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A Welcome Message from UNM’s President, Provost, Vice President, and
Conference Chair

On behalf of the University of New Mexico, we are pleased to welcome you to the 9™ annual mentoring
conference. The 2016 conference has embraced this theme: Developmental Networks: The Power of
Mentoring and Coaching. 1t is our honor to host of this conference, featuring proposals that critically and
innovatively analyze different types of developmental relationships and how networking through various
disciplines may contribute to the long-term success and prosperity of an individual. Throughout this week,
it is our hope that we can all come to understand the underlying motivations that make mentoring a
beneficial endeavor, as well as the rich benefits that this practice can provide. We hope that each and every
participant will leave with a newfound appreciation for the role of mentoring in their lives.

The goal of this conference is to highlight mentoring as a major component of success by introducing
developmental networks as a way to cultivate relationships among a broad constituency, including
divisions of higher education, academic researchers, educators, community leaders, administrators, non-
profit partners, government agencies, and other professionals. To achieve this goal, we hope to incorporate
a reality widely known among mentors, one perhaps best put by Robert Ingersoll when he offered, “We rise
by lifting others.” During this conference, it is our sincere hope that you will take advantage of each
opportunity you have to uplift or be lifted by one another. There is much to learn when we get together to
share unique perspectives.

We would like to take a moment to commend your hard work and dedication to improving the lives of
others through mentoring and building connections through a complex network of support. The decision to
embark on the mentoring journey is unique for each individual. What motivates one person will at some
point in time motivate another similarly. It is building these connections with one another that inevitably
promote the success of everyone involved in the mentoring process. We are proud to open our campus to
each of you, and are looking forward to being a part of the mentoring dialogue and promoting a mentoring
network for many years to come.

Since 2008, the Mentoring Institute, a division of Student Affairs at the University of New Mexico (UNM),
has hosted the mentoring conference at the Student Union Building on UNM’s main campus. For the 2016
conference, we anticipate a plethora of involved discussions, unique networking opportunities, dynamic
hands-on workshops, and engagement with professionals from a diverse variety of disciplines. Spanning
five days, the 9th Annual conference will feature 3 pre-conference workshops, over 200 unique sessions, a
presentation from our keynote speaker Wendy Murphy, 5 plenary presentations, and a poster session
featuring over 70 exhibitions. It warms our hearts to see the conference continuing to grow and expand year
after year, increasing its capacity to share and spread ideas to a larger, and more engaged, audience.

New Mexico is full of rich culture, breathtaking geography, and fascinating history. We hope that you
enjoy the conference at the University of New Mexico, and that you have the opportunity to explore the
city of Albuquerque and all of the enchantments it has to offer.

Sincerely,
Tante Ll »
TG faatc Holln >
Robert G. Frank Chaouki Abdallah Eliseo Torres ora Dominguez
President Provost & Executive Vice-President  Vice President  Conference Chair & Director

Academic Affairs Student Affairs The Mentoring Institute
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Rosert G. Frank, Pu.D.

President, University of New Mexico

Dr. Robert G. Frank was selected as the 21st President of
the University of New Mexico on January 4, 2012, and took
office on June 1. The University of New Mexico is the state's
largest institution of higher education and its flagship serving
over 36,000 students across five campuses. The University of
New Mexico is home to the University of New Mexico Health Sciences Center
(The School of Medicine and Colleges of Nursing and Pharmacy) as well as twelve
schools and colleges, and is ranked in the top 100 research universities in the U.S.
and Canada. Dr. Frank previously served as Provost and Senior Vice President
for Academic Affairs at Kent State University since July 2007. During his tenure
at Kent State, the university established a College of Public Health, increased
enrollment and retention, and revised promaotion and tenure rules. Dr. Frank is
the former dean of the College of Public Health and Health Professions at the
University of Florida, where he also served as a professor in the Department of
Clinical and Health Psychology. Dr. Frank holds a doctorate in clinical psychology
from the University of New Mexico. He is past president of the Division of
Rehabilitation Psychology of the American Psychological Association and a Fellow
in Rehabilitation Psychology, Clinical Psychology, and Health Psychology. He
formerly chaired the Florida Developmental Disabilities Council, the Legislative
Committee of the American Congress of Rehabilitation Medicine, and American
Psychological Association’s Committee on Professional Continuing Education
(1997] and its Board of Educational Affairs (2000).

Eviseo Torres, Pu.D.
Vice-President for Student Affairs, University of New Mexico

Dr. Eliseo Torres has served as Vice President for Student
Affairs at The University if New Mexico, a four-year state
research university based in Albuguerque, New Mexico, since
January 2, 1996. Before coming to The University of New
Mexico, Dr. Torres not only served as Vice President for External
Affair but he also taught in the Bilingual Doctoral Program at Texas A&M University
in Kingsville, Texas. He has served as Interim President, Vice President for Student
Affairs and Special Services, Director of the University's Center for Continuing
Education, and also as Assistant to the President. For two years preceding his
appointment to the Texas A&M-Kingsville staff, he was with the Texas Education
Agency in Austin. Dr. Torres has been involved in or been elected as an advisor to
Mexican President Felipe Calderon for improving lives of immigrants in the United
States. He also teaches the Traditional Medicine Without Borders: Curanderismo in
the Southwest and Mexico class during the summer semester at UNM. This popular
class is cross-listed with four departments and brings practicing Mexican healers to
the UNM Campus. Dr. Torres received his doctorate in Education from Texas A&M
University in Kingsville in 1980. His academic interests include studying, teaching
and writing books about the Mexican-American tradition of curanderismo, the folk
healing culture of the Southwest and Latin America.

About the University of New Mexico

Founded in 1888, The University of New Mexico (UNM) now occupies 800 acres along
old Route 66 in the heart of Albuguerque, a city of more than 700,000 people. From
the magnificent mesas to the west, past the banks of the historic Rio Grande to 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 buildings of nearby Pueblo
Indian villages. The nationally recognized Campus Arboretum and the popular Duck Pond
offer an outstanding botanical experience in the midst of one of New Mexico’s great
public open spaces.

CuHaouki T. AsparLLan, Pu.D.
Provost & Executive Vice ]’rcs[duntﬂn' Academic /\ﬁi{[l’s,

University of New Mexico

Dr. Chaouki T. Abdallah started his college education at
the Ecole Supérieure d’Ingénieurs de Beyrouth - Univer-
sité Saint-Joseph in Beirut, Lebanon, but finished his
undergraduate studies at Youngstown State University,
with a Bachelors of Engineering degree in Electrical Engineering in 1881.
He then obtained his MS and Ph.D. in Electrical Engineering from GA Tech
in 1982, and 1988 respectively. He joined the Electrical and Computer
Engineering department at UNM where he is currently professor and was
the chair between 2005 and 2011. Since July 2011, Professor Abdallah
is the Interim Provost and Executive Vice President for Academic Affairs

at UNM. Professor Abdallah conducts research and teaches courses in

the general area of systems theory with focus on control and communica-
tions systems. His research has been funded by national funding agencies,
national laboratories, and by various companies. He has also been active in
designing and implementing various international graduate programs with
Latin American and European countries. He was a co-founder in 1890 of the
ISTEC consortium, which currently includes more than 150 universities in
the US, Spain, and Latin America. He has published 7 books, and more than
300 peer-reviewed papers. His PhD students hold academic positions in the
USA and in Europe, and senior technical positions in various US National
Laboratories. Professor Abdallah is a senior member of IEEE and a recipi-
ent of the IEEE Millennium medal.

Tim Gurierrez, Ep.D.
Associate Vice President for Student Services, University of

New Mexico

Dr. Tim Gutierrez, Associate Vice President for Student
Services has worked at The University of New Mexico for
the past 33 years where he has served in many capacities.
He began his career in 1978 at The University of New
Mexico as an Instructor and Leisure Services Coordinator for Special Programs.
His educational and professional experience primarily has been working with
programs targeted for underrepresented students. His expertise in overseeing
federal and state funded projects has provided the foundation for his current
position as Associate Vice President for Student Services, which is responsible
for the Student Services area in the Division of Student Affairs. Some of the

many departments under the Student Services umbrella include Accessibility
Services, College Enrichment and Outreach Programs, College Preparatory
Programs, Mentoring Institute, Recreational Services, ROTC programs and Title
V Programming. The mission of these departments is to create a seamless
pipeline of educational support programs for first generation, low income,
underrepresented, disadvantaged and students with special interests. Dr.
Gutierrez received his Doctorate of Education in Educational Leadership from
The University of New Mexico in 2007 and continues to expand the current
Student Services programs in order to give all students an equal opportunity to
get a higher education degree.

The People

A Hispanic-serving Institution, the University represents a cross-section of
cultures and backgrounds. In the Spring 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 Fulbright scholars and several
members of national academies. UNM employs 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 of UNM graduates
choose to remain in New Mexico.
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About the Mentoring Institute

The Mentoring Institute was established in 2007 to instill, foster and promote a mentoring culture at the University of New Mexico. Our mission is to further the reach and
impact that mentoring has on the world on a local, state, national and international level.

The Mentoring Institute develops, coordinates and integrates research and training activities in mentoring best practices at the University of New Mexico (UNM]). Through the
application of instructional design standards, the Institute provides training and certification services for a diverse array of staff, faculty and students, in a centralized effort
to recruit, train, and develop qualified mentors for the University, the City of Albuquerque, and the greater New Mexico community.

The Mentoring Institute does not replace or direct existing mentoring programs. Rather, it provides a variety of services to these programs. We aim to build up current
mentoring programs and enhance the culture of mentoring within the University, and the state it serves. The Mentoring Institute assists in promoting a mentoring culture
within the community. By encouraging the matriculation and graduation of students, as well as the retention of faculty and staff at the University, the Institute also contributes
to the development and economic growth of New Mexico.

Our vision is to continually expand and encourage the widespread application of mentoring programs and relationships within the entire New Mexico community, and
contribute to the national and international promotion of mentoring by providing research, services, events and many other mentoring resources.

The Programs

The University is the state’s flagship research institution.
University of New Mexico research injects millions
of dollars into New Mexico’s economy, funds new
advancements in healthcare, and augments teaching
— giving students hands-on training in state-of-the art
laboratories.  Offering movre than 210 degree and
certificate programs, NM has 94 bachelor’s degrees, 74
master’s degrees 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 Institute,
Center for High Technology Materials, Design Planning
Assistance Center, Environmental Law and Policy and
the Center for Non- Invasive Diagnosis.
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Annual Mentoring Conference

Each year, the Mentoring Institute hosts its annual mentoring conference. Featuring four keynote/plenary sessions and over 300 presentations total, the 2015 conference
brought close to 700 people to New Mexico. We aim to host a broad constituency, which includes divisions of higher education, academic researchers, educators, community
leaders, administrators, non-profit partners, government agencies, and other professionals.

We invite faculty, staff and students of higher education, researchers, K-12 educators, community leaders, administrators, non-profit partners, government agencies, and other professionals
to join us in a rich mix of conversation, networking opportunities, hands-on workshops, and engagement among scholars and professionals in the fields of mentoring, coaching, and leadership.

Who Attends the Conference?

At the 2015 Mentoring Conference, 87% of attendees were faculty, staff, or students from higher education. The remaining 13% are from the areas of health care,
government, non-profit, and corporate/business.
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Nora Domincugz, Pu.D.

President, International Mentori ng Association

Mentoring Institute

Director of the Mentoring Institute and Conference Chair, University of New Mexico

Dr. Nora Dominguez is President of the International Mentoring Association, Director of the Mentoring Institute and Part-Time Faculty at the University of New
Mexico. Dominguez earned her M.B.A. from the Autonomous Technological Institute of Mexico (ITAM] and her Ph.D. in Organizational Learning and Instructional
Technologies from the University of New Mexico. Nora has dedicated more than 20 years of her professional practice to develop and implement training and

mentoring programs in the workplace. Her professional experience includes a combination of educational and management positions in the banking industry. Her
consulting experience includes a broad scope of services helping entrepreneurs, small businesses, and corporations to develop financial strategic plans, risk management strategies,

and evaluation programs. She is also member of several boards, including the International Standards for Mentoring Programmes in Employment (UK) and the Diversity Leadership

Council (NM).

Keynote Speaker Plenary Speakers

WEeNDY MURPHY

Associate professor of management, Babson College

Wendy Marcinkus Murphy is an
Associate Professor of Management at
Babson College. She primarily teaches
organizational behavior for
undergraduates and managing talentin the
graduate programs, as well as customized
executive education. Currently, she is
Co-coordinator for the Foundations of
Management and Entrepreneurship (FME]
program, a yearlong interdisciplinary
course in which students create, develop, launch, and manage a
business. She has served as the Faculty Advisor for the Mentoring
Programs through the Center for Women's Entrepreneurial
Leadership (CWEL). Prior to joining the faculty at Babson College,
she taught at Boston College and Northern lllinois University. She
earned her AB., M.S., and Ph.D. from Boston College.

Professor Murphy's research interests are in the area of
careers. Her work focuses on mentoring and developmental
networks, identity, and the work-life interface. Specifically, she
explores the mutual learning that occurs through nontraditional
developmental relationships for the benefit of individuals and
organizations. In addition, she is interested in how positive
relationships across the work-life interface facilitate career
success.

Murphy has published her research in several journals,
including the Academy of Management Learning and Education,
Career Development International, Gender in Management,
Human Resource Management, Journal of Management and
the Journal of Vocational Behavior among others. Her book
with Kathy Kram, Strategic Relationships at Work: Creating
your circle of mentors, sponsors, and peers for success in
business and life, applies the scholarship of mentoring to help
everyone become an entrepreneurial protégé. In 2014, she
was recognized by Poets & Quants as one of the “40 Most
Outstanding B-School Profs Under 40 in the World.”

Murphy has served as a Representative-at-Large for the
Careers Division of the Academy of Management. She is also a
member of the American Psychological Association, Society for
Industrial and Organizational Psychology, and the Organizational
Behavior Teaching Society. Professor Murphy lives in Dover
with her husband and three young children.

Mentoring Institute

CHAD LITTLEFIELD
We! Coif'otmdcr

Chad Littlefield, M.Ed., is the co-founder of We!™ (www.weand.me), author of the
Pocket Guide to Facilitating Human Connections, and former TEDx speaker. As a
professional speaker and facilitator, Chad designs fun, challenging, and engaging
experiences and tools that break down communication barriers, and increase
connection and engagement. He has worked as an instructor at Penn State University
and led the design team who created We! Connect Cards™ which are now being
used to create conversations that matter in universities and companies in over
50 countries around the world. Chad has the privilege of consulting, coaching, and
facilitating within organizations like JetBlue, Starbucks, Penn State, Typeform, United \Way, Goodwill, and
dozens more.

AUDREY J. MURRELL
Associate Dean, College of Business Administration, Associate Professor of Business Administration, and

Director qffhc David Berg Ccnfcrﬁn’ Ethics and Lmdcrsh[p at the University (f]’iﬁ'sbw'gh

Audrey J. Murrell is currently Associate Dean of the College of Business Adminis-
tration, Associate Professor of Business Administration, and Director of the David
Berg Center for Ethics and Leadership at the University of Pittsburgh, School of
Business. Dr. Murrell conducts research on mentoring, careers in organizations,
and social issues in management. In her role as the Director of the David Berg Cen-
ter for Ethics and Leadership, she has led numerous projects and efforts examining
corporate social responsibility and its impact on organizational effectiveness. This
includes the creation of the innovative tool for measuring food security known at the “Food Abundance
Index”®. Her work has been published widely in management and psychology journals including several
books: “Mentoring Dilemmas: Developmental Relationships within Multicultural Organizations” (with
Crosby and Ely); “Intelligent Mentoring: How IBM Creates Value through People, Knowledge and Rela-
tionships” (with Forte-Trummel and Bing); and, the forthcoming books entitled “Mentoring in Medical
and Health Care Professions” (with South-Paul) and “Mentoring Diverse Leaders: Creating Change

for People, Processes and Paradigms” (McGraw-Hill) with Stacy Blake-Beard. Dr. Murrell serves as a
consultant in the areas of mentoring, leadership development, and workforce/supplier diversity. She
has received numerous recognitions including the Mayor’s Citizen Service Award which proclaimed
Aug. 12th, “Dr. Audrey Murrell Day” within the city of Pittsburgh. Audrey’s community service activities
include having served on and chaired a number of non-profit and community boards.

Jean RHODES

I’VQIL'SSOV Q( $ P.sycho[ogy and Director of[he Ccn(crvfbr Evidence-Based Mentoring, University Qf "Massachusetts

Jean Rhodes is the Frank L. Boyden Professor of Psychology and the Director of
the MENTOR/UMass Boston Center for Evidence-Based Mentoring. Rhodes has
devoted her career to understanding and advancing the role of intergenerational
relationships in the social, educational, and career development of disadvantaged
youth. She has published three books (including Stand by Me: The risks and rewards
of mentoring today's youth, Harvard University Press), four edited volumes, and over
100 chapters and peer-reviewed articles on the topics related to positive youth
development, the transition to adulthood, and mentoring. Rhodes is a Fellow in the
American Psychological Association and the Society for Research and Community Action, and was a
Distinguished Fellow of the William T. Grant Foundation. She serves as Chair of the Research and Policy
Council of MENTOR: The National Mentoring Partnership, is a member of the John D. and Catherine T.
MacArthur Foundation Research Network on Connected Learning and sits on the advisory boards of
several mentoring and policy organizations. Dr. Rhodes obtained her doctorate in clinical psychology
from the DePaul University and completed her clinical internship at the University of Chicago.
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MacGiE WERNER-WASHBURNE
University of New Mexico

Dr. Maggie Werner-Washburne is Pl of the NIH-funded, UNM-IMSD program and Regents Professor emerita of Biology at the University of New Mexico. She was a
member of the NIH NIGMS Advisory council (2012-2016) and a board member and President of the Society for the Advancement of Chicanos and Native Americans
in Science (SACNAS]). In addition to researching the development of quiescence in the yeast Saccharomyces cerevisiae, Dr. Werner-Washburne
mentored hundreds of students in her laboratory and in the IMSD program who have gone on to successful careers in science, medicine, and business.
She has been awarded the Presidential Award for Science, Math, and Engineering Mentoring (PAESMEM]), a Presidential Young Investigator Award,
the Harvard Foundation Scientist of the Year award, SACNAS Distinguished Scientist, the EE Just award from the American Society of Cell Biology, and
is an AAAS Fellow, and is currently working on a study entitled Millennial Voices with a colleague at UCSF and writing a book based on her mentoring
experiences and success. Five years ago, she started a Pathways Scholars program, focused on freshmen, sophomore, and transfer students that,
over this time, increased retention and graduation of Native American students in the program by as much as 70%. Her current dream is to develop
Conversational Retreats in the Rocky Mountains, to allow groups to think deeply about and identify testable solutions to chronic, hard problems

PauL Stokes

Shgﬁ{c[d Business School

Paul Stokes is currently the Subject Group Leader for Organisational Behaviour and Human Resource Management Group within the Department of Management at
Sheffield Business School (SBS), managing a group of approximately 40 staff. In 2002, he co-founded SBS’s MSc in Coaching & Mentoring programme which was the
second Masters course in coaching in the UK and leads the Coaching & Mentoring Research Unit at SBS.For the last 16 years, Paul has worked with
| a range of organisations from different sectors, helping them to design, deliver and evaluate their coaching & mentoring programmes, including the
NHS, local authorities, UK Government universities, social care, manufacturing, retail and third sector businesses. In addition, he coaches managers
and leaders, both as part of SBS’s leadership programmes as well as privately. He also supervises coaches and mentors in their practice, both indi-
vidually as a part of group supervision processes through action learning sets. As an academic, Paul has co-written two best selling texts : Mentoring
in Action (Kogan Page] and Coaching & Mentoring Theory & Practice (Sage), the latter of which is currently being revised for its third edition (2017
publication). Furthermore, he has written a number of book chapters, journals and magazine articles on coaching & mentoring. In 2015, he complet-
ed his PhD thesis which was focused on examining the concept of the skilled coachee.

TamARA THORPE

Organizaﬁonal Dcvc[opmcn[ Consultant

Tamara Thorpe is a Life Guide, Leadership Expert, and Organizational Development Consultant. She creates exceptional leadership training programs
for Millennial leaders, and helps businesses understand and leverage a multi-generational workforce. She also helps entrepreneurs and growing
businesses create engaged and high performing teams, and sustainable learning organizations. Tamara has a degree in Linguistics from the University
of California, San Diego and a Masters in Leadership and Training from Royal Roads University in Victoria, British Columbia. Tamara became a
solopreneur in 2007 and has been designing and delivering life changing programs for both young and seasoned professionals ever since. Tamara
has mentored and coached professionals from across the globe and presented at international conferences sharing her expertise on leadership
development, understanding difference, and intergenerational collaboration.

