year. All 398 mentors
were invited to complete an online survey; 236 mentors responded to the survey with a 59 % response rate. Qualitative
analysis of open-ended questions provides insight into mentors’ 1) perceptions of the student experience; 2) changes

phenomenally liberating and eye-opening experience.”

Mark Searby
Beeson Divinity School, Samford University
acoma a & B
The Mentoring Greenhouse
In the world of horticulture, a greenhouse provides a controlled environment in which plants or seedlings can be started
until they are able to thrive on their own in the outside world. The mentor-leader can provide a greenhouse for proteges
for protégés and their future success is promoted. From the perspective of one who teaches and mentors young emerging
leaders, cultivating character, community, and culture is viewed as essential to the development of healthy protégés and
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Jonathan D. Eldredge
University of New Mexico
Isleta

possibly began as early as the period prior to professional training. Some of these relationships might still exert an

supply and demand, however.

October 28, 2010
9:00 a.M.
Tracey M. armstrong
George Washington University
Santa ana a & B
Relationships at Work Matter

that relationships with insiders “positively contribute to both individuals’ professional and personal growth” (Kram, 1988).
effectiveness of an organization, only recently has the socialization literature begun to explore the perspective of social

outside the school district as serving a broad range of career and psychosocial functions. Results also indicated that formal
organizational socialization strategies employed by a school district do have the potential to affect the development of
connections among and between members of the organization. Just over one-third of the total relationship dyads (42.3%
of intraorganizational dyads) were connections associated directly with the particpant’s participation in the induction
program.

Michael H. Shenkman, Mark Walch, Michelle Detry, Wend Swedick & Natasha Martell
Next Step Leader Mentoring, a program of the New Directions Institute
acoma a & B
Mentoring Builds Community
Developing our communities’ leaders is always of supreme importance. Each leader is a unique individual who cultivates
leader’s life is critical. Yet many aspiring leaders never get an opportunity to be individually mentored. More than ten
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entrepreneurs through a process of self-examination and a re-orienting of personal stories so as to deepen a mentee’s
commitment to a vision and to their own, unique brand of leading. The curriculum is used for individual mentoring, inhouse corporate programs, community based programs and an on-line remote learning experience. Since its founding, the
program has been used in mentoring more than 300 mentees and in training more than 20 mentors. In 2002, a community
and mentors formed an independent, self-standing program, Next Step Leader Mentoring – a community-based, volunteer
mentoring program, now in its eighth year of operation. Starting in 2009, program was replicated in Boston, MA.

Susan MacEachen
University of New Mexico, Alumni Association
Isleta
UNM Alumni Career Mentor Program
The University of New Mexico Alumni Association is excited to announce the launch of its new UNM Alumni Career
have registered as career mentors. The goal of the UNM Alumni Career Mentor Program is to give current students or

10:00 a.M.
Richard J. Reddick, Richard a. Cherwitz, aida Prazak & Nathan Bunch
University of Texas at Austin
Santa ana a & B
Exploring Mentoring Experiences in the Intellectual Entrepreneurship Pre-Graduate Internship
An innovative philosophy emerging in higher education is that of intellectual entrepreneurship (IE), which posits that
institutions should produce “citizen-scholars” who creatively utilize their intellectual capital as a lever for social good,
and instigates learning across disciplinary boundaries, promoting diversity in higher education and collaborations between
universities and society. For seven years, the IE philosophy has been applied in a pre-graduate internship at The University
While the IE philosophy has captured the attention of presidents of universities and foundations and received recognition
in the Washington Post and Dallas Morning News, at this time little empirical research exists analyzing experiences and
outcomes for participants in mentoring dyads.

in demystifying the “hidden curriculum” of graduate school to protégés, many of whom come from underrepresented

approach can provide a pathway to graduate education for a historically underrepresented population.
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Marjori M. Krebs & Cheryl a. Torrez
University of New Mexico
Santa ana a & B
What Makes a Quality Mentoring Environment for the Preservice Teacher
Field Experience?
Teacher educator-researchers conducted a descriptive study with preservice teachers, their cooperating teachers, and
the characteristics of a successful preservice teaching and mentoring environment from each of these perspectives. In

leadership, c) a physical environment conducive to learning, d) an educational environment focused on teaching and
learning, and e) an inclusive school environment. The preservice teachers indicated that not all of these characteristics
the leadership of the cooperating teacher, followed by a supportive emotional environment as the two most important
environments are more conducive to positive preservice teacher experiences, researchers have created a self-assessment
document to enable cooperating teachers to assess their learning environments to promote greater professional growth of
preservice teachers.