Pre- Conference Workshops Speaker:

JiLLian GONZALES
University of New Mexico

Jillian Gonzales is a seasoned organization development professional with the passion and specific skills to support transformation at individual, group
and system levels. After receiving her Masters from New York University, she began her career in New York City as a health educator and program
manager, providing support to multiple city, state and national grants from the Center for Disease Control and Prevention and federal government.
Upon returning to her home state of New Mexico, Jillian was mentored and coached by various individuals and developed her passion and skills in
multiple industries. Most recently, her training in Motivational Interviewing, Gestalt theory and practice and Mediation allow her partner with clients in
multiple ways. Jillian’s ability to connect to people and groups is a hallmark of her success. Jillian is a past Sandia Prep Board member and served on
the Southwest Women'’s Law Center as a member and President. She is also a current member of the International Coaches Federation’s local chapter
and the local chapter of Association for Talent Development. Her most recent opportunity is coordinating an international professional group focused
on implementing Motivational Interviewing into business settings.

LAura GAIL LUNSFORD

University of Arizona

Laura Gail Lunsford is an expert on mentoring and leader development. Her focus is on supporting optimal relationships in effective and efficient
ways. She is an interesting and entertaining speaker who consults and presents nationally and internationally on mentoring programs and practices. In
response to many queries about mentoring programs she recently published a Handbook of Managing Mentoring Programs: Starting, Supporting, and
Sustaining Effective Mentoring. Laura is also one of the co-editors of the Sage Handbook of Mentoring, which will be published in early 2017. Laura has
authored over 30 case studies, chapters, and articles on leadership, mentorship dysfunction, optimizing mentoring relationships, mentor benefits, and
evaluating mentoring. Her work has been cited in Inc. Magazine, featured by the European Mentoring and Coaching Council, published by Wiley & Sons,
Inc. and in peer reviewed journals such as the Journal of Mentoring & Tutoring, and the International Journal of Coaching and Mentoring.

Jerry WiLLBUR
The lxadcrship Mentoring Institute

Jerry Willbur has consulted nationally and internationally with large multi-billion dollar organizations such as S.C. Johnson, the ServiceMaster Company,
Fujitsu I.T. Consulting, etc. and has also created and led several successful startups in the healthcare and high tech fields. He is an award winning
researcher and implementer in the field of mentoring with a well-earned reputation as a culture doctor. He helps create high performance cultures
by developing effective leadership teams using a customized, structured mentoring strategy. He describes his methods in his two books published by

Corby Publishing of Notre Dame entitled: Herding Hummingbirds: Creating and keeping uncommon crosscurrent leaders and Giant Killers: Creating the
remarkable customer service culture.
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MoNDAY,OCTOBER 24™

Pre-CoNFERENCE WORKSHOPS

8:00 AM — 12:00 PM

Jerry WILLBUR
CEO of the Leadership Mentoring Institute
Lobo A&B

JiLLIAN GONZALES
University of New Mexico
Santa Ana A&B

Neuroscience and Mentoring: A Toolkit For Building Effective Developmental
Networks

Dramatic improvements in brain scanning devices available to vesearchers are opening up exciting
discoveries about mentoring. We can now observe in real time as the brain reacts to mentoring
experiences and acma[[y restructures ifse[f before our eyes. For example, vesearchers have [ong
hypothesized that the diversity and strength of a person’s dwe[opmental network can have a
significant impact on that person’s mentoring experience. Higgins and Kramm (2001) explored this
in detail, proposing a more diverse deve[opmental network combined with strong relationship ties
would be the best~especiauy given the rapid[y evo[v'mg c'aanges in the workp[ace. Organizations
today are definitely more flat, fast, and flexible than ever before. They believed that a proteges
deve[opmenm[ network, what a person needed to grow, would also have to adapt to veﬂect these

changes. Brain scans now conﬁrm this.

Shift the Focus: How Changing the Conversation can Maximize the Mentor/Men-
tee Relationship

In recent years the practice of coach'mg has been welcomed into the world of mentoring. Coach'mg
offers multiple modalities that enhance the practice of mentoring conversations. One such model
is Motivational Interviewing originated by William Miller, University of New Mexico and Stephen
Rollnick, University of South Wales, 1983. Motivational Interviewing (M) offers another path to
mentor/mentee relationship success. It is “collaborative conversation style for strengthening a person’s
own motivation and commitment to change (Miller, Rollnick in press).” Motivational Interviewing
is one of the most rigovous[y tested approaches to he[ping ‘peop[e dwe[op successfu[ mentoring
relationships (Anstiss and Passmore, 2013) effectively advancing the goals of both coaching and
mentoring to he[p peop[e learn and grow, instead of simp[y dictaﬁng their success. This workshop
will introduce and teach three elements of this engagement process that sh'&fts the re[ationship from

mentor as expert to mentee as expert. In doing so the mentee’s intrinsic motivators are highlighted,
Simultaneously, Carol Dweck was researching the impact of different types of mindsets on human s P J snig
3 L X R L thevefore [aunching a desire and ability to ChangeA This shﬁ reduces the fatigue that mentors can
development. An open mindset that is oriented toward learning from mistakes and gathering input o .
) ) . L X Lo expevience when they accept fu“ responstbi[lty of the mentor/mentee ve[atlonship and associated
from diverse sources, or a closed mindset dedicated to minimizing mistakes and limiting the range of ) ’ A A P ) )
8 i X X . outcomes. This working session will provide skill building practice that addresses how to use this
its network. Now researchers have used neural scanning devices to see the changes in brain structure,

. - X ) speciﬁc conversation sty[e of coaching to the mentor/mentee Ve[ationship
activity, and cognitive control when a person deve[ops a more diverse network and mindset. Other

scanning research indicates brain structure changes when a person experiences a strong mentoring
relationship. In this session we will explore these new findings and provide mentoring tools that will

he[p you build stronger and more pvoducﬁve mentoring re[ationships and dwe[opment networks.

PrE-CONFERENCE WORKSHOPS | 8:00 AM — 12:00 PM | T:00 PM — 5:00 PM

L.AurA Gair. LunsrorDp

University of Massachusetts
Fiesta A&B

Starting and Supporting Mentoring Programs

Laura Gail Lunsford is an expert on mentoring and leader development. Her focus is on supporting optimal relationships in effective and efficient ways. She is an
interesting and entertaining speaker who consults and presents nationally and internationally on mentoring programs and practices. In response to many queries
about mentoring programs she recently published a Handbook of Managing Mentoring Programs: Starting, Supporting, and Sustaining Effective Mentoring. Laura
is also one of the co-editors of the Sage Handbook of Mentoring, which will be published in early 2017.

Laura has authored over 30 case studies, chapters, and articles on leadership, mentorship dysfunction, optimizing mentoring relationships, mentor benefits, and
evaluating mentoring. Her work has been cited in Inc. Magazine, featured by the European Mentoring and Coaching Council, published by Wiley & Sons, Inc. and
in peer reviewed journals such as the Journal of Mentoring & Tutoring, and the International Journal of Coaching and Mentoring.

Laura is an associate professor in psychology at the University of Arizona. Her PhD in psychology is from NC State. She was honored to receive the 2009
International Mentoring Association’s Dr. Hope Richardson Dissertation Award.
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Remsma, C.
Kids Hope USA
Santa Ana A

Mentoring in the Middle: Middle School Mentoring and Devc[opl‘nen(a[ Assets

School-based mentoring is a popu[a‘r but ve[ative[y unstudied support intervention ﬁ)v students entering middle school. Mentoring research more genera[[y reveals that velaﬁonship qua[ity between student and mentor
isa foundaﬁon fov achieving positive student outcomes. Large numbers of mentoring re[aﬁonships end premature[y however, oﬁen because mentors perceive dimensions of mentoring to be lmsatisfying or bqond their
skills. Using a quasi-experimental pretest posttest design, the 20/20 Vision Project explored student outcomes and mentor experiences for a group of 15 5th and 6th gradle students at an intermediate school in the upper
Midwest. Students and mentors were matched in developmental relationships which focused on building developmental assets over the course of one school semester. Matched pairs met for 40 minutes one time per
week _for 13 weeks. Mentoring pairs spent time using an asset focused activity curriculum, playing games, doing cvaﬁs, and ta[king Student outcomes were measured using the Deve[opmenta[ Assets Proﬁ[e (DAP) as
well as comparing mentored versus non-mentored students on behavioral referrals. Mentoring velationship quality was assessed from both the student and mentor perspective at one month and again at three months

using survey, interview, and observational data. n geneva[ both mentors and students repovted a high level of ve[aﬁonship saﬁsfacﬁon,

Hennessey, M. & WELLS, S.
National Geospatial-Intelligence College
Santa Ana B

Mentoring Today’s Military Minds: Best Practices from Professional Military Education

Professiona[ Military Education (PME) within the United States Department of Defense encompasses various war co“eges, institutes, and academies ﬁ)v both commissioned and non-commissioned service members.
n e_ﬁovts to improve operating _forces, PME aims to instill graduates with skills that are appﬁcab[e to 21st century chaﬂenges. Facu[ty and academic support staﬁ at PME institutions require intellectual agility and
adept, flexible communication skills as they simultaneously engage students from a variety of different services, ranks, military occupational specialties, nationalities, genders, and educational backgrounds. This panel
discussion will impart velated lessons learned ﬁrom the establishment of mentoring re[aﬁonships within a PME leadership and communication skills center between civilian facu[ty and mi[itary students. Framed by
Knowles's (1984) princip[es of andragogy and infovmed by theories of emotional inte[[igence (Goleman, 1995) and instructional immediacy (Arbaugh, 2001; Witt & Wheeless, 2001), paneﬁsts will share their experiences

in mentoring active duty military officers of various ranks, nationalities, and combat-velated disabilities.

Ducean, B.
Babson Co”ege
Acoma B

A Developmental Network Approach to Creating a Life-Long Network of Scholars and Alumni

This session will present how developmental networks are fostered in the Weissman Scholars Program at Babson College, a highly-selective private business school known for its commitment to entrepreneurial thought
and action. The Weissman Scho[avship is Babson’s most competitive scho[a‘rship, on[y oﬂémd to the top 1% of our incoming class per year. This program has a GPA requirement and supports the scholars in their
academic, professiona[ and persona[ pursuits. At the request of its bewefactors, the program has a strong emphasis the dwelopment of [Qfef[ong connections among the scholars and its alumni. This network is be'mg
established through the application of Schlossberg’s research on transition (1981) and marginality and mattering (1989), the research by Murphy & Kram (2014) on the value of peers, in addition to leaders, as mentors
and Rollag’s research (2016) on how to be a new member of an organization. This session will explore how the Weissman Scholars Program has set the foundation for developmental networks through a variety of means,
inc[uding havivtg alumni scholars mentor current scholars, fostering peer coaching, and engaging all scholars in month[y academic and phi[osophical discussions with selected faculty and each other. Also discussed
will be the new tradition of inviting all the alumni back to campus each year for a weekend of networking and professional developmental (including peer to peer mentoring and coaching) and the overall impact of this

new tradition on the engagement of the scholars and alumni at Babson Co“ege,

ScicLiano, D.
Dugquesne University
Luminaria

Tc[ementoring: Mentoring Beyond the Boundaries of “Time and Space

Te[ementoring is mentoring in an online environment. This online mentoring provides the beneﬁts of the mentoring re[aﬁonship by extending it beyond time and p[ace constraints. Te[ementoring pvovides an
opportunity fov peop[e with vital skills and know[edge to share their expertise when face-toface mentoring would not be ﬁaasib[e due to time constraints or location. Simi[ar[y, te[eprotégés have the opportunity to learn
from experts from around the world. This session looks at the exciting realities of telementoring in the P16+ environment. An emphasis will be given to higher education usage and uses in the professional workplace.
Best practices to promote successfu[ te[ementoving partnerships will be discussed. Te[ementoring vignettes, research, and persona[ experiences will be shared. Te[ementoving holds great promise for the ﬁAtwe of online

[eaming and the mentoring process.

BabpiBanca, A.

University Qf North Florida
Alumni

CAMP Osprey Mentoring Program: Leading in the Classroom and the Community
The Collegiate Achievement Mentoring Program (CAMP) Osprey is an intergenerational program that focuses on preparing at-risk youth with college readiness and leadership skills, and simultaneously provides
undevgraduate co[[egiate students with the opportunity to serve as mentors. The hallmark of the program is leadership training that mentors and mentees comp[ete couabovative[y,‘ creating mission and vision

statements, practicing %&ctive [eadersfaip habits, and fostering co”ege and career readiness skills. CAMP Osprey is based on the successfu[ model called Co“egiate Achievement Mentoring Program (CAMP), in which

9



Tuesday October 25th. Concurrent Sessic AUNM

Mentoring Institute

cottegiate students participate in comprehensive leadership training and teach those teadership skills to at-risk children through a mentoring model. Previous CAMP outcomes at the University of Florida and North
Carolina State led to mutua[ty toeneﬁciat gains ﬁ)r cottegiate mentors and middle-school mentees, inctudirlg improved academic achievement, enhanced teaderstaip acumen and increased understamding of cottege and
career goals. This cross-departmental, community leadership initiative serves as a model for institutions throughout the state of Florida looking to implement a service- leadership collaborative that creates significant
and tasting gains. The ESPN network and the United Way have featured this program model and awards have been received ﬁom the United Health Care Heroes Foundation, the Florida Department of Education and
the National Jefferson Service Awards.

SLEYO, J.
University of Cincinnati
Isleta

Returning Home: Mentoring Formerly Incarcerated Individuals Returning to their Communities

Effective Practices in Community Support for Influencers (EPICS-1) was designed as an extension of the Effective Practices in Community Supervision (EPICS) Model, an approach that teaches community supervision
staﬂ how to appty the core pr[ncip[es of e_ﬁ:etive intervention to community supervision. EPICS ﬁ)r lnﬂuerlcers (EP1CS-1) builds on this pre-existing knowtedge base and incorporates the components of EPICS for use
with those mentoring individuals in the criminal justice system. The goal of (EPICS-1) is to identify mentors in an offender’s life and teach them the core skills used within the EPICS model. This allows Influencers
to help offenders identify risky situations and practice skills to successfully manage these challenges. This session will highlight a Bureau of Justice Assistance (BJA) pilot project of this approach to improving the
reentry experience for t'ugt'brisk individuals returning to the community. This workstwp will use adult tearrling theory prirlciptes to review the EPICS-1 model as well as share success and ctaa[[enges associated with the

implementation. In this way, time will be left for discussions between presenters and participants.

HaArTNETT, S.
University of\/\/est Florida
Fiesta A

The Effects of a Mentoring Program: A Stucly on Augmenting Workforce Readiness Capacity

Workforce readiness in cot[ege students occurs when graduates have core basic knowtedge and the abi[ity to appty their skills in the workp[ace. Business executives ptace a tntgh value on the apptied skills—sometimes
referred to as soﬁ skitts—of professiorta[ism, communication, teaderstlip, critical ttainking, and setﬁconﬁdence Workforce readiness and _job success de‘pend on a combination of social, persorla[, and app[ied cognitive
skills. The literature identifies ways in which augmenting these skills can be accomplished, and mentoring could be an effective mechanism. Theoretically grounded empirical research is needed to both expand
our understanding of workforce readiness and to inform @fecttve mentoring. The context of our investigation is a mentoring program at a cottege of business. We examine the workforce readiness of students who
participated in a mentoring program, drawirlg on mentoring theory, We gathered survey data over two years from a cottege of business and anatyzed the resutting dataset througtt Partial Least Squarcs. The results
reveal that mentoring makes a difference in increasing the workforce readiness of students. This study provides directions for researchers and implications for how business executives should mentor students for greater

workptace eﬂectiveness. The study has theovetical impticattons in showmg that a theory of mentoring can very possibty be extended to students in a co[tege of business.

KeLLer, T
Portland State University
Fiesta B

BUILDing Student Devetopmentut Networks in Academic Settings

The BUILD EXITO project is intended to enhance diversity in the research workforce of health science and biomedical dtsctptines. This is done througtn the provision of curricular innovations, devetopmentat mentoring,
and intensive research experiences for undergraduate scholars ﬁrom traditionatty urlderrepreserlted student popu[aﬁons, One of the primary mechanisms BUILD EXITO uses to guide these students into the research
workforce is the facilitation of accessible social capital embedded in each scholar’s academic network. As each cohort enters the three-year program, a unique social network assessment is used to help scholars identify
existing ties to individuals who support the students’ academic and career goats, The guided network assessment protocot spectﬁcatty orients incoming students to understandtng how retationships provtde various
aspects of mentoring, sponsorstup, coaching, collaboration, and/or emotional support. These re[atiorlships ptay an important role in sustaining academic success and researcher dwetopmerlt. In this way, the network
assessment serves as a foundation for ongoing practical skill-building in establishing and maintaining supportive relationships as the scholars navigate undergraduate challenges and opportunities, make career
choices, and prepare for graduate/ professionat education. Further, the BUILD EXITO project embeds undergraduate scholars in thematic research tearrung communities, and indtviduatty matches each scholar to
trained facutty, peer, and research mentors. Fot[ow‘up network assessments are used to formatty evaluate these social capitat‘bui[ding activities by measuring the growttl and dwetopmcnt of each scholar’s academic

network throughout the program. This paper describes the social network assessment tool, the procedures for its administration, and its dual application for practice and evaluation goals.

Barmanian, N. & GonzALEs, Y.
State University of New Jersey-Rutgers University
Acoma A

Creating University-Wide Programs to Expand Developmental Networks

Since 2008, the Rutgers’ Office for the Promotion of Women in Science, Engineering, and Mathematics (SciWomen) has cultivated developmental networks for faculty through three strategically designed leadership
and career advancement programs: (1) the OASIS Leadership and Professional Development Program, (2) the Rutgers Connection Network Mentoring Program (RCNMP), and (3) the Faculty Leading Change (FLC)
program. OASIS consists of five skill-building workshops, peer-learning activities, and three individual sessions with a certified coach. RONMP is a structured mentoring program with training and support to facilitate
interdepartmental, faculty-to-faculty mentoring in both traditional mentor-mentee and co-mentoring partnerships. FLC engages a small interdisciplinary group of faculty to identify needs, determine interventions
to barriers, and present recommendations to executive leaders. SciWomen’s institution-wide mission for faculty diversity and inclusion enables all three programs to be crosscutting. Through the cohorts, 383 have
participated across departments, schools, and campuses. Participants have varied in rank, academic track, race, ethnicity, and gender, providing them with opportunities to expand and diversify their networks. While
differing in scope and focus, all three programs span the academic year allowing participants to reflect and apply lessons learned. Through interactions with a coach or peers, participants have opportunities to self-
direct toward goats to maximize growth. The programmatic phitosophtes are based on mutual trust and respect, equa[ power and voice, and a strong commitment to growth among participants and the members
of SciWomen. Following program completion, SciWomen team members and program alumni continue to facilitate connections that support the expansion and strengthening of these developmental networks. The

expanding developmental networks help maximize SciWomen’s mission.
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GIRDLER, S.

University ofNorth Caro[ina—Chapcl Hill
Sandia

Stress and Burnout for Women in Academic STEM: Implications for Mentoring

‘Women enter science, tecnno[ogy, engineering and mathematics (STEM) in numbers equiva[ent to men, but experience greater attrition at every stage of the STEM academic pipe[ine. We examined whether gender
diﬂ‘evences in burnout stress in STEM may be one contributor to women'’s attrition. Burnout results ﬁ'om cumulative role strain, characterized 'oy high workload coup[ed with diminished resources, inc[uding mentoring
and career/leadership development opportunities. Correlates of burnout include negative well-being and turnover intention. Conducted at a vesearch 1 university in the southeast, our study used a concurrent parallel
mixed methods approach involving a cross-campus survey of STEM (N = 261) and non-STEM (N = 48) women and men faculty along with four focus groups (N = 10/group). Consistent with the demands of academia,
all faculty Yeported they fe[t stressed a moderate amount of the time. However, on[y in STEM (23 dcpartments) did women report fee[ing more stressed than men, faaving fewev [eadership and collaborative opportunities,
less work-place integration, less support for research/teaching, that departmental climate negatively impacted well-being, and feeling less valued by the institution (index of turnover intention) compared with men (all
ps < .05). No gender differences emerged in non-STEM disciplines (22 departments). For women of color (WOC), the intersectionality of race and gender contributed to increased workload and microaggression stress.
Focus groups suggested beneﬁcia[ moderators 0f burnout risk for women in STEM, inc[uding mentoring in psychosocia[ domains and work—favni[y balance, role models and, for WOC, networking. This research will

frame an empirically-based discussion on individualized mentoring approaches in academia based on discipline, gender, and race.

Avtieri, D.
Kendall Co[[cge
Spirit

Educators as Coaches: Winning Strategies for Stuclent Success

Student success and engagement is at the forefront of our minds as educators. The strategies we develop to help our students learn are directly linked to their level of engagement, and in turn, their success. As a coach
and competitor of many years, | will present some strategies that have not on[y helped students achieve go[d medals and national recognition, but have also pvopeued their motivation in the classroom and kitchen.
Furthermore, these coaching experiences have made me a better cheﬁ educator and leader. The contents of this presentation are signftcant for secondary and post—secondary educators in two ways. First, it will assist
educators with techniques to motivate students and increase the likelihood that theywill be successful not only in school, but in competitive industries that require nothing shy of their best every day. Applying coaching
strategies is a critical skill fov educators and cnef educators spec ca“y Second, these coaching tips will ne[p educators who coach students in various competitions such as Favni[y, Career and Community Leaders
of America (FCCLA), Skills USA, and American Culinavy Federation (ACF) sanctioned events, which are spec@ﬁc to the cu[inary arts, but translate to mentoring and coaching across industries. quwovds: coach,

competition, grit, motivation

ONE FEATHER, S. & MASCARENAS, A.
Los Alamos National Laboratory
Scholars

The Student iLEAD (Leadel'ship, Education and Deve[opmenl) Program

The Los Alamos National Laboratory (LANL) Student iLEAD (i-Leadership, Education and Development) Program — empowering the next generation. The Millennial generation is on track to become the fastest
growing segment of the American workforce. To be successful in today's work environment it takes not on[y technical skills but non-technical or soft skills, many of which are not taugnt as part of forma[ University
course oﬂévings. To he[p ’aridge the gap between technical and non-technical skill sets, the Los Alamos National La]aovatory’s Oﬁce of Talent Management (OTM) has dweloped the student (LEAD (i-Leadership,
Education and Development) program which focuses on student professional development. The goal is to introduce students to leadership behavioral attributes including: influential communication, professional
maturity, strategic thinking and p[anning, deve[oping others and workp[ace divevsity and inclusion. As a result, coursework has been deve[oped which gives students an opportunity to gain know[edge and to practice
(experientia[ [earning). Courses include presenting with impact, the power 0f a positive “no”, and emotional inte[[igence. The program high[ignt isa day-[ong assessment for pvofessiona[ dwelopment session which
utilizes student work scenarios and assesses students on leadership behavioral attributes. This session will include co-presentation by the LANL Office of Talent Management undergraduate student who assisted in

the iLEAD program deliverables.

BArkspALE, B. & Karoor, S.
The University of Texas-San Antonio
Amigo

Engaging Leadership: Applying Active Learning to Peer Mentoring

When working with a [arge number of staif it can be cna[[enging to ensure individual members are invested and engaged in each other and the oﬂlce mission. At times, the leader must look outside the box in order
to effectively guide and influence his/her team. One way is to actually step back and allow employees to lead each other, using an idea that is based in the education field. Active learning is the idea of an individual
’aeing an interactive part of their [eavning process. By ’aeing engaged, he/she learns at a deeper level and is able to a‘pply the know[edge and skills toward solving prob[ems and cfﬂa[[enges (Grabinger, Dunlap, &
Duﬁ?ed, 20m). The person has an understanding of the material and makes vneaningﬁ/ll connections. (Cuseo, Sox-Fecas, & Tnovnpson, 2010) Incorporating the idea of active [earning into the wovkp[ace can not on[y
help staff effectively learn new information, but it can also create synergy, build cohesion, and keep morale strong. As teams incorporate active learning to teach, guide, and encourage each other, they foster a sense of
teamwork and positive work environment, while simultaneously ensuring that each staff member is engaged in a learning process. There are various situations where it is appropriate and effective to apply the idea of
active learning to peer mentoring. This session discusses in more detail on how to strategicauy incorporate and evaluate the use of mentoring into your work p[ace.

KunkeL, C.

Luther College
Mirage/Thunderbird

A New Model: Reﬂed[ons rom a Scho(al’ship Mentoring Group

In this essay, the authors discuss a need in the higher education for new forms of mentoring and a model they developed to meet that need. Situated at a small Midwestern liberal arts college, the campus culture
focuses on excellence in teacning The co“ege now assumes research based scfao[avship essential to tenure and promotion, but there are ﬁaw structural practices ensuring its’ successfu[ covnp[etion A group covnpvised
of one senior faculty member and an array of diverse junior faculty from several disciplines and statuses joined to focus on mentoring of scholarship—in this case primarily toward the goal of achieving tenure. The
following provides their story and perspectives on the group, the group’s benefits and limits, usefulness, connections to the literature, as well as raising questions for growth. Incidentally they recognize that basic feminist

princip[es were emp[oyed to gulide theirwork, and that the mentoring that took p[ace addressed much more than scno[avsnip. U[ﬁmate[y we propose a mentoring group model to meet cnanging needs in the academy.
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Brown, B. & KareL, C.
University of Arizona & University of Arizona South
Santa Ana A

Mentoring to Increase Cultural Intelligence: Developing Methodology and Pedagogy

Tn an increasingiy giobai world, there is a deﬁnite need far cuituraiiy adept ieadersiaip, Mentorsnip has proved to be an @fective tool for dweioping individual ieadersnip skills. Successfui businesses recognize the
value of mentoring to the degree that 70% of Fortune 500 companies include formal mentoring in their leadership development programs (Hagstad & Wentling, 2004). However, there are disconnects in research and
practice around these ideas. In the last decade research suggests that forrnai networking programs are not as @feetive as deve[oprnenta[ networks (Krarn & Higgins, 2008). In addition, current cross-cultural training
does not typicaiiy include mentoring (Durazo, Manning, &Wrignt, 2015). Overall, there is a lack of academic research demonstrating how mentoring can be used to deveiop relevant giobai [eadership skills, i.e. cultural
intelligence, or CQ (Earley & Ang, 2003). We draw on existing and original research to demonstrate how mentoring can be leveraged to increase cultural intelligence. We review the literature related to mentoring and
cultural inteiiigenee, highiignting the potentiai divides in research and practice. Next, we propose a methodo[ogy and pedagogy for irnp[ernenﬁng this approach in practice, as presented in a course designi The paper

concludes with irnpiications for leadership educators and scholars.

Norwoob, K. & Bure, M. A.
Designs ﬁ)r Change and Adj unct with Fieiding Graduate University
Santa Ana B

Coaching for Equity: The Transformative Potential of Coaching in Education

Tn this presentation, we consider how coaching can be a powerﬁd tool to iaeip educators increase their abiiity to discern and remedy inequities in K12 school culture and practices. We base our Ppaper on ﬁndings ﬁ'om
our collaborative study where we explored possibilities for transformational coaching in education. We engage in cooperative argumentation from two perspectives: Norwood uses appreciative inquiry to look at the
transforrnative poientiai of educational coaeiﬂing to promote equitabie and inclusive re[ationsnips and practices, and Burke uses critical inquiry to investigate possibie negernonic and nonfinegernonic barriers to this
potentiai. Norwood contends that holistic approacnes can enhance the potentia[ of educational coacning to transforrn school culture, provided that coaches have achieved advanced levels of emotional maturity, mastery
of their craft, and the ability to access different ways of knowing to help guide the coaching process. Burke argues that two aspects of school culture—Dboth hegemonic and not—influence the viability of educational
coaching: administrators’ abi[iiy and wi[[ingness to understand and faci[itate coaches’ work, and varying degrees of educators’ awareness oﬁ and openness to, equitabie practice. We conclude that holistic approacnes
to educational coaciaing can oﬂer transforrnative possiiaiiities ifcoaches strive to cultivate mastery in an eclectic range of coaciaing theories and practice, and fcoacnes also learn to detect and mitigate negernonic and

non-hegemonic barriers to coaching in their schools.

Erviort, K., JonEs, J., MANLEY, K., & BELcHER, G.
Pittsburg State University
Acoma B

Development and Implementation of a Statewide Teacher Mentoring Program

Dr. James Comer said, “No significant learning occurs without a significant relationship.” This is true with students as well as teachers. The value of building quality relationships in a mentoring program cannot be
overstated. At Pittsburg State University’s Kansas Center for Career and Technical Education (KCCTE) the focus of the mentoring program is to foster relationships, which promote the ability for new teachers across
the state of Kansas to deve[op into iaign quaiity proﬁassionais. Since its inception in 2014, the KCCTE has been working with Kansas career and technical education (CTE) teachers to deveiop individual abilities tnrougia
research-based practices. Using Charlotte Danielson’s book, Professional Practice: A Framework for Teaching as a guide, the KCCTE has designed a mentoring program. This program allows the new, or struggling, CTE
teacher to focus on improvement in one or more of the fo[iowing areas: pianning and preparation, the classroom environment, instruction, and professiona[ responsibiiitiesi Individual teachers must request mentoring
for themselves. Once the request is made, a pian is designed with a mentor to address one or more areas of concern. The mentoring program strives to meet the needs of the individual, rather than naving a one size
fits all approach. Applicants are matched with a faculty member who becomes their mentor. The mentor and mentee then develop a plan, which best meets the needs of the individual. This includes choosing visiting

times and ﬁ'equencies and using the Danielson resource to pinpoint areas of desired iearning or growthi

Nanez , J., HErNANDEZ, A., Rivera, B., TorrEs, L., ZiMMERMAN, D., & Gracia, F. G.
Avrizona State University & Caiiﬁ)rnia State University - Los Angeies
Luminaria

Eﬂecii\/e Group Mentoring ﬁ)r Student Academic Success and University Acculturation

An academic achievement gap has deveioped in America, producing an educational divide between low-income students, who tend to be minority without a inistory of farniiy members with eo[[ege or university degrees
and iaigner income students who tend to be European and Asian- Americans with coiiege graduate farniiy members. Aitnough vecent data indicate that rates in university envollment have i)egun to equaiize raciaiiy
and ethnically, Hispanics and African Americans are much more likely to attend institutions that lack resources to provide them with educational excellence. The gap is so evident that some researchers are using terms
such as “Separate and L{nequai" to refer to the considerable disparity between Whites relative to Hispanics and Aﬁiean Americans attending selective coiieges and universities. Enroiiing students that reﬂeet America’s
diversity inall types of coi[eges and universities is an educational imperative to produce a suﬁicient number of graduates to meet the expanding needs of the U.S. economy. In deptn discussion regarding best practices
and their implementation for accomplishing this goal is urgent. Here we discuss some factors that impede academic success, followed by presenting some factors that have been shown to enhance academic achievement.
Tnird[y, we present a group mentoring and coaciﬂing approaen designed to address the academic achievement gap that is in line with growing evidence that coi[eges and universities that are suecessfu[ in retaining and

graduating acadernicaiiy under-served students, share enhanced academic achievement and university acculturation practices that are coupied with e_ﬁ‘ctive mentoring and coaciaing as a common core.

SELLERS-CLARK, S., LyncH, C., & HARTMAN, S.
Coiiege of Coastal Georgia

Alumni

An Extra Pair of Hands
The College of Coastal Georgia's (CCGA) School of Education and Teacher Preparation and two of its servicing school districts have developed a mentor/coaching program in which Teacher Candidates (TC) in their

Teacher Induction: Staying Connected with your Teacher Graduates

ﬁrst semester of entering the teacher Ppreparation program, are mentored by CCGA graduates, now teachers in their second year of ernpioyrnent. These graduates become a part of the team working to prepare eﬁéctive
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teachers. The CCGA gradviates' reiationship with the Co[tege continues, as they remain connected to the professors and coi[ege supervisors who prepared them through supervisor and famttyvisits to the classroom and
tJy attending additional professionat devetoprnent workstaops and seminars hosted by the Co[tege in collaboration with the partnering school districts. This syrnbiotic or synergetic retationsnip is not just between the
teacher and the TC, but also with the teacher preparation program. As recent graduates, these teachers have the ability to quickly point out to TCs, connections between the theories studied in the teacher preparation
program and the best practices that the program advocates. Knowing that not too [ong ago ttney were TCs, these teachers understand the desire to want to getto work right away and facititate the iearning process ﬁ)r
students. For this reason, these teachers seem more inclined to put TCs to work in classrooms sooner and more oﬁen This results in a qua[ity clinical experience for the TC. The presentation nigtatignts the e_ﬁactiveness

of this innovative partnership.

Daraviras, T. & Romero, V.
Stella & Charles Guttman Community College of New York
Isleta

Cultivating Women of GRIT (Gratitude, Resilience, Integrity & Talent) in a Community College

The Women of Gratitude, Resilience, Integrity, and Talent (GRIT) vnentorstnip program exists to provide academic, persona[, professionai, community and ieaderslnip devetopvnent to young women at Stella and Charles
Guttman Covnvnunity Cotiege, City University of New York. The core vision of GRIT is to netp young women to be true advocates and stewards of their destiny. Our goat is for students to generate a sense of inner respect
and love for themselves, while learning to be self-empowered. Participants are matched with professional mentors in their fields of interest. Along with meeting with their mentors, students attend monthly workshops
and events. Mentorship is a proven strategy to tneip students remove various barriers to academic and professiona[ success and students at the Community Co[tege level, especiatty young women, need access to the
types of taigia touch experiences our mentorsiaip program oﬂ'ﬁer& The vision is for alumni of this program to achieve academic excellence, graduate ﬁovn coitege, and become successﬁ/it leaders and role models in their
respective careers and communities. Early data on the Women of GRIT program indicates that participants earned a higher overall grade point average compared to students in their cohort who were not involved with

the program. Alumni of the program have gone oﬂ‘ to earn senoiarstnips and national internstnips,

STANIGAR, J.
North Carolina State University
Fiesta A

Using Indicators of Eﬂecii\fe Mentoring as a N eeds Aﬂsessmenifor Entrepreneurs

Entrepreneurs are conternporary career actors who need to acquire, devetop and use a variety of knowtedge, skills, and attitudes to successﬁ/itty create and grow new ventures. To meet these tearning needs, aspiring
entrepreneurs seek out developmental relationships to build the necessary social and human capital that foster the growth and survival of the business (Davidsson & Honig, 2003). It is established that mentoring
is a source of general advice for entrepreneurs and a channel for new ideas and insights to become embodied in the emerging organization (St-Jean, 2012; St-Jean & Audet, 2012). However, an aspiring entrepreneur
cannot easity assess what kind of mentoring support is paramount in tneiping them achieve their goats. A recent study investigated the sub_jective viewpoints of 46 ear[yfstage entrepreneurs using a method called
Q-Sort technique. This card sorting activity allowed participants to expose their ttninking on the topic of eﬂ‘ective mentoring support. A ﬁ)ur—factor solution emerged as the primary ﬁnding in this stLidy, meaning
there were four distinct viewpoints in regard to effective mentoring. In addition, the study revealed a set of indicators of effective mentoring support in the entrepreneurial context (Stanigar, 2015). The matrix of
indicators shows what kind of mentoring support is important and unimportant to each of the four viewpoints. During the paper presentation we will ptace the ﬁndings in the scnotarty literature on mentoring
ﬁinctions and appiy the ﬁndings as a tool to assess the needs of entrepreneurs who want to engage in devetopvnentat re[ationsnips, such as mentoring.

PeLrz, C. & Hangs, D.
Eastern Michigan University
Fiesta B

Evidenced Based Mentoring Program to Support NCLEX-RN Preparation

Mentoring has been identified as a key education program support structure to facilitate student success. A mentoring program to address a decline in NCLEX-RN performance was designed to address key findings
with regard to who students perceive to be their mentors and perceived support received ﬁ’ovn their mentors, as reported in prior research tJy Peltz and Raymond (2016). Method: Satisfaction scores of program kickaﬁF
(N = 385) were obtained and focus group interviews (N = 22) conducted. Focus group questions pertained to: program orientation/kickoff; perceptions of mandatory attendance; family, peer, and faculty mentoring
effectiveness; enrichment sessions; and suggested program additions. Results: Participants rated their level of agreement using a scale ranging from 1 (strongly disagree) to 5 (strongly agree) for kickoff program
satisfaetion overall rating (M = 4.73; SD = 0.54) and feeting informed (M = 4.83; SD = 0.55). Focus group interviews identiﬁed that all participants reported that program orientation/| kickoﬁ was beneﬁciat. Student and
family perception of mandatory attendance was positive. Perceived support from family mentors increased. Perceived support from peer mentors was found to be adequate. A quarter of the participants reported robust
support ﬁom their famtty mentor. Enrichment sessions were described as extremety netpﬁit. Conclusion: Buiiding on the identiﬁed strengths of this program, such as continued integration of fami[y and considering

vnadiﬁcations of the role of the peer and facuity mentor, our research agenda continues to move forward to oﬂer an evidence base to support mentoring of nursing students.

Jackson, J. K.
West Virginia University
Acoma A

Encouraging Sponsorship to Build Faculty Members’ Developmental Networks

Women faculty lack sponsors, colleagues who advocate for protégés’ abilities, build their reputations and help them build social capital to provide access to developmental networks crucial for career advancement.
Instead, women have been more tike[y to receive psychosociat support or advice ﬁom mentors. The West Virginia University sponsovship program funded projects between famtty participants (assistant/ associate
professor, tenure track/non-tenure track facu[ty) and sponsors the participants selected. The program aimed to catatyze a reiationsnip that would propet the participants to their next career stage, generatty promotion
or tenure. Although open to underrepresented faculty across all disciplines, participants were primarily women in STEM fields. Participants submitted final reports describing the program’s benefits. Three coders used
the Gioia method, an iterative process, to select and group 255 excerpts from 41 veports (submitted over four years) based on types of benefits participants received from their sponsors. Categories included build social
capitai (e.g. increase participant’s professionai visibiiity), increase research productivity (eg. feedback and direct collaborations), and other mentorsnip funetions (eg: advice, support, role models). Sponsors primarity
helped build participants’ social capital through networking with sponsors’ colleagues at conferences. Research collaborations and feedback were the most common benefits listed. Support, advice and other mentorship
functions were mentioned less ﬁequentty. Thus, the program broadened participants' deve[opmenta[ networks and strengthened the retationships within the network. We use participants' responses to suggest best

practices for institutional mentoring programs to taetp women and other underrepresented facuity members build success_fut dweiopmentat retationsnips that will increase their social capitat.
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Roserrts, S., Hinps, B. F., Guazi, F., Morck , K., & Lumpkin, A.

Wayne State University
Sandia

Mentors Mentoring Mentors: Buiiciing Networks to Support Women and Girls in STEM

The Gaining Options: Girls Investigate Real Life (GO-GIRL) program includes a suite of out-of-school initiatives for adolescent girls in grades 7 -12. The mission of the program is to increase the competence and
conﬁdence of adolescent giris in the areas of mathematics, teci’moiogy, scient#ic thini{ing, and communication iay engaging them in experiences that promote an interest in STEM (Science, Teci’mn[ogy, Engineering
and Mathematics) and build capacity to pursue STEM related careers. Undergraduate mentors supporting girls grade 7 through grade 12 to promote interest, accessibility and success in STEM careers is central to
all program activities. The initial program was launched in 2002 with 7th grade girls attending a semester long Saturday enrichment program supported by undergraduate mentors. From there, the program grew to
include Satwday Keeping in Touch Wovksiaops for participants tiavougi‘i grade 12. This paper addresses the most recent addition to the GO-GIRL program, Gaining Options: G irls Tnvestigate Real Life ti'irough health-
related STEM Disciplines, supported by the National Institute of Minority Health and Health Disparities. * The goal of this project is to increase the number of girls entering college with both the capacity and the intent
to pursue health-related STEM careers. Girls who attended the winter Satwday sessions and are incoming 8th tim'ougia 12th grade students are e[igibie to continue their mentoring experience by attending fow day
summer residential academies themed around health-related STEM ﬁe[ds. For the 4-day summer residential academies, three giris are assigned to each femaie lmoiergraoiuate mentor. Girls and their assigned mentor
stay in a dorm suite and work side by side during collaborative learning activities, college campus experiences and laboratory classes taught by STEM faculty. Mentors and girls reconnect after the summer residential
academies thvough activities such as underwater robotics, bioiogy and chemistry iaboratory experiences and museum visits hosted at universities and in the local community. Aithough adolescent givis were the initial
target group fov the mentoring component of the project, it has become apparent that informai mentoring re[ationships were deveioping between and among groups participating in the program. This paper reports
the Mentoring Continuum Model (MCM) that has evolved during the implementation of our project, a model that strengthens professional relationships among female mentors and mentees across a continuum that

includes gir[s, undevgraduate students, and facuity. In this paper, we discuss the Mentoring Continuum Model and share strategies and lessons learned.