Tiedan Huang & George White
Lehigh University, Center for Educating Urban Educational Leaders
Isleta
Developing a mentoring internship model for urban school leadership using legitimate peripheral participation
Rigorous internship coupled with high quality mentoring from exemplary principals is one of the signature features in
the most effective leadership preparation programs across the country. Lave and Wenger’s (1991) model of legitimate
peripheral participation (LPP) describes such practice for bringing intern administrators from the periphery to the center
of the community of leadership practice. In LPP mentors create growth-promoting opportunities that allow interns to

internship activities and attempts to connect these factors to mentor and intern learning that occurred in an ongoing

personal growth and providing psychosocial support and host principals scaffolding growth-promoting activities; great
variation exists in how host principals construct learning experience and in the level of engagement between mentors/
preparation and mentoring and internship activities and interns learning.
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Keynote Address
11:00 a.M.
Kathy E. Kram
Boston University
Ballroom a

various forms of mentoring that are possible, and how leaders, HR practitioners, and individuals can create conditions for
a range of developmental relationships to thrive. In particular, I will consider differences between formal and informal
to leverage the potential of these variations of mentoring? The range of new possibilities will be highlighted.

Plenary Sessions
12:00 P.M.
Courtney Johnson with Darci Lobdell
University of New Mexico
Ballroom a
The Art and Adventure of Mentoring
1. The application of music theory concepts to mentoring in various disciplines
2. The spectrum of mentoring approaches, from the traditional didactic format to a more informal and
contemporary style
3. The use of both (1) and (2) to create a sense of excitement and adventure in learning

1:00 P.M.
Mark & Linda Searby
University of Alabama
Ballroom a
You….The Mentor, You…The Protégé
Mentoring is a life-long proposition. We believe that every individual should be mentoring someone and should be
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developing self-awareness, self-management, and personal growth. Dr. Linda Searby will offer practical tips for preparing
relationship.

Concurrent Presentations
2:00 P.M.
Michelle Hill
University of New Mexico
Santa ana a & B

In the worlds of theatre and competitive forensics (speech), a tension exists between the two. Perhaps because students
theatrical productions, there are very few students who are able to navigate both worlds effectively. Moreover, because
forensics straddles the line between an academic and extracurricular activity, very little exists in the way of informative
theoretical or practical didactic texts. I argue that it is time for students involved in forensics (thousands each year) to

truths about their characters, often relaying this information through distinct physical choices. However, when coaching,
the upcoming forensics season. For an hour each day, “played” with exercises developed primarily by Augusto Boal in
found themselves without a starting ground for building characters based in bodily action and movement.

Mario a. Rivera
University of New Mexico
acoma a & B
Evaluating Plural Diversity Mentoring Efforts in University Settings
Using a combination of qualitative and quantitative program evaluation and performance measurement methods, including
survey-based evaluation methods for the quality of the mentoring relationship (MRQ), it should be possible to capture
whatever mix of informal and formal mentoring of faculty, students, and staff may obtain in a university academic unit
(school, division, or department). Assuming that the given academic unit encourages both mentoring and diversity, its
faculty and administration may be canvassed for all efforts underway to mentor and guide women and members of racial,

For example, classroom discussions of race and diversity issues may be seen as an instance of mentoring and diversity

19

Mentoring Institute

Mentoring evaluation results should be part of annual performance reports and periodic accreditation self-reports of
academic units, as a way to increase accountability for the advancement of diversity efforts and to publicly underscore
the value of diversity and mentoring for the unit. A literature review of extant research and applicable theory related to
evaluation of mentoring programs, and a brief case study relating to the author’s own experience, will be part of the paper
and presentation.

Edwin G. Ralph & Keith D. Walker
University of Saskatchewan
Isleta
A Model With Potential: “Adaptive Mentorship”
Recent research has been conducted both by the Carnegie Foundation for the Advancement of University Teaching, and by
the presenters on practicum/clinical education for the professions. Evidence from these cross-disciplinary investigations

called Adaptive Mentorship © (AM), which can be applied by persons in mentorship positions within any professional
preparation program or educational/training setting. AM has been shown to enhance the overall mentoring process, and to
the model is that the mentor must appropriately match his/her mentorship response to correspond to the particular
developmental level of the protégé.

Round Tables
3:00 P.M.
Felicia Jackson
North Carolina State University
Santa ana a & B
Training Mentors in Technological Times
The successful implementation of any mentoring initiative requires that its participants receive intentionally designed
guidance of others. Traditional approaches to preparing individuals for this role tend to limit training opportunities to a
particular place, time and method.
In recent years, mentoring program coordinators have implemented alternative methods of achieving desired learning
outcomes in using digital age technologies. This Round Table session will allow the audience to collectively brainstorm,
explore and discuss the strategic use of electronic materials, virtual learning experiences, and technology tools to enhance
mentorship training. Facilitator will provide examples of ways to utilize digital resources to develop innovative training
for mentors. Participants will engage in simulated exercises to demonstrate the effectiveness of virtual approaches and
e-learning experiences.
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Victoria Brown
Roosevelt University
acoma a & B
Mentor Is Not Another Word For Supervisor

and a supervisor may have very different roles. Ragins and Cotton (1999) found different mentoring styles for supervisors
a non-supervisory mentor. This difference may be due to the fact that a mentor who is also a supervisor has more direct
access to career-advancement information that would be useful to the protégé than does a mentor who is not a supervisor.
The reduced social support may be due to a hesitancy to engage in behaviors that may be seen as favoritism by other
employees. Additionally, it may be problematic to have a mentor that is in a position to formally evaluate the protege. This
confound illustrates that sometimes it may be advantageous for a non-supervisor to serve as a mentor.

Stephanie Vucko & Cheryl Pratt
Quebec Ministry of Education
Isleta
Mentoring: Communities of Practice
The Quebec Ministry of Education, Leisure and Sports (MELS), in partnership with the Anglophone minority community,
piloted a successful model of professional development. Using technology to bridge geographical distances, teachers
and consultants from across the province came together to participate in professional dialogue, to share resources and to
community represents 10% of the population of Quebec. As such, most resources are developed in French and English-

4:00 P.M.
Claudia Barnett
CGB Associates
Santa ana a & B
Establishing Mentoring Programs for Organizational Success
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an organization with successful results. This session relates to the focus of increased performance through mentoring
relationships. Presently, assessments are made, but not to determine the needs and the relevance to individuals within
an organization. In order for mentoring relationships to be successful, they must be established properly within an
organizational setting. As changes occur in the corporate sector, the application of Human Performance through mentoring
factors of organizational success.

Courtney Johnson
University of New Mexico
acoma a & B
The Art of Mentoring
Similar to the parts of a musical score in which harmony, melody, and rhythm interact over time, a medical record is also
many possible harmonies, and a patients chief or ancillary complaint such as abdominal pain has many potential causes.
time as well as at a given moment. Important musical or medical clues may be apparent or hidden below the surface. The
anticipation and recognition of such clues may help to create a transcendent performance and for a patient may save a life.
This tapestry analogy extends to other disciplines such as law, business, arts and sciences, and even auto mechanics. By
dots. A good mentor is both the sage on the stage and the guide at your side. More important than the facts learned are
interactive session can hold the excitement of a new, eagerly anticipated adventure.

Donna J. Dean
Association for Women in Science
Isleta

The Association for Women in Science (AWIS) received a three-year grant to develop and facilitate an educational/

personal and professional satisfaction

A content planning survey was also conducted in May 2009. 409 responses were received for a response rate of 14.6%.
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programming at the local level.
3. Develop webinars to support on-going learning for participants of local programs and beyond.