Morey, M. & Conn, C.
University ofWiscowsin—La Crosse

Spirit

Building a Mentoring Network from Alumni Input

We are two moderately sized theatre programs looking to create a mentoring network to improve both our alumni success and our recruiting strength. This paper details our focused approach to creating the structure
of that network by reﬂecting on feedback ﬁom our current alumni. Using past surveys and newiy designed surveys we will amaiyze data ga{heved ﬁrom our alumni Vegarding what our strengths and weaknesses in
career preparation are. The inﬁ)vmation culled ﬁom the new survey will be ana[yzeoi to determine how we can more fuiiy support and inﬁ)rm our graduates as tiaey make that tenuous transition into the pvofession. This
paper will address the continuing challenges of universities to develop best practices to track the success rates of the alumni in a meaningful and affordable way to inform better methods of career mentoring within the
programs. Aithough there are many piatﬁ)rms online that oﬂ‘er avariety of tools ﬁ)r tracking success and support they are costiy ﬁ)r any small university and not specialized to any pavticuiav area of stuidyi We will be
discussing the Pprocess of dweioping and distributing meaningfui surveys to alumni and i’iarvesting qffective feeoiback that will in turn heip us cultivate tools fov mentoring and coaciaing our current students on career
preparation. The final vesult will be a mentoring network designed to fill in the career preparation gaps. The network will be designed to adjust to the changing face of theatre and technology and to be accessible to

current students as well as alumni.

MancIONE, R.
St. John's University
Scholars

The Eﬂi’d oj "a Peer Mentoring Program on At-Risk Aﬁ’ican American and 1 lispanic Freshman

Peer mentoring programs are considered of vital importance because of disparities in retention rates, persistence, attrition, and academic success factovs among traditional and nontraditional students. Mentoring, in
generai, isa potentiaiiy e_ﬁ:ctive tool for engaging undewepvesented and underserved individuals as stakeholders chaiienge the performance of institutions in higher education. With permission ﬁom the Institutional
Review Board (IRB), this quasi-experimental nonequivalent control group study assessed the effect of participation in a leadership development peer mentoring network on educational outcomes of at risk African
American and Hispanic ﬁreshman at an urban Catholic research institution dwing the ﬁvst two academic years of program impiemeniation. The study was grm.mded in the appiicaﬁon of traditional and nontraditional
student retention and persistence models, as well as academic advisement, mentoring, and student deve[opment theories related to acculturation, multicultural competency, and academic success. Student participants,
referred to as scholars, periodically met with administrator and faculty coaches or mentors in a mixed race and gender developmental network, as well as with upper class peer leadlers or mentors. Research questions
sougini to determine not imiy program eﬂ'icacy, but also diﬁéventiai gendev and eti/micity performance. Statisticai[y significant results regarding program eﬂ'icacy svippovted that participation in the program positiveiy
impacteo[ ﬁvst year academic success, as measured by cumulative grao[e point average and cumulative hours earned. Research questions testing oiiﬁerentiai pevfovmance did not pvoduce statisticaiiy signyicant results

regarding gender, ethnicity, or the interaction effect. Such findings supported that this leadership development peer mentoring program initially met the acacdemic needs of the participants.

VEas, G.
University of La Verne
Amigo

How a Mentoring Mastermind Group was Launched & Implemented in Los Angeles

Interest in Mastermind Groups is at an all-time high as leaders are looking for opportunities to connect with others in collaborative learning environments. In the spirit of peer mentoring, a Mastermind Group is
compvised of peopie who meet reguiariy to learn ﬁrom each other, give advice, share connections, and tackle chaiienges togeihem In 2013, Veas fovmded the LA Urban Educators Collaborative as a Mastermind Group that
would pvovide avenue fov educators to stand togetl'iev to heip guiide and siaape coiiege students who are addvessing the societal ills of Los Angeies ti‘urough service iearning Meeting quavteriy, this group has now grown
to over one hundred administrators and professors that represent over two dozen institutions. In this work-shop, the journey of how this Mastermind Group has developed will be outlined, along with a discussion on

what has been able to be accompiished. Participants will leave with an unoierstand~ing of Mastermind Groups and tools that will enable them to cultivate their own peer mentor network.
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Sournwick, H.
Central ntelligence Agency (Retired)
Mirage

Sisterhood of Spies: An Examination of CIA's Glass Ceiling

The Central ]nte[[igence Agency (CIA) values divevsity inits workforce and recoghizes the need to attract, develop, and retain talented fema[e and minority oﬂicers, In 2012, a CIA Director's Advisovy Group on Women
in Leadevship (DAG) examined why more women in the senior ranks, GS-13 and above, were not receiving promotions and positions of greater responsibi[ity. The DAG foww[ that there was no sing[e reason fov the lack
of promotion and recommended an ongoing and multi-faceted approach to address obstacles. In turn, the CIA focused on fostering intentional development; valuing diverse paths; and increasing workplace flexibility.
1 served 24-years as a CIA Operations Officer (00) and manager working in the CIA's male-dominated Directorate of Operations (DO). From my career, 1 will discuss female efforts to achieve promotions and positions
of greater authnvity, 1will share my own experience with the individual and corporate recommendations outlined 'oy the DAG. 1 will discuss the unique culture nf this re[aﬁve[y insular iwte“igence organization, shaving
anecdotes about old-boy and newer old-girl networks. 1 will discuss the impact of the CIA's organizational culture on female advancement and the influence of 20 female informal mentors and role modlels. 1 will acldress

micro-inequities, micro-affirmations, and micro-advantages. Finally, 1 will outline challenges to work-life balance in an extreme job environment and difficulties for women trying to have it all.
q 8 Y 8 J yng

PLENARY SESSION | T1:00 AM — 1T:45 AM | BALLROOMS A-B

Cuap LITTLEFIELD
We!

Conscious Connections to Create Deve[opmcnla[ Networks

How might we create more conversations that matter? Chad Littlefield, TEDx speaker, presents a compelling and thoughtful perspective on how to break down communication barriers
and boost connection and engagement. The session will introduce a new framework for viewing our interpersonal interactions. Chad’s style is lively, highly interactive, and rooted in
both research and stories of his practical experiences working with clients. To make the power of connection come alive, we will engage in a large scale exercise featuring We! Connect

Cards™ - a tool being used in over 50 countries around the world to create conversations that matter.

When you get this many smart, passionate people in a room together, the potential is high. The purpose of this session is to transform that potential into new connections that will last

throughout the conference and beyond. Additionally, everyone will leave with concrete tools to create more impactful connections.

PLENARY SESSION | 1:00 PM —T:45PM | BaLLrooms A-B

MacciE WERNER-WASHBURNE
University of New Mexico

Building a Bigger “Us”: Multidimensional Networking and Mentoring
Bui[ding a Bigger “Us™ Multidimensional Network'wlg and Mentoring

While we have worked ﬁ)r decades to mentor students ﬁ)v valuable careers in STEM, there are still many organizationa[ areas that lack diversity in terms of gendev, race, or etlrmicity Over the years, we continue
to observe p[aces of power where women and minorities and even men with dd)revent peu[igrees are not hired. 1will give an overview of the program we have dweloped to he[p students become resilient and, more
recently, the approaches for reframing diversity for well-positioned people in government, academia, and corporations. 1 take an evolutionary approach in understanding these nonrandom distributions, and will
present a discussion of infgroup/outfgroup dynamics and structuring the conversation to allow very we“joosiﬁoned peop[e to see a new and compe“ing role in creating Change,

Bio: Maggie Werner-Washburne is P of the N]Hfumded, UNM-IMSD program and Regents onfessor emerita of Bio[ogy at the University of New Mexico. Most Vecevtt[y, she was a member of the NIH NIGMS
Advisory council (2012-2016) and a board member and President of the Society for the Advancement of Chicanos and Native Americans in Science (SACNAS). Dr. Werner-Washburne not only has had a successful
research career, studying the development of quiescence in the yeast Saccharomyces cerevisiae, but has also mentored hundreds of students in her laboratory and in the IMSD program who have gone on to very
successfu[ careers in science, medicine, and business. Dr. Werner-Washburne has received many awards, inc[uding a Presidential Award fov Science, Math, and Engineering Mentoring (PAESMEM), a Presidential
Young Investigator Award, the Harvard Foundation Scientist of the Year award, SACNAS Distinguisfaed Scientist, the EE Just award from the American Society of Cell Bio[ogy, and is an AAAS Fellow. Dr. Werner-
Washburne is currently working on a study entitled Millennial Voices with a colleague at UCSF and writing a book based on her mentoring experiences and success. Five years ago, she started a Pathways Scholars
program, ﬁ)cused on ﬁeshmen, sophomore, and transfev students that, over this time, increased retention and gmduation of Native American students in the program by as much as 70%. Her current dream is to

develop Conversational Retreats in the Rocky Mountains, to allow groups to think deeply about and identify testable solutions to chronic, hard problems.

CONCURRENT SESSIONS 2:00 PM - 2:45 PM

MARTINEZ, D. & SHERWOOD, J.
University of California- Berkley
Santa Ana A

Mentoring Foster Youth in t ligher Education: Proven Stra [egiesfor Success

Nationwide, over 20,000 youth age out of the foster care system anvma[[y. Many transitioning youth face seeming[y insurmountable cha[[enges in attaining a co“ege education. Estimates fov foster youth graduaﬁon
rates vary ﬁ'om 1-1%. The rea[ity for many youth is that fm} social and educational resources are made available as tfaey exit the child welfare system. Among under-served popu[aﬁons, fostev youth are the least [ike[y
to obtain a college education and graduate. Berkeley Hope Scholars (BHS), is the academic retention program at UC Berkeley that provides mentoring, direct services and resources to foster youth undergraduate
students. A primary objecﬁve is to create a safe and we[coming community where resources for academic success are easi[y accessed. Based upon notions of mentoring and mutual support, BHS assists students in their
transition into co“ege and pathway thvough col[ege. Mentorship is one of the key components of Bevke[ey Hope Scholars. Students are assigned a mentor who works with them ﬁrom the time thql enter Cal until thql
graduate. Mentors play an integral vole in student success and engagement. Founded in 2005, BHS has served over 140 students and has an unsurpassed 95% graduation rate. This nationally recognized campus foster
youth support program serves as a model for other co[[ege campuses seeking to create like programs. Presenters will engage wovkshop attendees in an interactive discussion on BHS mentor training, eﬁéctive strategies

n dwe[oping mentoring re[aﬁonships with foster youth on co”ege campuses, positive engagement practices, and the important role mentors p[ay in student success.
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WiLson, K.
Florida International University
Santa Ana B

Mentoring Junior Faculty in the Arts: A Team-Based Approach

Florida International University (FIW), a iarge puiaiic state university with 55,000 students, initiated a COACHE survey (Collaborative on Academic Careers in Higher Education) of facuityjoia satisfaction, The results ﬁ'om
this 2010 Harvard study indicated that faculty rated mentoring as being inadequate. In response to a request from the Provost, a Faculty Mentor Program (Rose & Wilson, 2014) was subsequently offered at FIUL, primarily in
the STEM ﬁeids and using privnari[y the one-on-one mentor-mentee model. The arts were not included. The author, a fuii professor in the School of Music, initiated a pi[ot program in 2015 in the Co[iege of Communications,
Architecture and the Arts, using a team-based approach. The paper will focus on identﬁ/ing best practices in the ﬁeid of mentoring, with speciai attention to team-based mentoring. In this rnodaiity, the mentoring process
includes regular group or team meetings. By consolidating interactions with a number of mentees, the faculty mentor can minimize redundancies and can therefore mentor more junior faculty (Johnson, 2016, p. 38). The
mentees beneﬁt frovn peer support as well. The pi[ot group included six_juniorfacuity members ﬁrovn the Coi[ege of Communications, Architecture and the Arts at FIU in the ﬁeids of communications, music, and art
nistnry, The auti'wr, who also serves as facuity mentor and team leader, describes how the team was formed, its structure, when and where meetings took piace, kcy issues for J'unior facuity, assessment, and outcomes. Year
end written comments indicated the team-based approach helped with problem solving, defining goals, accountability, and feeling emotionally and professionally supported by the faculty mentor, as well as by peers.

RomERro, A. & SEVIER, M.
California State University- Fullerton
Acoma B

Undergraduate Peer Mentoring: Do Relationships Matter for Latinos and Others?

Over the course of the past few decades, the college admission rates for Latinos have been rapidly increasing (Fry, 20m). However, research is lacking (Hurtado & Ponjuan, 2005). One promising approach for working
with Latinos is the developmental relationship offered by peer mentoring because research indicates that there is an important value placed on relationships among Latinos (Yosso, 2005). The California State University
at Fullerton, Coiiege of Health and Human Dweiopment Peer Mentor Program promotes meaningfu[ and successfu[ coiiege experiences iay buiidirlg partnersi'iips between students. Trained peer mentors are paired
with mentees to collaborate in accessing resources, building support in facing obstacles, and achieving mutually constructed academic goals. This program seeks to serve students who face educational barriers or
beiong to historicai[y under-served communities, inciuding ﬁrst generation, low-income, and/or underrepresented racial or ethnic groups; however, all students are welcome to Join and beneﬁt ﬁ’orn vnentorsnip The
sampie included students frorn the Human Services, Child and Adolescent Deveioprnent, Health Science, Kinesioiogy, and Nursing majors with a [arge popuiaﬁnn of Latino students. The working alliance is a concept
that captures the mentorship relationship in three specific categories, including agreement on tasks, quality of the bond, and mutual goals. This study explores GPA and sense of belonging as related to the working

alliance. ]mpiications and ﬁAtulre divections are expiored.

Lunsrorp, L. & KareL, C.
University ofNorth Caroiina—Wiimington & University ofArizona
Luminaria

E,\’empiar Mentors Qf‘Rising Stars in ]”syci‘ioiogy: Gender, Tim ing, & Behaviors

A desire to characterize and dupiicate successﬁ/l[ mentoring reiaﬁonsnips has increased mentoring scholars’ interest in the ‘brignt side’ of mentoring, or mentoring that signiﬁcantly beneﬁts the protégé. This
study examined archival interviews with talented ear[y career scientists Rising Stars in psyciﬂoiogy that appeared in the Association for Psyci'loiogica[ Science’s Observer ﬁ'om 2007 to 2013. Our anaiysis revealed
the importance of timing for optimal mentoring relationships and that mentor behaviors related to positive emotional tone are important. Findings also highlight the presence of evocative environments, where a
mentor appears to create a suecessfui culture of mentoring far beyond what would be expected. In addition, results suggest that: a) same gender reiaﬁonsnips is related to greater reporting of positive behaviors, b)
encountering a mentor earlier in education is important, and ¢) openness and emotional tone are important characteristics 0f optirnai mentoring reiationships. The presentation will suggest recommendations for

how mentoring participants may engage in exemplary developmental relationships.

Brurn, S., SaumeLL, R., & Tayesi, K.
Sam Houston State University
Alwmni

Umim‘representcd Minorities in Graduate Studies: Deveioping a Bridge and Mentoring Program at SHSU

While minority graduate enrollment has grown over the last ten years, data shows that cornpietion rates for minorities continue to iag behind other students. At our university, minority graduate students dropped out
of school at a rate twice as higia as non-minorities. In order to address this issue, we deveinped the Graduate Bridge and Mentoring Program, which was designed to increase the number of underrcpresented minority
individuals completing masters and doctoral programs. While many bridge programs have been developed for undergraduate students, very few have been developed to help graduate students. This program was
created to support first-generation, minority graduate students. Program participants were first-generation underrepresented minorities. The first cohort of 13 is comprised of 4 African-Americans, 7 Hispanics, 1
Native American, and 1 Asian student, inciuding 4 males and 9 femaies, fuii-time students. Selected participants came frorn diﬂerent departrnents, both at the masters and doctoral levels. During the academic year,
the program provided professional development, academic success seminars, and mentoring experiences to strengthen the scholarly experience and facilitate a smooth adjustment to the academic rigor of graduate
education. This paper will demonstrate the eﬂecﬁveness of the program by reviewing student needs assessments and data ana[ysis. This presentation discusses best practices for imiiding anetwork of facuity mentors,
working closely with students of different academic abilities, and providing appropriate workshops that help the students find success in graduate school. We will emphasize the role of developmental relationships in

creating personalized mentoring plans based on student needs.

Gur, D. M., Beawm, P. C., Vecn, T.,Dorpen, F.

Ohio University
Isleta

Mentoring: A Bridge to the 215t Century Classroom

The purpose of this study was to determine graduate-level teacher candidates’ perceptions of the mentoring they received as part of one College of Education’s initiative, which focuses on teacher preparation through
the ﬁavnework of a clinical model. n ciinical[y—based teacher preparation, the foms is on P-12 student iearning accovnp[ished tnrougn sustained, yearlong clinical experiences (i.e., a ﬁdi year in the same classroom).
Candidates were enrolled in either a traditional programming model or a one-year clinically-based cohort model. This paper provides insights into candidates’ perceptions of the mentoring they received from three
different sources: faculty mentors, mentor teachers, and external mentors. Perceptions of preparedness to meet the challenges of being a classroom teacher, quality of feedback and information provided, and accessibility

ofvnentors are addressed‘
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Herremans, 1., & DoNonur, F.

Hask’ayne School of Business & University of Ca[gary
Fiesta A

The Effect of Mentor’s and Metee’s Commitment on the Outcomes of Mentorship Program

Attitudes can have a signiﬁcant eﬁect on an individual’s perception and behavior; one of the major attitudes among evnp[oyees na workp[ace setting is a commitment to their work. This study examines the ways that
the attitudes of mentors and mentees affect their collective commitment to their relationship, and in turn, how their commitment effects the objectives of their program—such as career development, psychological
support, fu[ﬁ“ment of expectations, and recommendation to others. We then determine the eﬁ%ct of commitment on the suecessﬁ/t[ achievement of the program outcomes, ine[uding career deve[opvnent, psycho[ogica[
support, fu!ﬁﬂment of expectations, and recommendation to others. This stuldy was cornp[eted using the participants in the Haskayne School of Business (HSB) Mentovsni}o Program oﬁeved under the Canadian Centre
for Advanced Leadership (CCAL). We developed two hypotheses regarding interaction. Firstly, the program’s objectives will be fully reached when the mentor and mentee share positive attitude toward each of their
commitments to their re[aﬁonsnip. Second[y, the progravn's objeeﬁves will not be ﬁA“y reached f the mentee and mentor share negative attitude towards either of their commitments to their ve[ations'nip Data were
collected using a survey instrument with 97 vespondents. The results of the ana[ysis of variance suppovted our research hypotnese& The interaction eﬁkct of mentees’ and mentors’ attitudes had a signiﬁcant eﬁect on
career development (F =3.34, p < 0.001), psychological support (F =2.43, p < 0.01), expectation fulfillment (F =1.83, p < 0.05), and recommendation to others (F =1.99, p < 0.05). Follow-up tests of the results were in the

direction that was expected,

Soob, A.
University of New Mexico
Fiesta B

Rationale: There is a nationwide shortage of research mentors for faculty mentees, particularly at small-sized institutions. While mentee training programs are common, few programs focus on developing mentors.
The University of New Mexico Health Science Center (UNM-HSC) has a novel program to help faculty develop into effective research mentors. Methods: The program was developed based upon the input provided by
expevienced UNM-HSC facu[ty members. It has an online component, recent[y supp[emented with a faeeftofface component. The online component consists of eight development modules. Facu[ty within and outside
the UNM-HSC can login without charge to this distance-based asynchronous learning program. The face-to-face component builds upon the foundation provided by the online component and uses an interactive case-
based discussion ﬁ)vmat, faci[i{ated by senior mentors. Results: Since its onset in 2014, 42 users have accessed the online program. Users are predominant[y women, Associate Professovs, in tenure track, at a School of
Medicine. Without solicitation, facu[ty members outsice the UNM-HSC cuwent[y constitute na{f the program users. Users accessing the program have a baseline moderate level of experience with mentoring. Even in this
relatively experienced mentor cohort, the use of the online program is associated with improvement in knowledge scores. Complementing this online program, a subsequent interactive face-to-face mentor development
program was recently launched at the UNM-HSC and is being evaluated with a small number of users. Conclusions: The UNM-HSC online mentor development program attracts experienced faculty mentors and results

n improved know[edge scores related to mentoring competencies.