Poster Session- Ballroom A
5:00 P.M.
Rosanna Crackel & Debby Nolan
Texas Woman’s University, Dallas Campus
Ballroom a

Nurse educators are faced with various challenges in providing nursing education. Technology is rapidly changing, and

administer medications. Medication errors usually result in negative outcomes for patients in the clinical setting. In order

S. Kiersten Ferguson
University of Texas at Austin
Ballroom a
Reframing the conversation: Faculty mentoring underrepresented undergraduate students in engineering
Women and members of underrepresented minority groups remain a relatively small proportion of the engineering faculty
and students on college and university campuses, reducing the number of innovative and diverse perspectives contributing
addressed through out of classroom routes, such as mentoring. One critical area missing in the research literature concerns
faculty mentoring of engineering undergraduate students, particularly in their freshman and sophomore years. This study
explores the narratives of engineering faculty member mentors, student affairs practitioners, and undergraduate student

Mayberry, 1998), this study will reframe the conversation surrounding faculty mentoring of undergraduate students. The
of mentoring, 2) how are these mentoring relationships situated within the context of the institution in which they are
embedded, and 3) what implications emerge for retention and representation of underrepresented students for student
affairs practitioners?
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K. Konstantinov & a. Tzamaloukas
UNM School of Medicine and New Mexico VA Health Care System
Ballroom a

great challenges in the new century. Mentoring in the ethics of clinical research involves instilling in the trainee a deep

research in the future.

Kenneth R. Magdaleno
California State University, Fresno
Ballroom a
Six Years Later: The California Association of Latino Superintendents and Administrators
Administrator Mentoring Program
California currently has 1,043 school districts. In 2004 there were 1056 school districts and my research as a doctoral
student at the University of California Los Angeles (UCLA) discovered that out of 1056 superintendents there were a total
of 75 Latina and Latino school superintendents in California. This disproportion in the percentage of Latina and Latino
leaders substantiated the need for a mentoring program that would increase the growth rate and improve the retention
rate of Latina and Latino superintendents. This study was an in-depth analysis of 22 Latina and Latino superintendents
had with mentoring, and how best to meet the mentoring needs of Latino educational leaders. Interviews were conducted

board and the superintendent is critical to position tenure; (2) The superintendent position is intensely isolated; (3) For
many Latina and Latino superintendents, isolation is a result of racial and gender discrimination; and (4) Both Latina and
development of successful leadership characteristics for Latinas and Latinos (I will use Latino as a commonly referred to
term in order to meet narrative guidelines. However, all information provided includes members of the Latina population).

Les McFadden
University of New Mexico and NM-PAID
Ballroom a
NSF ADVANCE-PAID: Institutional Transformation to Increase Faculty Diversity

despite the strides by this program in increasing female STEM faculty representation, New Mexico institutions, including
NMSU, the University of New Mexico (UNM), New Mexico Tech (NMT), and Los Alamos National Laboratory
“Partnerships for Adaptation, Implementation, and Dissemination” (PAID) was awarded in 2007.

24

Mentoring Institute

avelina Martínez, Shannon McCoy-Hayes & Martha Jo Vargas
University of New Mexico
Ballroom a
Envisioning a Community of Practice: The Evolution of Peer Mentoring Within UNM Biology

only two undergraduate advisors and a do-more-with-less campus directive the Biology Academic Advising Program
on main campus the advisors meet with students to discuss degree requirements, research lab assistantships, access to
between students and advisors, and the diverse expectations for follow-on programs and potential costly delays if those
are not met, it is our belief that undergraduates need more contact time with mentors who can help guide them through
their university experience. Undergraduate students need to be able to navigate their degrees and advocate for themselves

career selection.