Lacueva, G ., & SMIEA, J.
John Carroll University & Gonzaga University
Acoma A

Inter-Organizational, Peer-Mentoring Groups for STEM Women Faculty at PUls

‘Women are underrepresented in science, math, and engineering ﬁe[ds (STEM) and the percentage of STEM women at the Full Professov rank remains low. Women faculty at predovninate[y undergraduate institutions
(PUWIs) face different challenges to career advancement compared to their counterparts at research-intensive institutions. In addition to carrying greater teaching and advising loads, STEM women at PUls are often
the on[y fema[e in their departrnents Across STEM discip[ines, fevna[e facu[ty report pvob[evns with isolation (Xu & Martin, 20m). The value of fovma[ and infowna[ mentoring ﬁ)v career development and advancement
is well documented (Sovcine[[i & Yun, 2007), however, women facu[ty at PUls oﬁen do not have access to mentoring programs. In this Ppresentation, results ﬁrom an interfovganizaﬁona[, e-mentoring project ﬁ)v STEM
women faculty at PUls will be described. The project involved 70 women from 27 PUls who were assigned to one of 15 small peer-mentoring groups called alliances. Each alliance was composed of four to six women
in closely related disciplines and similar career stages but at different institutions. Alliances met regularly via video conference for group members to plan career goals and mentor one another. In addition, all 70
participants met face—toface once a year for three years _for horizontal netwovking with other participants at the same career level and vertical netwovking with other participants within their discip[ine Pve[iminary
results indicate these peer mentoring groups provided psychosocial benefits such as self-esteem enhancement, support for risk-taking, and increased career resilience. Participants also self-reported career benefits such

as increased grant writing and scnolarsnip activity. The strengtns and weaknesses of the alliance structure will be described.

KukreTr, A.
University of Cincinnati
Sandia

Coaching: Key to Success of MiddleSchool & 1 lig h School STEM Program

A National Science Foundation grant (DRL-1102990) funds the Cincinnati Engineering Enhanced Math and Science Program (CEEMS). The University of Cincinnati serves as the higher education partner and leads
14 partner school districts with the goa[ of training and supporting middle school and hig'a school math and science teachers. The goa[ is to support teachers as t'aey use engineering design c'aa“enges as a context to
teach academic standards. The project is in its fifth year. Teachers participate for two years and overwhelmingly report in surveys and focus groups that the coaching associated with CEEMS is the best feature of the
program and the primary reason ﬁ)r their success incorporating engineering into their classroom. This proposa[ will ﬁvst exp[ore the structure of the CEEMS eoacning model. Ten semi-vetired, experieneed educators
and engineers serve as coaches. Each CEEMS teacher is assigned a primary coach and a secondary coach. Typieaﬂy one is an educator and one is an engineer, thus bvinging a balanced perspective to each teacher’s team.
Additionally, teachers in their first year of CEEMS are assisted by a doctoral engineering student. The coaches and the engineering student assist the teacher as they develop five engineering design challenge units, and
then subsequent[y ivnp[ernent those same units in their classrooms. In addition, the proposa[ will examine the qua[itative data related to how and wny coaching is integra[ to CEEMS’ success, as well as suggest ways that

key elements of the CEEMS eoacning model can be ivnp[emented in K-12 classrooms—even (f funding is limited.
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AvLmEIDA, C., Piskabpro, K., & JERMELBRACHT, ].

Stonehill Coitege
Scholars

Think. Act. Lead.: A Path to Each Student’s Success

Think. Act. Lead. is a eovnprehensive, integrated, and holistic deveiopment program and phitosopny that oﬂers a transforrnative educational experience by engaging each student ti/irougi/i vneaningfut and individualized
mentoring, conversation, and feedback Our goai is eni’iancing the likelihood of success of the students while at and upon graduatinn from Stonehill Coiiege, a private, soieiy undergraduate, Catholic liberal arts
institution of 2,400 students. Think. Act. Lead. is creating a culture that promotes ongoing purposeful planning, intentional engagement, and thoughtful reflection upon all experiences—a culture that empowers each
student to realize meaningfui growth, c[arif , and achieve a deeper understanding and awareness of ‘who they are as peopte, and be able to tell their individual/ personat stories of transformation. L{tiiizing grant funds
from the Davis Educational Foundation, new mentorsnip and ieadersnip deveinpvnent programs have been created, tecnnoiogy tools have been enhanced, and resources to improve how facuity and stajf communicate
with, share information about, and support students in their progression through Think. Act. Lead. have been created and implemented. In this presentation, participants will be provided with an in-depth introduction
to the program and will have an opportunity to learn about the deve[opment Pprocess, the emerging culture ei’iange taking ptace at Stonehill, positive academic and co-curricular trends, upcoming initiatives for our

second year, and the iearning and process outcomes that have been achieved since its’ inception.

Koch, R., & Jacopzinski, P.
Northern Arizona University
Amigo

A Tenet Based Model to Cultivate Effective Mentoring Relationships for Women

Cultivating the ideal mentor-mentee reiationsnip can look very diﬁb’ent in diﬂerent contexts due to the traits of each participant. This Ppresentation will demonstrate a mentoring model that can be appiied to any
mentoring environment. The presenters, who have been partners in a mentoring relationship for two years, will demonstrate the effectiveness of a mentoring model based on seven tenets: collaboration, mutual and active
[earning, equa[ partner status, thematic outcomes, setting and aoﬁusting goa[s, ﬂexibte level of formatity, and tongfterrn commitment. They will also demonstrate the powerfu[ outcomes that result when the mentor and
mentee possess diﬂerent professionai ioaciegrounds and levels of experience. The goai 0f this work is to provide a framework that can be appiied to avariety of environments to @fectiveiy mentor women. The process of
developing such a relationship will be described including identifying some of the inherent characteristics of each partner (e.g., gender, experience level, professional background), and how these characteristics can be

used to enhance the mentoring experience of both partners. Participants will be encouraged to engage in a discussion of how this model can be apptied to other mentoring situations.

Baracnowski, M.
Everett Community Coitege
Mirage

What are the Keys to a Successﬁii Mentoring Reiationsiup?

Everett Community Co[[ege is home to a campusfwide mentoring initiative, and our cot[ege has deveioped opportunities for students, facutty, staﬁ and administrators to participate in. However, as with many
organizations, both academic and business, we continue to wonder what makes a successfui mentoring reiationsi'iip. In each area there are pairings of mentor and protégé that are extrevneiy successfui and productive,
and pairings that simply do not work. In this paper 1 will review the work of Byington and others to determine commonalities in the components of a successful pairing. What can we learn from the work of Teresa
Byington, (Avea Extension Speciatist, Earty Care and Education at the University of Nevada Cooperative Extension), who has identiﬁed four keys to successfut mentoring retationships? In addition, 1 will interview
vnuitipie individual pairs 0f EvCC administrators and staﬁ‘ or facuity to determine how ti'ley built their mentoring reiationsnip, how ti'ley continue to thrive, and the results of the mentoring qﬁer one year; | will discuss
mentoring with our student program as well. Twill also investigate our group mentoring program, in which a singie facuity member mentors new facuity during their ﬁrst quarter of emp[oyment, Fina[iy, 1will interview
individuals who were part of an unsuecessfu[ pairing, trying to determine which fany of the identiﬁed ieey components were missing. 1 iaope to be able to devetop amodel for Everett's mentoring program that will hetp

our mentors and protégés thrive.

CONCURRENT SESSIONS 3:00 PM - 3:45 PM

MartiNgz, C. T. & ALAMILLO, J.
California State University- Channel Islandls
Santa Ana A

Power of Faculty Mentoring: Stepping out of the Comfort Zone to Enhance Faculty Success

In this mixed methods study, we expiored the extent to which mentoring can he[p new facuity navigate the university culture, address concerns about the retention, tenure, and promotion process, and enhance personai
weiifbeing, Tenured facuity mentors were paired with newiy hired tenure-track facuity. One week before the program, participants compieted a pre-assessment survey. anl met reguiariy tiarougi'iout the semester to
discuss expectations for retention, tenure, and promotion, and provide support for questions and concerns. At the end of the academic year, a post-assessment survey and focus group interviews were conducted.
%aiitative data were ana[yzed using a phenomeno[ogicai approaci/i and grounded tineory to examine themes that emerged ﬁovn deseriptions of the vnentorsnip experiences. Findings indicated that mentors i’ieiped
faciiitate new ]orofessorsy understanding of the social and poiiticai climate of the university, provided social support, and contributed to their personaiweiifbeing. Facuity also revealed the importance of discussing issues
of racial and ethnic diversity with their mentor. Mentees helped enhance mentors’ feeling of self-efficacy in supporting junior faculty through their collaborative relationship. The faculty mentorship program not only
facititated participants’ abi[ity to attain their goais, but also enhanced their reiationships and social networieing across campus. We will discuss strategies for chai[enging facu[ty to step out of their comfort zone and be

more eﬁective teacher-scholars while tapping into their deveiopmentai and social network.

McWirLiams, A.

Wake Forest University
Santa Ana B

Developmental Networks from College to Life After College
Research demonstrates that the millennial generation, those born between 1980-1994, will comprise 75% of the workforce by 2025. These young professionals can anticipate holding 20 or more different jobs over the
course of their lives and two-thirds say they expect to leave their current employer by 2020. However, 81% say they are likely to stay with their current organization if they receive intentional mentoring (The Advisory

Board; Deloitte 2016 Millennial Survey). Research also demonstrates a significant gap between employers’ expectations and college graduate preparedness for the workforce (AACU 2015; CBI/Pearson 2015). Our own
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study of and work with recent graduates conﬁrm these needs: couege students are unprepared ﬁ)r the realities of the “real world,” and both expect and need the support of mentoring networks during and aﬁer cot[ege
as they exptore issues of identity, values, strengtns, and interests. Indeed, this is a vital role that universities can and must serve as part of their mission to educate the “whole person.” This presentation will delve furtner
into this research to explore what, exactly, these emerging adults need to be successful personally and professionally. We will examine effective networks for both college students and young alumni. And we will share

resources and strategies that we are using at Wake Forest to he[p both students and young alumni to deve[op their networks and to navigate the transition ﬁrom cot[ege to [Ue after co“ege

PerErsen, T.
Colton Joint Unified School District
Acoma B

High School Principats' Experiences with Leactcrship Couching: A Phenomcnotogicat Stucty

Purpose. The purpose of this phenomeno[ogicat stndy was to understand and systevnatica[[y describe the essence of the experience of higtn school principa[s having received teadership coaching. MethodotogyA The
researcher interviewed a purposefult savnpting of ﬁve current or forvner nigh school principats who received teadersnip coacning for a minimum of six months. Patton’s (2002) steps in pnenomenotogicat anatysis were
used to analyze the data. Validity and reliability were established through the use of Lincoln and Guba’s (1985) alternative constructs. Findings. Transcripts were analyzed to uncover over 30 significant statements from
the interviews. Sixteen formutated meanings were constructed ﬁrom the signiﬁcant statements, and ﬁve themes emerged. The ﬁve themes were exp[ained and backed up with evidence ﬁrom the signiﬁcant statements
ﬁ’ovn the interviews. Finatty, the essence of the [eadership coaching experience received by principa[s was described. Conclusions. The results of the study support the key themes as areas of practice of the principa[s
thatwere impacted as a result of leadership coaching. The key themes included developing a shaved vision and goals and leading change; strengthening site team development and leadership capacity; examining data
to assess and improve performance; navigating district, community, and school potiﬁcs; and conﬁdence bui[ding and reﬂection. Recommendations. Leadership coaching can assist principa[s with the rapidty cfaanging
demands of the position. The ﬁndings of this phenomenotogicat study oﬁer districts support for niring teadersnip coaches or dwetoping coaches ﬁ’ovn within who can work with new and experienced principats to

improve their practices, thereby leading to improved performance.

O’ConnNELL, P.

Lourdes University
Luminaria

Leadership Mentoring for Millennials: Using a Simple Framework

In the twenty-first-century, leadership is believed to be a seminal applied skill that is important for every member of the workforce to develop. Leadership competencies will be increasingly important to teach in all
discip[ines, especia[[y in scientg:lc and technical ﬁelds (Martin, 2007; The Conference Board, 2006). In turn,, twentyfﬁrstfcentury leaders will need to be strategic, adaptive, authentic, and connective. We need to ﬁnd
innovative ways to accelerate and extend the teaching of [eadersnip across poputations, organizationa[ levels, cultures, and generations (Bennis, 2007; Day, 2012; Uhl-Bien, Marion, & McKetvql, 2007). This interactive
training session for learning and practicing a simple framework for developing 215t century leadership competencies. The framework for our training session is based on research on emerging twenty-first-century
[eadership theory, leader deve[opment needs, and emerging generations’ be[iefs This basis for accelerated and eﬂective mentoring and deve[opment of young leaders emptnasizes connective values and leader capacities
crucial to re[ationsnip bui[ding across diverse networks, borders, and generations. This worksnop presents the si‘rnptiﬁed leader deve[opvnent fravnework and its common lexicon 0f connective tae[iefs that can be
integrated into reflective practice and self-leadership over the career and life span. Session participants will learn how this innovative approach is easily applied to mentoring, coaching, and leadler development for
emerging leaders. The simptiﬁed ﬁramework for twentyﬁrst—century leader deve[opment resulted ﬁovn in—depth research and trials using ﬁve webs of be[icf for se[ff[eadersfnip leader deve[opment: [earning, reverence,
purpose, authenticity, and flaneur (O’Connell, 2014).

Santin, C.
Concordia UniversityChicago
Alumni

A Mentoring Modlel for Stuclent Success in a Doctorate of Business Administration Program

Online and ny]ariat models of Doctoral Business Administration (DBA) programs are choices for business proﬁassionats, atthougn comptetion rates are not satisfactory. Many leaders of doctoral programs are concerned
about issues of student attrition, retention and degree completion. The fear of proliferating the all but dissertation (ABD) ranks looms on the horizon. The reasons for attrition are numerous and diverse and are
usuauy due to a covnp[ex combination of factors. The online de[ivery forvnat should not be a reason for the student to fee[ isolated. eMentoring can het]a deve[op arich relaﬁonsfaip between doctoral business facutty
and students stivnu[ating knowtedge transference, motivation, and emotional and academic guidance. Mentoring, especiatty eMentoring, can enable online doctoral students to make the transition from student to
independent researcher and scholar. eMentoring can help to ensure the quality of research, scholarship, and teaching well into the future. A model is proposed wherein faculty eMentors mentor emerging DBA scholar
practitioners through their program and hetp socialize them into the business discip[ine supporting and re'mforcing what is expected of them as DBA students and business leaders. Key words: DBA, eMentoring,

[eadersnip, scnotar‘practitionen academic research

NEustrOM, S.

National Louis University
Fiesta A

The Relationship Factors of Leaders

Cuts in government ﬁmding, decreased individual and corporate giving, and increased competition for grant money have Cfnanged the external environment of non]oroﬁt organizations. The purpose of this qua[itative
study was to exptore the pnenomenon of the dyadic retationsnip of executive directors and board chairs of nonproﬁt organizations experiencing a changing environment and factors contributing to retationstaip
development. The working relationship between a board chair and executive director resembles a partner, mentor, and coaching exchange creating complementary actions that increase the effectiveness of board
pevﬁ)rmance. Using the theoretical ﬁ'avnework of Leader-Member excnange, the ﬁndings support the stage progression of [eadership making, however, the Ppresence of negative factors hinders progression. The ﬁndings
also suggest the quatity of the re[ationsnip, based on the level o_f trust and respect, has an impact on board behavior and organizaﬁona[ eﬁectivenes& The results of the stuwty provide amodel of retaﬁonship deve[opment

under situational conditions, implications for leadership development, recommendations for practice, and further research.
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GORDON, J.

American Sentinel University
Fiesta B

Perceived Sc[f{ﬁiczuy in Mentors Fo“owing a Cmﬂpetcncnyascc{ Facu[ty Mentor Orientation

The National League for Nursing’s (NLN) position statement (2002) and the Institute of Medicine report (20m) identified nursing educators as the key factor in preparing nurses to meet the healthcare needs of the
United States pnpu[ation. Yet, the pvo’a[em of an overall nursing shovtage cannot be successﬁ,(“y solved until the shnvtage 0f qua[@ﬁed nursing facu[ty in the United States is addressed. The issue is vecognized and
recruitment is well underway but the issue is not improving. One reason is the lack of preparedness of newly hired nurse educators. Providing mentorship programs that orient faculty to their position, professional
deve[opment as an educator, and support socialization into academia, will cultivate a hea[thy workp[ace and increase perceptions of role pveparedness. In order to @fective[y utilize the concept of mentoring to onboard
clinical nurses into academia, mentors should include measuring novice nurse educators’ abilities to comp[ete thejo’o inwhich tfﬂey were hired. Mentors need to be trained to mentor new facu[ty and assess achievement
of the Core Competencies of Nurse Educators (NLN, 2005). The purpose of this quasi-experimental project is to determine the effectiveness of implementing a competency-based mentor orientation module in increasing

self-efficacy levels of associate degree program nurse educators within the Virginia Community College System (VCCS). Keywords: mentoring, core competencies, trainings.

McGivney, K.
Shippensbwg University
Acoma A

STEM-UP PA Mentoring Network Successes and Challenges

STEM-UP PA is a collaboration between Shippensburg University, Harrisbwg University of Science and Techno[ogy, Elizabethtown Couege, and the Innovation Transfev Network whose goa[ is to address gender equity
among STEM faculty at teaching-focused institutions in Pennsylvania. STEM-UP PA was developed through an NSF ADVANCE grant which was completed in January 2016. One successful program of STEM-UP PA
was the Mentoring Network, a formal mentoring program that pairs junior female faculty with a mentor whose goals and interests are similar. The Mentoring Network includes an Executive Committee (MNEC), an
application and matching process for mentors and mentees, an orientation program, a check-in system with participants, an online povta[ fov mentoring pairs, and an annual evaluation process. Over three years, the
Mentoring Network has seen abundant growth. The program has increased ﬁ'om 14 women at 5 institutions to 51 women at 20 institutions. Program evaluations continue to show that participants value workshop
content and the formal mentoring and networking that occurs at and between programs. Testimonials further support the positive outcomes of mentoring: “For me as the mentor, this shift to giver of guidance has
been profoumd, 1t has made me step up to opportunities that1 might not have befove. 1realize that 1 have something to oﬂer." “This has been a great experience. It has Vea“y helped with my writing and has he[ped me

focus." We will describe the network’s structure, growth, and current cha“enges - including how to continue the work without the support of a [avge grant.

Suore, W.

Pacflc Lutheran University
Sandia

A Mentoring Personality? Individual Differences Affect Students’ Expectations for Mentors

Shore and Rutter (2015) investigated the possibility of a ‘mentoring personality,’ focusing on m first-year college students who veported having no mentors. Students completed several scales assessing individual
diﬂérences and rated their agreement with a series of statements about mentors (eAgA, Having a mentorwould beneﬁt me.). The less hopeﬁd students were more like[y to agree that they needed mentors. However, students
with higher hope whose mothers had earned at least a bachelors’ degree were signgicant[y more [ikely to agree that U’ley knew how to ﬁnd mentors than were any other group of respondents. Thus, we concluded that
there are reliable individual differences among protégés that may impact not only the success of the mentoring relationship but also the likelihood that a mentoring relationship will develop at all. The current vesearch
extends this finding to content analyses of students’ responses to several open-ended questions (e.g., What is a mentor?). Reliable themes emerged related to perceptions of mentors as experts in a content area but
also as more geneva[ role models and ‘[ife coaches’. lnterestingly, when asked how ’they would go about fmd'mg a mentor, a sizeable percentage responded that they did not know. Thus, as in our earlier work, the results
provide evidence that, although first-year college students often recognize the value of mentoring to achieving their goals, they are generally uninformed about from whom they might receive mentoring. Their naiveté

about the mentoring process has imp[icaﬁons fov mentors who are motivated to be both eﬂécﬁve and ethical in that role.

JacQuEs, J.
Clemson University
Spirit

Coaching the Coaches: A Nine-Week Conversation About the Very Idea ofTeaching’ Design

The simp[e aim of this illustrated presentation is to encourage facu[ty members in all discip[ines to enjoy an extended conversation about teaching and leavning by Yeading and discussing a good book about the art of
teaching in an open setting that includes students. To do this, we immediate[y recognize each community of teachers and learners as a local deve[opmenta[ network of mentors with a common interest in coachmg one
another toview its essential enterprise within a broadened perspective. Teachers who embrace their role as mentors and coaches will realize that the interconnected themes of this in-depth conversation are important to
the ongoing health of the [eaming community and essential to the culture of the p[ace, Let me relate our experience with “a nine-week conversation about the very idea of teaching designf' At the invitation of my younger
co[leagues and their students in architecture, 1 vecent[y faci[ita’ted a series of vead'mg + discussion sessions in an open area of our celebrated new bui[ding to examine best practices of discovery—based learning within
the broad context of liberal education. Following the nine precepts of the art of teaching cleverly presented by Banner and Cannon in their provocative book The Elements of Teaching, we held go-minute sessions each
Tuesday morning fov the ﬁrst nine weeks of the spring semester. The results were remarkable. These sessions evolved into a far—reaching, open~ended and begui[ing conversation that celebrates the [ea'ming community

and he[ps dque the culture of discoveryfbased [eaming

Morgcan, B.
University of Tennessee
Scholars

Mentoring for Motivation and Purpose

Several authors, ﬁom various discip[ines, vely'mg upon both anecdotal and statistical evidence, have 'Ldentgﬁed three primary inﬂuences on motivational theory. A[though emp[oying various nomenclature, these three
influences may be described as autonomy, mastery, and purpose. In the absence of these influences, growth stagnates, resulting in high personal, professional, and institutional costs. The lack of these influences has
been particularly acute in the legal profession, resulting in negative consequences for the legal profession and legal professionals. In response to the same, several law schools, law firms, bar associations, and in-house
[ega[ entities have deve[oped mentoring programs with varying degrees of formaﬁt}c Such interventions have yie[ded positive results in terms of eﬂ%ctuating change in the arenas of autonomy, mastery, and purpose. One
such example is the mentoring program at the University of Tennessee College of Law which, over the past 5 years, has collected and analyzed longitudinal data indicating that participants in the college’s mentoring

program experience—with statistical significance—more positive association to these ideas. These results have driven growth of the program, as well as development of a new leadership institute that expands the
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mechanisms available fov dwelopment of these ideas laeyovw[ the laws of the co[lege and into ﬁrms, non~pv0ﬁt organizations, and the bar association. This session will exp[ove motivation theory, how serving as both
mentor and mentee can foster autonomy, mastery, and purpose thus promoting motivation, and how both anecdotal and statistical lessons learned from mentoring in the legal profession may be applied to broader

audiences.

LorenzerTr, D.
University ofCa(gary
Amigo

Men(orship in the Media: An E,\’p[om(ion of 'Scope and Meaning in Contemporary Culture

In the centuries since the Greek myth of Odysseus entrusting his son Telemachus to Athena was ﬁrst recorded, myriad accounts of biographica[, historical and [iterary mentoring re[ationships have been documented.
The growth of mentoring organizations such as Big Bvothevs~Big Sisters has further cemented the concept of mentorship into our collective consciousness. In an eﬂ‘ort to better understand the nature and role of
mentorship in contemporary society, we undertook an exploration of the scope of, and meanings ascribed to, mentorship in the media. We conducted a qualitative thematic analysis of mentorship portrayals in the
New York Times (NYT) from July to December 2015. We compared the themes generated through this analysis with those identified in conversations with academic faculty mentors and mentees participating in formal
mentoring programs in a Canadian university. In both media and facu[ty interviews, mentovship was povtrayed as ﬁmdamenta[ to the fabvic of contemporary society. Academic facu[ty relied on mentors for ongoing
professional support throughout their careers, and formal and informal mentoring relationships were prevalent in the NYT across a wide variety of professional and personal contexts. While academics emphasized
safety, trust, training, and a wiumgness to prioritize mentoring re[aﬂonships, such themes were vave[y apparent in media accounts. Rather, we observed a tendency to conﬂate role mode[ing, ﬁriendshi]a, and mentorship
While mentovshi}o continues to be lauded as fundamental to behavior change, and career advancement, such misapp[icatiovw of the mentovship label in the media may serve to dilute pubﬁc perceptions of the

significance and potential impact of these relationships.

Wawsh, C.
University of Calgary
Mirage

Mentorship Framework to Strengthen Social Work Research: Research Practica

Schools of Social Work have been charged with the task of training their students in an array of research methodologies including qualitative, quantitative and mixed methods design. Social work students are in a
unique position to app[y their research skills to address social inequities in the context of their ﬁe[d placement, however models ﬁ)r mentoring research deve[opment and mentovship are limited. This presentation
describes the dwelopment, imp[ementation and evaluaﬁng of the research practica (RP). The RP model, founded on the principles of mentovship, community~based and participatory and action-based research, is
designed to enhance students learning in research with the support of mentors from the faculty and local community agencies. This presentation shares the four sequential steps we used to achieve this objective: 1. Assess
the needs of social work students and the readiness of the institution for the deve[opment of anew model; 2. Deve[op amodel based on the feedback ﬁ’om various stakeholders; imp[ement and evaluate the program with
one cohort of students; 3. Integrate knowledge learned to reﬁne the model, imp[ement and evaluate the program with a second cohort; and 4. Model establishment. We anticipate that this RP mentovship ﬁ'arnewovk

can be of direct benefit to junior faculty, students in social work and social service community partners as well as potentially other disciplines across North America.

CONCURRENT SESSIONS 4:00 PM - 4:45 PM

Acuirre-RoMERO, A.
Odessa Co“ege
Santa Ana A

First Year Experience Program at Oclessa College
Odessa College, a community college in Texas with a course completion rate of 96% and a course success rate of 80%, is breaking its own record every semester. To aid in this effort, the College recognized the need to
provide support when onfboavding new facu[t}c The First Year Experience for New Facu[ty is a holistic support system to he[p facu[ty be more @fective in and out of the classroom. The participants will learn about the

program.

Training

New faculty are required to attend the following:
*Drop Rate Improvement Program — 4 commitments
*AVID 101

*HR semester training

“Faculty workshops

Mentoring- Each new full time teacher is assigned a faculty member. 1will talk about my experience being mentor and mentee. Coaching- Two class observations during their first semester; by the department chair,
and by the Dean of Teaching and Learning. On-going coaching- The Drop Rate Improvement Program data provides the faculty member and leadership an opportunity to examine any areas of concern. Campus
Tnvolvement- Programs like OC-All in or Co_ﬁree & Conversation. With such a comp[ete and innovative program, Odessa Coﬂege is one of the top co“eges in the nation. 1 will talk in the confevence about it, and the
participants will learn how important it is to build rapport in order to help the students be successful.

JamEson, K.
Bucknell University
Santa Ana B

Ave Mentoring and Coachi ng Endangcred by an Increased Reliance on Metrics/ Benchmarki ng?
Tn the world of education, the pendulum between art and science is forever swinging one way and then the other. During my career in teaching, administration, and educational fundraising, 1 observed those fluctuations

personally. As a result, 1 have become concerned with a trend toward quantification of results at the expense of a qualitative, human relations approach, which incorporates more coaching, mentoring, inspiring and
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vnode[ing. Entire companies have been born and bloomed into a major presence simpiy for the purpose of teacning evnpioyevs to evaluate using exhaustive sets of metrics and benchmarks. Soon the metrics themselves
become performance objectives, and the velationship of leaders to subordinates is diminished to that level. Indeed, the need to quantify and hold accountable can be observed in all areas of education now, from
government initiatives and teacher tests to standardized testing for students, which has all but taken over the curriculum. What appvoaeh promotes the most gvowth, seifactualization at the nighest p[ane, and iongevity
in the ﬁe[d? Those individuals who mentored the most expevienced among us gave us our drive and seU“esteem and yes, even our ultimate successes. How? By iae[ieving in us, nurturing our growtn, and snowing us what
great leaders look like. Because of their influence, we persevered, whereas teachers now are leaving in droves. What can we do to counter this new culture, foster true collaborations, and support the mentoring of those

characteristics and quaiities that cannot be quantgied because tney are so deep[y human?

Gorpon, E.
University ofSouthern Mississippi
Acoma B

The Mentoring W’eiﬂ—Coming Togeiher to Make a Diﬂb’ence

Deve[oping effeetive novice teachers involves many components. Researchers have studied the impact of prineipais, induction programs, and mentors on the growth and development of novice teachers (Brinko,
1993; Brock, 1998; Bryan, 1963; DePaul, 2000; Kearney & Lee, 2014). Reiationsiaips with co[[ege or university facu[ty, students, parents, and support staﬂ can also impact the growtn 0f these novice pvofessiona[s.
The combination of these components creates a mentoring web that works together to empower the individual teacher as they begin their teaching career. The purpose of this paper is to outline the mentoring web

components and how the impiementation of this web can ensure success fov novice teachers in their initial years as professionais in the ﬁe[d of education.

SurrerTE, T.
University ofCincinnaii
Luminaria

inﬂuenee Qf‘i\’lenioring and Projessiona[ Communities on Ezu‘iy Career Teacher Deveiopmcni

A eha[ienge fov pubiic schools is to suecessﬁiuy support and professionai[y deveiop eav[y career teachers and tneveby prepare them for [ong and successfui careers in education. Muitipie studies have indicated high
levels of turnover in the prafession of teaching, especia“y duving the beginning years in a teacher’s career. The purpose of this quaiitative research smdy was to describe how eignt ear[y career secondary mathematics
and science teachers perceived and made sense of their experiences navigating multiple professional communities and interacting with mentors. Topics examined included the contextual elements that influenced the
eaviy career teachers’ interactions with mentors and pvofessionai communities; how teachers positioned themselves within Wiuiti]aie pvofessiona[ communities; and how they pereeived these experiences had inﬂuenced
the dweiopvnent of their teaching practice. An extensive semi-structured interview 0f the eariy career teachers genevated data that were ana[yzeoi to identiﬁ/ emergent themes and patterns. The ﬁndings of this study
indicated that navigating professional communities and interacting with mentors had influenced the early career teachers’ decisions to adopt important components of a learner-centered approach to teaching that
included engaging students in active [earning processes, utilizing forvnative assessment, promoting cooperative work, and interacting with students on an individual level. Also, access to pvofessiona[ communities and
mentors aﬂbrded the eariy career teachers a level of re[ief of their anxieties related to being anew teacher, a boost of conﬁdence in their teaching abilities and _judgvnents, and an outlet to share stories and experiences,

which decreased their feelings of professional and social isolation.

WirhERSPOON, B.
Water Resources and Policy Initiatives
Isleta

Focus on Efficiency: Administering Multi-Site Programs from Single a Cost Center

Water Resources and Policy Initiatives (WRPI) leverages the California State University (CSU) system-wide academic excellence into an important resource for addressing the complex water issues confronting California.
‘WRPI provides training opportunities througn the commitment of the CSU Chancellor’s Oﬂice and various federai grants and agreements, ine[uding the Watershed Management Expeviential Learning for USDA
Careers. The USDA project was launched to serve undevrepvesented students at CSU under the hypothesis that iong‘tevm, repetitive exposure to expevientiai [earning thvougn paiui internsiaips results in ivnpvoved
persistence and performance. Working with students from all 23 CSU campuses from a single cost center presented some challenges, namely recruiting, hiring, and payroll. To overcome these barriers, WRPI created
a centralized administrative structure at one cost center, CSU San Bernardino. Rather than students being empioyees of their own campus, tney are all empioyees of University Enterprises Corporation (UEC)/CSU
San Bernardino (CSUSB) with one oﬁice for paym“/ human resources. This decreases the administrative costs af the program greati)c To address the issues of recruitment, iairing, and payro[[, WRPI entered into a
Memorandum of Understanding (MOU) with the US Forest Service to tap into their existing recruitment pipeline. This is an applied research project that may not show causation, but rather contributing factors
to success. Based on barriers being resolved and due to the WRPI’s eiﬁeiency, oniy eignt students out of 213 have dvopped out of the program, and GPA and gvaduation rates ivnproved. WRPI has been awarded an
additional $2 million over the next four years (USDA NIFA No. 2015-38422-24058).

MarTiIN, R.
Vaal University of Technoiogy
Fiesta A

Mentor Conversation Circles —A Vehicle to Deveiop Mentor Competencies Continuous i’roﬁssionai Deve[opmeni

This Ppaper aims to make a contribution to the lack of focus in the literature on the continuous pvofessiana[ deve[opment (CPD) of mentors within the area of entrepvenewsnip and business support. The Ppaper ar-
gues that continuous professional development of mentors is critical, especially in developing countries such as South Africa, where improvement in entrepreneurship and business development needs improvement.
Successive Global Entrepreneurship Monitor (GEM) Reports, shows that South Africa is struggling to improve entrepreneurial activity despite the fact that support interventions such as mentorship programs do
exist. Aitnougn not the on[y driver to improve entrepvenewia[ activity and business support, the literature does recognize the Signiﬁcant role that mentors can make in this vegard Mentors are oﬁen recruited on the
basis of their expertise and/or personal achievements either as entrepreneurs or business in general. This paper discusses mentor attributes as well as describing why it is necessary to focus on continuous professional
deve[opment fov mentors in the entrepreneuvsnip and business support ﬁe[d. The paper argues that the impievnentation of conversation circles for mentors in the entrepreneurship and business support ﬁe[d can

be an effective vehicle for continuous professional development and can make an effective contribution to improve the quality of mentors within the entrepreneur and business support field. The paper makes a contri-

bution to the literature on mentor development within the entrepreneurship and business support fields, but is also relevant for mentor development programs in general.
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HawmeL, P.

Northeastern University
Fiesta B

A Tale of Two Cities: Mentoring Teaching Assistants from the Classroom to the Global Stage

This presentation of three case studies demonstrates a dynamic team mentoring process and developmental networks between a professor and three Health Science teaching assistants. These relationships ultimately
led to both experientiai tearning and ieadership buitding ﬁ‘orn alocal mentoring experience in a U.S. classroom to an innovative international experience. The presentation will outline the Pprocess, ﬁ'orn recruitment of
students with demonstrated quatities of excellence, their training in and outside the classroom as teaciaing assistants, and eventual devetoprnent of ieadersi'iip and supervisory skills that were impiernented abroad as
dialogue advisors and resident assistants with undergraduate college students. The session will focus on how the experience broadened the mentees’ knowledge and appreciation for leadership, academic and vesearch
skills, as well as cultural and historical opportunities beyond the university campus. Their mentoring experience evolved to include teaching opportunities and onsite residential supervision of a cohort of students
envolled in facuity~ied coursework abroad. Additionaiiy, the quaiities of excellence that were instrumental in contriijuting to the selection of teacning assistants for the giobat experience and furtiaer demonstrate
successful mentoring will be outlined. Examples include capstone research projects which evolved into subsequent recommendations for course improvement, service and implementation of sustainable teaching
tools to improve health iiteracy in an emergency department setting, and ﬁeidwork na cornrnunity~t;ased pubiic health initiative. Subsequent devetoprnentat experiences that provided ongoing coiiegiai networking
opportunities for the mentees beyond their own personai growti'i and maturation shown here included graduate admissions to medical school, a pi'iysician assistant program and a dual major in puioiic health and

social work.

LEADER, J.
Everett Community Coiiege
Spirit

Mentoring by the Book: Developing the Self Throughout the Lifespan with Fictional Mentors

It is no exaggeration to say that an entire generation of readers grew up relying on Albus Dumbledore, from the Harry Potter book series, for personal guidance and specific direction. Characters in novels serve as
somewhat silent mentors and can exert a strong inﬂuence on our deveioprnent, especiaiiy in the forrnative years. In this session, participants will exptore what mentors ﬁorn the titerary realm have si’iaped them and
will consider how to i:eneﬁt even more frorn these reiationsiaips tiarougia intentional seifreﬂection The transforrnative power of ﬁction is backed in an increasing ioody of research that studies the eﬂ:ect of reading on
expanding selfhood aswell as its ability to build social skills and empathy. These researchers have focused on Theory of Mind and gather evidence through examining reading habits as well as the results of psychological

tests and brain scans. These ﬁctionat mentors form avery personai and malleable network that can be called upon again and again, ti'iroughout a tifetirne of devetoprnent, page try page.

Woobs , W.

Schreiner University
Amigo

What We Can Learn About Mentoring ﬁfom Alcoholics Anonymous

At ﬁrst gtance, it would appear that we ﬁnd little about the process of mentoring in that stereotypicat Alcoholics Anonymous meeting, with its dark and crowded little srnoke~ﬁtted halls and meeting rooms, asi'itrays
overﬂowing, haiﬁernpty Styrofoam coﬂee cups, a room fuit o_f what some consider the sickest and weakest individuals on the lowest rung of society, the siﬂaieing alcoholic, peri’laps in the grips of the latest withdrawal
or detox, hours away from another inevitable relapse. What could we possible learn about proper mentoring from these people, people often at the lowest point in their lives, having drank away relationships, homes,
careers, ﬁnanciai security, even their own health? Peri/iaps surprisingty especiaiiy to the outsider, on closer examination, particuiarty when we carefutty anatyze the oﬁ:en cornpiex and iiigi/ity @fective nature of the
“sponsor~sponsee” reiationsnip, we ﬁnd some interesting appiications to the study of formai and inforrnat mentoring. For many, crucial to successfut recovery. ﬁom alcoholism is the participation in a 12-step recovery
program, sometimes known as “working the steps” with a sponsor who has successfully recovered from alcoholism himself or herself. “Alcoholics Anonymous (AA) considers sponsorship an important element of the
AA program, especiatty in eariy recovery” (Stevens, E. and Jason, L. 201 5). And thougii no mention is actuatty made of farvnat sponsorship in the “Big Book of AA a iong tradition eornpiete with standardized rules
of mentoring has evolved since the earliest days of this type of treatment for alcoholics. Rernarkatjty enough, some of the guidetines outlined in the ci’lapter “\/Vorking with Others” — ti'lougin written for a speciﬁc group
of suffering alcoholics in the 1930’s — still apply to the concept of successful mentoring today, guidelines such as close and personal daily interactions, modelling proper behavior, being available for crisis management

and reiapse prevention, taking a daiiy inventory of behavior and resentments, and the like.

WoLr, D. & OBer, D.

Barry University
Mirage

Turning Managers Into Leaders: The Art of Mentoring

Fostering stable, reliable and knowtedgeabie leaders is a top priority in many organizations. Leadership is generatiy considered the abitity to inﬂuence others. identifying managers with the potentiai to become leaders
is a continual process. Mentoring is believed to be one of the most important factors in recognizing and training protégés in the art of exerting inﬂuence over others. The mentoring experience is also believed to have
a significant impact on manager development, given the operational, regulatory, and economic constraints placed on managers in the present fast-paced, technology driven environment. Recognizing how mentors
acquire the requisite knowtedge, wisdom and communication skills that allow them to positivety inﬂuence others to engage, build and maintain ieadership skills is necessary to understand and deveiop successfut

mentoring reiation.si'lips Determining the needs, wants, desires and expectations of the various organizationai stakeholders will aid in deciding which mentoring program may be eﬂ'ective for an organization seeieing

to engage in the leadership development.
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Nastasia, D. & StepHEN, M.
Southern 1llinois University - Edwardsville
Santa Ana A

Mentoring STEM Extracurricular Groups: Experiences, Challenges, and Training Needls

Numerous studlies show that K-12 students’ participation in science, technology, engineering, and math (STEM) extracurricular activities, in which they work as teams to solve problems, complete hands-on projects, or
Pprepare ﬁ)v cha“enges and competitions, contributes to both improvements in students’ academic achievement and an increase in students’ STEM career interest. Research has also documented that successfu[ student
participation is impacteo[ by teachers’ capacity to gulide student teams’ endeavors and serve as e_ﬁk‘ctive and inspivaﬁona[ coaches and mentors. This presentation examines how teachers view themselves as coaches and
mentors for STEM extracurricular activities. In an initial quasi-experimental study, 33 teachers leading student teams in a robotics competition were provided with different types of mentor training (best practices,
seb(‘feﬂ'ﬂlcacy, or both) using a combination of online and faceftoface training. In a ﬁ)“ow—up qua[itative study, interviews and focus groups were conducted with nine teachers ﬁrom the initial study, and an additional
nine teachers leading STEM extracurricular activities in schools and commun[tyfbased or university envichment programs in the same regions. Study participants expvessed in their own words who thql are as leaders
of STEM extracurricular activities and also if the project’s training materials have helped or could help them. The teachers outlined their various mentoring experiences, reflecting on what is most fulfilling, what is a
stmggle for themselves and students, and how training can he[p This presentation will showcase the emergent themes ﬁrom the discussions and theorize how teachers transition ﬁrom coachivxg to mentoring, aided by

qua[ity training materials.

PaiLiesen, M.