Mary Thomas
University of New Mexico
Ballroom a

student success.
dialogue.
a meaningful negotiation tool for interaction and interplay in purposeful mentoring relationships. I recognize storytelling
a. self awareness formed by comparing and emulating those we admire,
b.self concept shaped by culture and beliefs, and
formation.
in either social/personal, academic or professional relationships, then identity formation can be framed in Communities of
Practice and recognized as a purposeful dynamic process.
A Purposeful Mentoring Relationship Model, represents self in motion as a golden ratio spiral neatly describing
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October 29, 2010
Concurrent Presentations
9:00 a.M.
Marisa Cannata, Laura E. Hawkinson & Laura L. Neergaard
Vanderbilt University
Santa ana a & B

The number of teachers receiving induction supports has risen substantially in recent decades as part of a nationwide
effort to reduce teacher turnover and improve teaching quality. Induction programs vary widely in terms of activities
mentoring programs. This paper proposes a theoretical model of the relationship between different features of mentoring
distinguishes between precursors to successful mentoring, processes of successful mentoring, and outcomes that indicate
Precursors include features of the mentoring relationship and characteristics of both the mentor and mentee that exist prior
to establishment of the mentoring relationship. Precursors are labeled as such not because they occur before the mentoring
relationship begins, but rather because these factors set the stage for the mentoring processes–the content, context, and
characteristics of interactions between the mentors and mentees. Ultimately, mentoring relationships are important
because of the impact they can have on organizational outcomes, such as reducing turnover and increasing student
is part of an ongoing study of the mentoring of beginning middle school mathematics teachers funded by the National
Science Foundation.

University of Texas at Austin, Pennsylvania State University
acoma a & B
Black Faculy Narratives on Developmental Relationships Across Stages of Life Experience
Adult and career development literature suggests that ideal mentoring dyads emerge when the senior partner has reached

tend to express concern about their investment of time and energy into mentoring. Senior professors tend express fewer
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Mary Thomas
University of New Mexico
Isleta
A Purposeful Mentoring Relationship Model

student success.
dialogue.
a meaningful negotiation tool for interaction and interplay in purposeful mentoring relationships. I recognize storytelling
a. self awareness formed by comparing and emulating those we admire,
b.self concept shaped by culture and beliefs, and
formation.
in either social/personal, academic or professional relationships, then identity formation can be framed in Communities of
Practice and recognized as a purposeful dynamic process.
A Purposeful Mentoring Relationship Model, represents self in motion as a golden ratio spiral neatly describing

Kenneth R. Magdaleno
California State University, Fresno
Ballroom a
Six Years Later: The California Association of Latino Superintendents and Administrators
Administrator Mentoring Program
California currently has 1,043 school districts. In 2004 there were 1056 school districts and my research as a doctoral
student at the University of California Los Angeles (UCLA) discovered that out of 1056 superintendents there were a total
of 75 Latina and Latino school superintendents in California. This disproportion in the percentage of Latina and Latino
leaders substantiated the need for a mentoring program that would increase the growth rate and improve the retention
rate of Latina and Latino superintendents. This study was an in-depth analysis of 22 Latina and Latino superintendents
had with mentoring, and how best to meet the mentoring needs of Latino educational leaders. Interviews were conducted
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board and the superintendent is critical to position tenure; (2) The superintendent position is intensely isolated; (3) For
many Latina and Latino superintendents, isolation is a result of racial and gender discrimination; and (4) Both Latina and
development of successful leadership characteristics for Latinas and Latinos (I will use Latino as a commonly referred to
term in order to meet narrative guidelines. However, all information provided includes members of the Latina population).

Book Presentation
10:00 a.M.
Kathy E. Kram
Boston University
Ballroom a
The Handbook of Mentoring at Work

strategies to generate a must-have resource for mentoring theorists, researchers, and practitioners.

Plenary Session
11:00 a.M.
Scott N. Taylor
University of New Mexico
Ballroom a

Why is developing social and emotional competence (ESC) critical to leading, managing, mentoring, and coaching others?
What are effective ways for helping others in their efforts to develop ESC and change in sustainable ways? What is the
difference between coaching for compliance and coaching with compassion? What should a coach or mentor focus on
when trying to help others in their personal or leadership development change process? Too often we rely on coaching for
compliance rather than coaching with compassion as the approach to achieving results at the individual and organizational
coach. As a result, we rarely see progress in their efforts to change in sustainable ways. When this happens relationships
are strained and organizational results suffer. This plenary session will provide practical answers to the questions posed
above by presenting recent research on adult development and change through an experiential presentation style.
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SAVE THE DATE !
2011 Mentoring Conference

March 15, 2011
June 15, 2011
July 15, 2011
August 31, 2011
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