Virginia Commonwealth University
Santa Ana B

Focusing Inward and Outward: The Design of a Unit-Based Mentoring Program

At most institutions of h[ghev education, facu[ty and student mentoring programs abound. Virginia Commonwealth University is no exception but facu[ty mentoring exists in “pockets,” oﬁered on[y in some
departments, and only to some faculty. A comprehensive mentoring program is lacking. This paper details a thoughtfully designed mentoring program for one unit, a School of Education (SOE). lts design allows for
it to be scaled up to the university atflarge, Based upon the literature on best practices, it intends to do both: focus inward by socia[izing facu[ty into the culture of aunit (Schoo[ of Education), and ﬁ)cus outward by
connecting facu[ty with individuals in the university and the ﬁeld, The program has two components: 1) a pub[ic component consisting of career development wovksfaops throughout the year, and 2) an individualized
component consisting of a customized mentoring portfolio for each tenure-eligible faculty member. The program allows for growth, and includes faculty across career stages. A mentoring coordinator will conduct needs
assessments with new ﬁlculty, assist in the design of the mentoring povtﬁ)[io, use a database fov matcfning purposes, educate mentors/mentees about successfu[ mentoring teclrmiques, organize workshops, and monitor
the success of the mentoring Ye[ationsh[p& Evaluation of the mentoring program will be conducted ﬂ’lmugh a third party, the School qf Education Oﬂ:ice of Research/ Professiona[ Dwe[opment and O_ﬁ:ice of Assessment.

The purpose of sharing the program is to show how the literature on best mentoring practices might be realized in practice and to solicit feedback from the audience to further refine the program.

Ecugs, A.

New York City College of Technology
Acoma B

A Handbook on Mentoring Students in Undergraduate Research: Proven Strategies for Success

The multidisciplinary Undergraduate Research Committee (URC) at New York City College of Technology of The City University of New York has proudly developed, A Handbook on Mentoring Students in Undergraduate
Research: Proven Strategies for Success. The vetted Handbook is a culmination of several semesters of work by trained ﬁwu[ty mentors who are acﬁve[y engaged in both discipﬁnavy and in{erdiscip[inary research with
students ﬁ'om across the ﬁe[ds of anthropo[ogy, architecture, astronomy, bio[ogy, chemistry, communication design, engineering, health sciences, history, humanities, literature, management, mathematics, phi[osophy,
physics, psychology, robotics, sociology, and theater. The Handbook includles topics addressing how to get started with the mentoring process, characteristics of effective mentors and mentees, developing a mentoring
]o[zm, evaluation of the mentoring journey, as well as mentoring and research resources. URC members cultivated the Handbook as a tangib[e and valuable resource to gulide facu[ty in faci[itaﬁng mutuauyfbemj[cia[
facu[tyfstudent mentoring re[aﬁonships and appropriate mentoring skills within the context of research at City Tech. Students engaged with their mentors in research have demonstrated a heigfatened awareness in
collaborating with others, in disseminating peer-reviewed research findings in regional, national, and international forums, as well as in improving their analytical and critical thinking abilities. The Handbook is

Ppioneering as a [iving guideﬁ)r successfu[ mentoring within a unique academic setting.

Cowin, K.
Washington State University
Luminaria

Beginning with the End in Mind: Structuring (he\fjorma(ion of Mentoring Rela [ionships

Learn about a successful educative process using a series of workshops in which future educational leaclers are invited to form a Professional Learning Community (PLC) with the development of open and trusting
mentoring Ve[ationships at its core. Both Ppeer and professov/ leader-candidate mentoring practices are the focus of ourwork together. The establishment of a transparent and trusting environment, with communication
that seeks to be transformational, has been critical to the development of our successful mentoring relationships (Zachary & Fischler, 2014). Research on developmental mentoring relationships (Allen & Eby, 2010;
Mullen, 2005; Ragins & Kram, 2007; Ragins & Verbos, 2007) and relational mentoring (Dutton & Ragins, 2007; Fletcher & Ragins, 2007) was used as the conceptua[ ﬁramewovk fov deve[opment of this educative process.
The use of veﬂecﬁve practice b/ both leader-candidates and the pvofessor has been app[ied in the reﬁnement of the Jprocess over the past two years (Arredondo-Rucinski, 2005; Mullen, Eng[i.sh & Kea[y, 2014). In this
interactive session, a detailed outline of the workshops will be provided, and session participants will experience several of the activities from each workshop. Participants will receive directions for trying the activities in
their own seftings. Participants will experience activities ﬁ)r estabﬁshing group norms to aid in ﬁ)rmation of the mentoring PLC, ice-breaker and re[ationship bui[ding activities such as an auto~ethnographic writing and

discussion process, a communication Sty[e inventory with discussion prompts fov exp[ov'mg the inventory results, and the use of veﬂecﬁve practice to enhance both our professiona[ work and mentoring Ve[ationship&
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Harg, M.

Dallas Baptist University
Alumni

Alumni Mentoring Relationships in a National Greek Letter Social Fraternity

The Greek [ife community on many coﬂege campuses has deve[oped an infamous reputation. Misguided and vmsupervised, the actions of some individuals within these organizations have caused many to questions
the value and contribution of these groups. How might mentoring relationships influence chapter members to reevaluate their current activities and focus on more productive and positive outcomes? In this session
we will review ﬁndings ﬁrom a recent quantitative stuldy exploring the interaction and impact of mentoring ve[aﬁonsfnips between traditiona[faged members of a national Greek letter ﬁa(emity, and alumni advisors
who volunteer to guide these young men. How eﬁecﬁve are these mentoring Ve[ationships? What aspects of mentoring are evident in these interactions? What impact do these re[ationships have on identiﬁed [eaming

outcomes? Does this mentoring model have the potential to influence undergraduate decision making? Session participants will discuss the implications of alumni involvement in campus mentoring.

Bayron-Resnick, N. & Kraus, L.

Bank Street College of Ecducation & New York City Department of Education
Isleta

Mentoring Minority Candidates for Teaching Careers in Bilingual Special Education

Bank Street College of Education and the New York City Department of Education (NYC DOE) have collaborated for over twelve years to help increase the number of fully certified bilingual special education teachers
in New York City pub[ie schools {hvough a scho[arship program ﬁ)r master’s degree students ﬁmded by the DOE. This program he[ps address a teacher shovtage and he[ps recruit minority candidates into the ﬁe[d In
2013 an additional initiative was added to this collaboration. The NYC DOE Bi[ingula[ Pupi[ Services Program (BPS) io[enty{es bi[ingual classroom pavaprofessiona[s who show promise as teachers and pvovides tuition
support along with intensive mentoring and supervision, to help these individuals attain undergraduate degrees and initial teaching certificates in general and bilingual education. As part of the new collaboration
with Bank Street Co[[ege, graduates of the BPS program app[y to the co“ege’s specia[ education master’s degree program and ifaccepted, are provided tuition assistance. Upon comp[etion of the master’s degvee and
mandated cert@ﬁcation exams, graduates are fu[[y cevtiﬁed and qua[iﬁed to work as bi[ingua[ specia[ education teachers. The teacher education programs at Bank Street include a unique and high[y individualized
supervised fieldwork experience with an advisement process that emphasizes an exploration of the integration of theory and practice. Students are closely mentored by an advisor and are simultaneously working full
time in bi[ingua[ genem[ education settings while compleﬁng their specia[ education master’s degvees. Intensive mentoring has been instrumental in he[ping participants be successﬁ/t[ at both Bank Street and in the

BPS program.

TikHoNRAVOVA, K.

Nova Southeastern University
Fiesta A

Networking and Coaching for Sales Professionals on Managing Relational Anxiety

Mentoring and coac'aing services could be enhanced thvough the appﬁcaﬁon of mental health practices that pvovio[e a clearer understand[ng of velational interactions. Human interactions represent connecting pieces
between professionals in a variety of fields. Understanding effects of relational anxiety and relational calmness on human interactions helps improve communication systems with our clients, colleagues, leaders, and
fami[y. Relational anxiety and relational calmness comprise an emotional state, which inﬂuences our interactional patterns and aﬁ‘%zcts our perceptions on qua[ity of our re[aﬁonships Relational anxiety encourages
velaﬁonships that are based on competition and needs to protect oneseg Relational calmness encourages relaﬁonships based on trust and support. This paper shares practices fov managing velational anxiety by
applying an evidence based, Bowen mental health model that identifies effects of relational anxiety and relational calmness on our professional and personal relationships. This article examines factors that increase
relational anxiety, six negative eﬂﬂects of the need to self—protect, and how this could lead into a sebqperpetua(ing anxiety cyc[e. These relational interactions are exp[aineo{ through examp[es based on work of the
Covpovaﬁon Clinic, Inc., a company that provides mentoring and coach'mg services to pvofessionals in sales and management, based on mental health practices. This paper then covers nine ways mentors and coaches
could increase calmness and help individuals improve their professional and personal relationships as taken from The Calm Before the Sale: Calm-Driven Selling Secrets of a Successful Car Salesperson (Tikhonravova
& Khan, 2015).

Hacer, M., CronkiITE, R., & WEITLAUF, ].
Menlo College; Veterans Affairs Palo Alto Health Care System; & Stanford University
Fiesta B

Supporting Multilevel Developmental Networks in a National Career Development Program

Strong developmental networks can play a critical role promoting success as well as competent professional socialization for individuals in academic medicine. The early career transition from trainee to professional
presents unique cha[[enges regavding the fovmation of an autonomous professiona[ idenﬁty. Individuals in this deve[opmenta[ phase common[y beneﬁt ﬁom nuanced mentorship that is exp[icit[y focused on
the mentee’s desired career trajectory. Such mentorship respects their need for guided entry into guilds and guavded professiona[ circles, appropriate opportunities for collaboration, and, ’ay extension, academic
productivity. However, an oft neglected challenge is that prolonged dyadic mentorship may interfere with emerging autonomy and be riddled with difficulty regarding the successful navigation of complex socio-
professiona[ issues, inc[uding work [ife balance, within the context of an emerging academic career. Multiple mentorship models which include mentorship ﬁom leaders outside of one’s area of expertise may oﬂ%r
emerging professionals greater opportunities to discuss more personal aspects of socialization with greater autonomy and privacy. Further, lateral peer mentorship may foster the development of an autonomous
identity. In this “how we did it” presentation, we discuss the design of the VHA Career Development Enhancement Initiative (CDAei). The CDAei addresses the need for senior mentorship, autonomous and private
consultation vegarding matters of work [ife integration, and “lateral mentovship" among ear[y career health services researchers. We present a mu[ﬁfp hase model of iterative and systematic program evaluation analyzing
recruitment trends, participant characteristics and outcomes. Outcomes demonstrate success and areas for improvement, including participant suggestions for program enhancement. Keywords: academic medicine,

career development, developmental networks, mentoring.
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Kerora, J.
California State University - Long Beach
Acoma A

A New Mentoring Strategy for Helping Registered Nurses Transition to their First Job

Forty to sixty percent of new Registered Nurses (RNs) leave their first job within the first two years. The primary reasons are lack of support and dissatisfaction with their experienced RN colleagues. A factor contributing
to the dissaﬁsfaetion of all RNs is the preva[erlce of negative social climates within work settings, e.g. bu[[ying. The ob_jective of this presentation is to describe a mentoring program for graduate nurses with research
results that indicate nurses begirl their ﬁrstjo’a more conﬁdent, better supportcd LW experierlced nurses, and with additional skills in communication. Nursing alumni ﬁ’orrl Calg‘ornia State University Long Beach
conceived in April 2013 the Nurse Mentoring Connection (NMC) to mentor baccalaureate graduates starting six months before graduation and through their first year in their first RN job. The pilot consisted of six
student mentees and ﬁfteen experienced RN mentors. The mentors adopted a mentoring model with a “caring” phi[osophy and proven success, Caring Mentorship Model by Wagner & Seymour, 2007. The initial
structure was group mentoring with mentors and mentees divided into ‘farrli[ies" who met WlOYlﬂ'l[y for six months. The mentee pre and post survey yie[ded three ﬁndings: 1) An increase in se&‘-conﬁdence as student
nurses and their readiness for their first RN job; 2) Feeling supported versus alone when transitioning into their first job; and 3) Improved self-esteem and communication skills with both nurses and patients. These

ﬁndings support a fourth ﬁndirlg from the surveys: deve[opment of a sense of empowerment.

Prrsons, C.
Kern High School District - Ridgeview High School
Sandia

FemSTEM Friends-Increasin g Female STEM Co“cg e Majors Via a Two-Year Mentoring Program

Drew-Marie, a college freshman majoring in STEM, arrives at the campus lab for the first time. She takes a deep breath, enters, and sets up her equipment as class begins. The professor calls the class to order. Raising
her eyes to scan the room, she is shocked to realize she is one of an[y four fema[e students in a lab of twenty—ﬁve Outnumbered, and fee[ing the outcast, she wonders if‘she made a mistake. Will Drew-Marie remain
a STEM major? The national trend for the last thirty years tells us, [ike[y, she will not. Based on Deci and Ryan's (1975) SEU:DetCYWlinaﬁOV‘L Theory (SDT), we know when fema[e students do not achieve Competence,
Relatedness, and Autonomy within SDT in selecting a career, they will choose a lesser option where all three needs are met. There is evidence in high school of academic achievement (Competence) and social acceptance
(Relatedness) for female students. But, absent female role models (Autonomy), women choose a different major. The result: male students outnumber female students by a 311 ratio in STEM-related college majors.
What could charlge for Drew-Marie 'Lfshe had a female STEM mentor? FemSTEM Friends is a mentoring program created to faei[i’[ate the transition ﬁrom high school to co[[ege STEM-velated majors. Based on Kram's
(1983) Four Stages of Mentoring, FemSTEM Friends matches female high school juniors in advanced STEM coursework with local female STEM professionals in a two-year mentoring program. The outcome: Drew-Marie

has the resilience through mentoring to persevere and graduate in STEM.

HERNANDEZ, L.
Texas Tech University

Spirit

What's in a Name? CoAMP is a Co“ege of Architecture Mentoring Program at TTU El Paso

COAMP (College of Architecture Mentoring Program) is a collaboration that amplifies students” knowledge, passion and rapport in the world of architecture. 1t is a privilege to experience the opening of a window
into young people's inquisitive minds, which is exactly what the author has been doing since founding COAMP for Texas Tech University El Paso in 2014. COAMP has shown the community what the author already
knew- that youth are ready to tackle grand challenges. The sole purpose of COAMP is to provide students with opportunities through mentoring. COAMP accomplishes this through three platforms. The first platform,
COAMP 2+2, is part of a Hispanic-Serving Institutions - Science, Technology, Engineering or Math (HSI-STEM) grant, and aims to mentor community co“ege students who are seekirlg transﬁzr to our bachelor-track
program. The second p[atform, COAMP Architecture Academy, partners Texas Tech University Co[[ege of Architecture El Paso students with middle school and high school students durirlg our annual summer camp.
And finally, COAMP AJA (American Institute of Architects) helps architecture students develop beneficial relationships with both fellow students and professionals through a Saturday Workshop Series and community
projects that are noted below. These interactions serve to teach the value af networking A number of their previous graduates who demonstrated lnigh achievement in design were rewarded with a valuable internship

They have experienced that mentoring has introduced exceptiorla[ student outcomes.

Leakg, C., BREYFOGLE, L., MAroSsI, K., & Ropricuez, R.

Bucknell Univers ity
Scholars

A Network Partnering Model to Sucecsgﬂt“}/ Recruit and Retain Underrepresemfcd Students

In an institutional effort to enhance diversity and inclusion, one university adopted a network partnering approach, across ojﬁces and divisions, which seeks to improve both the recruitment and retention of
underrepresented populations at a predominantly white institution. This session will: 1) describe the network, which includes units such as Admissions, College of Engineering, College of Arts & Sciences, Associate
Provost ﬁ)r Diversity, and Intercultural Equity & Advoeacy; 2) brieﬂy fnighﬁght the programs used to recruit, enroll and retain underrepresented students; and 3) demonstrate the beneﬁts of this model. The programs
high[ighted here include: Together Everyone Achieves More (TEAAM.), a peer mentoring program; Engineering Success Alliance (ESA), an academic/professiorlal success initiative; STEM Scholars, a summer research
immersive experience; GenFirst!@BU, a first-generation mentoring initiative; Bucknell Community College Scholars Program (BCCSP), a strategy designed to ease the transition for selected transfer students; and Posse
Scholars, a cohort-based support model. These six programs utilize myriad strategies (stmctura[, emotional, instrumental, informaﬁorla[, and appraisa[ support) to assist students in both achieving academic success
and in fosterirlg community. These collaborations serve to berleﬁt students while meeting broader institutional diversity and inclusion goa[& Aﬁer several years engaged in this network partnering approaeh, retention
of underrepresented students is improving, particularly in STEM fields. This network partnering approach has also strengthened and enhanced synergistic collaborations, maximized resources, and generated more

effective programming across the units.

TrreLETT, K. & MOORE, R.
Tennessee State University
Amigo

E-Mentoring & /-\d\!is[ng within an HBCU: A Click Away
In this paper, the authors’ explored and compared the strengths and weaknesses of an electronic based mentoring and advising system with a traditional face-to-face approach. This study included both undergraduate
and graduate students across mu[ﬁp[e majors at an Historica[[y Black Col[eges and Universities (HBCU) in a southeastern state. The authors posit that mentoring, advis'mg, and academic engagement strategies are
relevant to student retention within HBCU. They identified e-Mentoring and Advising as a major pathway to developing lasting relationships and fostering a more effective direction for our culturally diverse students
at this HBCU.
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WoLBERT, S.
Edinboro University of Pennsy[vania
Mirage

1t all Greek to me: Establishing Effective Faculty Mentoring Programs

The term “mentor” has long roots. In the ancient tale of Homer’s Odyssey, the character of Mentor p[ayed a pivota[ role in the journey nf Telemachus, Odysseus’s son. At times, he counseled and guided Telemachus,
providing solid advice and showing him the way to solve problems. At other times, rather than giving too many easy answers, Mentor told the young man to act according to his own convictions and encouraged
Telemachus to grow tnrough se[ﬁre[iance Mentor struck a delicate balance in his tecnnique, ensuring that he neither stiﬂed Telemachus’ gvowtn with too much codd[ing nor failed Telemachus by not pvoviding enough
support. Is your university fo“owing the same examp[e as a wise advice-giver to facu[ty? Are faculty pvovided the opportunity and support thql need to learn the ropes and thrive or are they in survival mode? Charged
with establishing a new mentoring program on campus, the director for the newly founded Center for Faculty Excellence (CFE) turned to research on effective practices to lay the foundation and begin implementation
of an evolving facu[tyfvnentoring program. While the peri[s facing facu[ty may not be Cyc[ops, Cnavybdis or Poseidon a mentor's he[p and guidance as facu[ty traverse teacning, scholarship and service while tney work
toward tenure and Jpromotion is benqﬁcia[, Keywords: mentoring, facu[ty deve[opment, Facu[ty Mentoring Program (FMP)

CONCURRENT SESSION 10:00 AM - 10:45 AM

Devianovich, V. & BurieL, J.

College of the Canyons
Santa Ana B

It Takes a Barrio (ITaB): Mentori ng Latino High School Students into HighorELi(uca{'ion

It Takes a Barrio (ITaB) is a program for minority high school students supported by the National Education Association Great Public Schools grant that utilizes elder and peer mentoring as key program components.
During the first year in 2014-2015, 1TaB hosted a cohort of students (N = 20) who began the program with little intent to envoll in higher education (n = 4) and ended the school year with a significant increase in college
envollment (n = 19)4 Mentors assist participants in leavning and meeting co[[ege requirements, pathways to ﬁnancial aid, student ne’twovking velationanos, exposure to co[lege campuses, counse[ing, career p[anning,
community service, social justice, and cultural experiences. 1TaB uses partnerships with the local community college, College of the Canyons (COC), and four-year universities such as California State University,
Novthridge (CSUN) to familiarize nistovica[ly disenﬁ‘anchised Latino high school students with higher education and introduces them into [eadevship roles with co“ege clubs, ﬁ)r exavnp[e, the League of United Latin
American Citizens (LULAC) and the Association of Latino American Students (ALAS). 1TaB’s methodology for fostering mentoring relationships has been shown to significantly increase minority high school student (p
<.05) enrollment in higher education and student engagement in school. 1TaB’s success has led to other high schools requesting the program be initiated at their sites, and that is what is currently being planned. The

second 1TaB cohort utilized a new and more robust quantitative and qua[itative student survey instrument that shows interesting new data trends, which is incovpovated into this research smdyA

WesT, J., Swanson, K., & CARrg, S.
Mercer University
Acoma B

Cognitive Apprenticeship as a Model for the Role of Coaching in a Doctoral Program

This paper ﬁ)cuses on our work uﬁ[izing the model of cognitive appventiceship (Collins, 2006; Collins, Brown, & Holum, 1991; Collins, Brown, & Newman, 1989) to understand the role of coaening in the transﬁn’mative
[eavning of doctoral students. Many doctoral students are not conﬁdent writers, and some even stmgg[e with the shy% to Scho[arly academic writing that is vequived at this educational level, particu[arly in dissertation
writing (Leichty, Schull, & Liao, 2009). Cognitive apprenticeship provides a way to understand that development, both for the students and for faculty members who work with them. Like apprenticeship in traditional
trades such as woodworking or baking, cognitive appventiceship involves the appvenﬁces’ [eavning under the close supervision of expert mentors, gradua“y gaining independence, wovking through prob[ems, and
bui[ding their own expertise. In cognitive appventiceship, the [eavning is internal, mental work; therefove, facu[ty mentors must intentionaﬂy design experiences to make their internal academic work visible. Mentors
must provide progressive levels of autonomous practice at the skills required for success. In cognitive apprenticeship, this practice and support take the forms of modeling; coaching; scaffolding; articulating and
reflecting; and transferring and exploring. We have come to understand that it is the coaching, in particular, that often creates what Mezirow (1991; 2006) called a disorienting dilemma that can ultimately lead to

signﬁcant growth for the learner.

AUGUSTINE-SHAW, D.
Kansas State University
Luminaria

Mentoring School Principals: Defining Effective Components and Relationships

New school principals must develop important strategies to survive their first-year of practice. As new principals take the helm, they need support from experienced mentors who understand context and approaches
that cultivate insight into serving a local school community. Mentors assist new leaders in idenﬁfying solutions in-tune with their individual [eadership sty[e, respond to stakeholder expectations, and the demands of
the position. Mentoring programs make a dﬁevence when intense learning occurs and allow novice pvincipals to veﬁne skills and understand multidimensional decisionfmaking. The Kansas Educational Leadersnip
Institute (KELI) is a state-wide mentoring and induction program developed by Kansas practitioners that serves new principals as they bridge theory to practice. KELI has defined program requirements important to
suecessﬁ;t[ mentoring and induction ﬁ)r new principa[& The model provides on-site, face~to~faee mentoring delivered by trained Kansas principa[s. New pvineipa[s receive month[y checklists and beneﬁt ﬁrom regiona[/
state netwovking. Mentors dwelop a conﬁdenﬁal and veﬂecﬁve environment that enables new pvincipa[s to app[y knowledge, examine pevsona[ beﬁefs, and consider daily interactions that posiﬁve[y impact the school
environment. In 2-years of program data, 100% of mentees agreed that KELI support was helpful to them as a beginning leader and would recommend it to others. 100% of mentors reported that visiting the new
leader on-site was essential to qua[ity support. All mentors agreed that they grew professiona[[y. KELI maintains a foeus on bui[ding capacity and provides evidence of eﬁective components and re[aﬁonships that

ne[p new principals embrace their position with conﬁdence
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Dallas Baptist University
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Alumni

Feedback as the Cornerstone for Mentoring and Coaching Doctoral Stucents

A key element of mentoring is the ability to give constructive and meaningful feedback. Many individuals resist feedback for a variety of veasons: it is difficult to hear, the feedback is not given appropriately, or the
feedback does not i’ieip a person move forward. Since feedback is essential to the dissertation writing process, the abiiity to give and receive feedback is crucial to the eventual success of doctoral students. Results of
an expioratovy study documenting the perceptions of a cohort of doctoral students based on their experiences with critical conversations and feedbacie during their Ed.D. program will be shared. Twenty doctoral
students answered survey questions and responded to structured interview questions related to their experiences during the program. The session will also include a case study of a doctoral graduate’s personal journey

of mentoring and critical feedback demonstrating of the value of a developmental reiationsi'iip n degree Compietion.

CARry, G., & Durry, M.
Florida Atlantic University
Isleta

Mentoring as a System ot'Supportfor Students with Intellectual Disabilities in Coiiege

1t has iong been known that mentoring is a successfui strategy for providing support to students with disabilities in educational settings. Mentoring is one of the most natural supports that can be provided nan
educational environment. Students and staﬂ have aiways provided support for each other; mentoring is the same Ppremise with the added ioeneﬁt of training and structure. The same is true in regards to students
with developmental disabilities. Individuals with developmental disabilities have historically been excluded from college and university opportunities. With the recent national push to include individuals with
deveiopmentai disabilities in meaningfui and productive coiiege programs; supports are necessary to assist students with assimilation into the campus community. Various modes of mentoring have been impiemented
to support students in the Academy for Community Tnclusion. Mentors and mentees participate in academic and social events both on and ojf campus. Mentors include undergraduate students, Honor’s Coiiege
students, job coaches, as well as university faculty and staff members. Are you wondering what comes next? We plan to have our college students with developmental disabilities engage as tutors for school age students

with and without disabilities. A continuum ofmentoring in speciai education!

ViswanaTaan, N. K.
Farmingdaie State Coiiege—State University ofNew York
Fiesta A

Peer-to-Peer i\’[entorsiiip: Build ing Intercultural C ompetencies ofCoiiege Students
Buiiding intercultural competence of coiiege students has been an important educational oty’ective for international business educators. Drawing from social iearning tneory, we expiore how peer-to-peer mentoring
can deveiop intercultural competence of American and international cn[iege students. annugn a piint program, this study has three primary oiojectives. First, tnenreticatiy, we aim to identif}/ the factors contributing to

successful peer to peer mentoring relationships. Second, we explore the impac

t of peer mentorsiaip on the cognitive process of intercultural tearning. Third, to build a sustainable program for iong—term imp[ementation, we aim to establish a reliable tool to assess the outcomes of students iearning
and intercultural competence for both American and international students. The pilot stucly paired ten American students with ten International students based on answers to a questionnaire. Each student in the pair
served as a peer to peer mentor and serves in both mentor and mentee roles. The peer pairs formaiiy met with each other at least three times during the semester, and met informa[iy on a continuous basis. At the end
of the piiot study in May 2016 an assessment of intercultural competence was carried out. This study extends the understanding of social and cultural iearning ti'lrougiri peer mentorsnip, and suggests ways to foster

intercultural learning between domestic and international students.

May, K. & Berenato, M.
Widener University & Newmann University
Fiesta B

Coaching Nursing Students to Success

A peer-coaching model was used to facilitate learning and strengthen teaching skills in senior and sophomore baccalaureate nursing students. The nursing and educational literature suggest that coaching improves
student engagement and produces deeper processing of course content and improved iearning outcomes. Second semester senior nursing students envolled in a Community Health course were required to attend a
sopiqomore skills lab to reinforce teaci'iing of basic skills such as; blood Ppressure, putse, and respiration assessment skills with the supervision of facuity. The collaboration of the groups provided senior students the
opportunity to practice leadership and coaching skills essential to professional nursing practice. Sophomore students were provided with reinforcement of basic nursing skills and the opportunity to engage in a co-

[earning environment. This activity created a diverse iearning environment for students ﬁom various backgrounds to share their unique iearning experiences and support the success of each other.

Cask, V. & MARTINEZ, M.
Escuela Superior Politécnica del Litorai—Guayaquii, Ecuador
Acoma A

An Unexpected Consequence—Mentoring the Next Generation of‘Scientists in Ecuador

Buiiding on prior sitefspeciﬁc research, this case study exp[ores the impact of mentoring on coiiege students in Guayaquii, Ecuador througi'i Semillero, a ﬁvefweek summey program that is oﬂered to the community’s
youth (ages 5-14). By participating as mentors, 36 coiiege students have learned important iife and professionai lessons concerning their involvement in their community and the power ti'iey have in iriﬂuencing the
next generation of scientists, mathematicians and engineers. The fundamental objective of the Semillero is to foster a positive attitude of new generations towards the natural sciences, engineering and mathematics
ti/irough experimentation and piay. As part of their graduation requirements, ESPOL (Escuela Superior Politecnica del Litoral) students must compiete 160 hours of service iearning; many students choose to participate
in Semillero, to futﬁii some of these hours, and/or because ti’tql are interested in its concept. Mentors work cioseiy with experienced professors during the ﬁve weeks to support them in teaci'iing the younger students.
Through an analysis of observations, surveys, and formal written veports by Semillero’s college students, researchers gain insight into the motivations for participation, experiences during the program, and the impact
of the program on its mentors. In addition, researchers deveiop a better understanding of how to recruit coiiege students, how to better prepare them for the mentoring experience, and wi/iy it is necessary to have more

compreinensive collaboration activities in advance of student participation.
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Prarson, M.
California Baptist University
Sandia

Natural, Holistic Mentoring—Best Practices

When a mentoring culture is established, mentoring relationships develop naturally. The practical, purposeful relationship of the mentors and mentees creates a natural holistic mentoring situation. The two types
of mentoring re[aﬁonships examined in this smdy are mentoring re[aﬁonships between fu[[ﬁme facu[ty and pvofessionals seeking to serve as ad_junct faculty members and re[aﬁonships between student interns and
facu[ty. Both groups 0f mentoring re[ationships deve[oped with a common purpose. The purpose was to advance emp[nyment opportunities for the mentees. Surveys and interviews were conducted to establish e)f%ctive
practices for natural, holistic mentoring relationships. The first category of mentees consists of seven public relations and marketing professionals who wanted to become adjunct professors in public relations, a field
they worked in, and were educated in. A mentoring velaﬁonship was established between fuutime facu[ty members and the professionals as they worked to meet the cha“enges of obtaining and teaching a co[[ege level
course in their area of expertise at the university level. The second category was comprised of student interns who participated in a collaborative project with Ca[ifornia Baptist University Online and onfessinna[ Studies
and the Riverside Downtown Partnership. This student group included 23 students who participated in paid and unpaid internships. The students were supported with an intricate support system in the form of in
person and online mentoring re[aﬁonships, Interview transcripts were analyzed to create best practices fov both categories of intemships. A holistic, natural appvoach to mentoring emevged. Data and best practices

fov futuve projects were established ﬂ’u’ough this study.

Young, K. & Jounson, J.
North Carolina State University
Spirit

Using a New ]\'lu(tidiscip(inary TEAM. Mentoring /\ppmach to Foster Student Success

Many at-risk students the authors have worked with were lmwi”ing to ask for he[p and expwienced devastating academic consequences bgcore acknow[edgiwg that they needed help. When the authors initia”y encountered
these students due to an academic crisis, none of them were actively engaged with a mentor. An administrator responding to a request for an academic exception to policy may be the student’ first professional mentor, helping
to identify patterns of ineﬁkctive behavior/: signﬁcant cha[[enges to academic success and gulding students towards campus resources. USing a mulﬁdiscip[mary TEAM. mentoring approach, the authors help students
recoghize their Talent, Exp[ove academic options, increase their seb(—Awaveness, and Mediate the support team. Each team consists qf three to ﬁve mentors ﬁ'om diﬂwewt facets qf campus. The team dwe[ops students’ skills
and helps them bridge gaps in their ability to self-advocate. The approach is grounded in Sanford’s (1966) theory of challenge and support, Vygotsky’s (1978) notion of the zone of proximal development, Gitterman and
Germaine’s (2008) [y% model of social work practice, and Bloom, Hutson, and He's (2008) model of Appreciative Advismg. In this session, the authors will describe how student buyfin to the TEAM. approach is obtained, how
an individualized student support team is constructed, and how communication is maintained among the team through a central accountabi[ity mentor. By the session’s conclusion, participants will be able to: describe factors

that lead to academic distress, identify campus resources for student support, integrate campus partners into student interventions, and reaffirm students’ strengths and purpose for getting a degree.

MaAvYER, L. & RoscrLLo, A.

Bergen Community College
Scholars

Formalized Long Term Mentoring Through the Tenure Process

In 2013 Bergen Community College (BCC) initiated a new tenure process for new and untenured faculty. A systematic, meaningful mentoring relationship was a priority for the newer faculty. Mentoring was formalized
as group mentoring in the ﬁrst year and choosing a permanent mentor at the end of the ﬁvst year. The permanent mentor stays with their new facu[ty member fov the duration of their tenure process, four more years.
Mentors forma[[y commit themselves to the new facu[ty member and the time requirement. Thvoughout the process, the mentoring re[aﬁonship is monitored fov its deve[opment, as the mentor should emerge as the
new faculty member’s advocate and guide. The faculty development chair ensures the mentors meet the meeting requirements and are properly compensated for their time. At BCC, faculty mentors are relieved of 14
hours of student advising in exchange for mentoring. To qua[ify as a mentor, facu[ty must be tenured and have received at least one promotion. New facu[ty members are encowaged to choose mentors from outside of

their discip[ine so there is a reduced possibility of mentors acting as gurus. Pairs are appvoved foy the chair of faculty dwelopment. The mentor parings pairings are cavefu“y considered for this [ong term Ve[ationship.

Gure, D. & Gurr, G.

University of Northern lowa
Amigo

Coaching Flow: A Model for Maximizing Focus, Feedback, and Challenge/Skill Balance In Developmental Networks

This paper establishes an argument for ﬂow (Csikszentmiha[yi, 2008) as a ﬁ'amw/ovk fov designing and eva[uating dwelopmenta[ velationships in academic and ovgamizaﬁona[ settings. Flow is an au-consuming state
of engagement achieved when challenge and skill are balanced; self-consciousness, time-consciousness, and distractions disappear; and people do their best and feel their best. Flow forms a comprehensive theoretical
basis for lmderstanding how people invest intense concentration and eﬂ:m't to achieve c[ear[y—deﬁned, cha“enging goa[& Schools and workp[aces often shun cha“engefseeking. Instead, fear of fai[ure inﬁ/lses many
organizations not with ﬂow, but anxiety, boredom, and wasted human potenﬁal. A growing ’aody of research (Csikszentmihalyi, 2003; Shernof etal., 2014; Wesson & Boniwell, 2007) is esta’alishiwg ﬂow’s uﬁ[ity 'oeyond
a means for describing an individual phenomenon to an inter-individual framework that is developmental and self-perpetuating. The session will present a model for fostering flow in environments and coaching
velationships by nurturing both cha[[enge and support to he[p mentees control attention, manage comp[exity, and deepen enjoyment of their work. 1t will review relevant literature on ﬂow research and programming,
describe a training and assessment model for academic coaches based on the preconditions and dimensions of flow, and briefly discuss the award-winning serious gaming application FLIGBY (Flow is Good Business).

FLIGBY is used in higher education, business, and non-profits to develop leaders who nurture flow.

Frovyp, S.
Cardinal Stritch University
Mirage

Using an LMS for Online Orientation

Research supports that mentoring is still critical to professional development and workplace satisfaction. However, changes in the higher education landscape necessitate a change in how mentoring begins and is set up. This paper
will address the importance of beginning anew famlty members' experiences with an orientation that starts deve[opwwnfa[ re[ationship& With increasing numbers of adguncfs, online, and Qﬁéiﬁe campuses at universities, these
orientation programs can be offered online through a university's Learning Management System (LMS). Adjuncts' sense of isolation and needs are often different from full-time faculty. While online orientation has been studied in
the business world (Whiting and Janasz, 2004), this presentation will describe the components of such a program within Academe, the benefits to developing relationships for the new faculty memberwithin the school's structure,
and the current cha[[enges within a new program testing this model. Addiﬁona“y, it will demonstrate possib[e content, assignments, and assessment methods, using anew program at a mid-size university in the mid-west.
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KEYNOTE SESSION | 11:00 AM — 11:45 AM | BaLLrROOMS A-B

WenpY MurrHY
Babson Coﬂege

Dcvc[opmcntal Networks: Learning ﬁ’um Mentors, Coaches, and Peers

The nature of careers has dvamatica[[y changed with 'mcveasingjob mobility, globa[ization, and technologica[ innovation. In response, the scholavship of mentoring has broadened its scope from a traditional dyadic
perspective to a developmental network. A developmental network is defined as a set of people who take an active interest in and action toward advancing an individual’s career. Developers may come from within the
organization or outside the wovkp[ace, and Wﬁw varying amounts of career, psychasocia[, and role mode[ing support, or just one ﬁmction. At their heart, these Ye[ationships are about [eaming and gvowth—whe{her
you work with co[[ege students or seasoned pvofessiona[s, Continuous [eaming is critical to success in the know[edge economy, making it imperative for leaders and organizations to fostev deve[opmenta[ networks.
Research concerning developmental networks offers compelling evidence that a network of relationships enables more success than a single mentoring relationship. During this session, we will discuss how to frame
traditional mentoring Ye[ationships within the context of develapmental networks. This presentation draws on Strategic Re[ationships at Work: Creating your Circle of Mentors, Sponsors, and Peers ﬁ)v Success in
Business and Life (McGraw-Hill, 2014), where the presenter (ﬁvs’t author) and Kathy Kram exp[a'm how to app[y scho[av[y insigh’ts to the practice of mentoring. Attendees will learn ideas and tools to identify, map, and
assess developmental networks.

PLENARYSESSION | 1:00 PM —T:45PM | BaLLrRoOMS A-B

Jean Ruobes
University of Massachusetts-Boston

A New /-\ppmuch to Cultivate Mentoring Rc[aﬁonships

Mentoring ve[ationships have emevged asa key factov in the educational attainment and academic success of undewepvesented co“ege students, yet data indicate that such students are less [ike[y to fovm these vital
connections duving co“ege, To redress this prob[em, have been working to actively support students in cu[tivating networks of caring adults, rather than a sivtg[e mentoring re[aﬁonship In this talk, Twill describe a new
approach to cultivating mentoring relationships that empowers students to more effectively connect with professors, academic staff, and the other caring adults in their social networks. Unlike traditional mentoring
programs, which have focused primavi[y on deve[oping velaﬁonships by assigning fovma[ mentors to youth, this intervention focuses on training students so that they can identfy, recruit, and draw on adults whom
they believe might be he[pfu[ n providing support and advancing their academic and career goa(s. Within this context, 1 will pvovide an overview of current research on the eﬂectiveness of youth mentoring programs,
highlights of recent research, and evidence-based approaches to mentor-youth. 1 will also discuss the theoretical and empirical rationale for innovative new approaches to mentoring, including youth-initiated and

intentional approaches to connecting youth with the caring adults in their extended ﬁlmilies, schools, and communities.

CONCURRENT SESSION 2:00 PM- 2:45 PM

Taria, C.
Ca[fovnia State University-San Marcos
Santa Ana A

Men{oringfbr Diversity: International Students at ULS. Universities & their Mentors

Teachers of Eng[ish Language Learners at the universityf[eve[ must pvovide their students with essential U.S. classroom cultural information which delves beyond traditional expectations of the academic needs of this
target group. Intensive Eng[ish Program administrators have ’aegum to study in more depth segments 0f international students who may fee[ excluded ﬁom the campus community at [arge. One way the American
Language & Culture Institute (ALCI) at CSU San Marcos addvresses this challenge is to offer a variety of mentoring programs to international students. These programs have evolved organically and uniquely for each
session since their debut in 2014. This presentation focuses on how the ovigina[ ALCI mentorship program evolved through each subsequent semester to accommodate, in varying degrees, the social and academic needs
of international students at various stages of Eng[ish~[awguage pvoﬁciency and higher academic experience. In addition, diﬂevenﬁation of these mentovship programs led to the identiﬁcaﬁon of separate groups 0f
mentors displaying their own distinct skills and needs. The flexibility required to best serve each successive program has required mentorship program coordinators to seek the best social, administrative, and academic
solutions for all sessions. Such initiatives have resulted in new appvoaches to mentorship, based on research-based methods, aswell as post-program saﬁsfacﬁon surveys for both mentors and mentees. The presenters will

also discuss ongoing eﬂ‘orts to ensure ALCI mentorship programs are a win-win experience fov all participants, with a focus on lessons learned and suggestions fov best practices when working with diverse individuals.

King, P.
New York City College of Technology
Santa Ana B

The Solar Decathlon: Mentoring a Diverse Urban Population of over 40 Nationalities

This presentation focuses on the unique mentoring experience of an ethnically diverse group of under-served students representing over 40 different nationalities from an urban public undergraduate institution,
who commuted on a dai[y basis to their Brook[yn campus. This unique set of circumstances was simu[taneous[y our greatest source of cfaa“enges and strengths. This seminal experience has redirected student careers,
opened up new opportunities and has armed our students with the knowledge that when they apply themselves, they will succeed. Through a competition sponsored by the US Department of Energy (DOE), CityTech
was one of 18 architecture programs participating in the DOE’s bi-annual Solar Decathlon Competition, which cha[[enged us to design and build a net-zero home, one in which the homes energy needs were met by a
vertical solar powered array mounted on the south facade. Named DURA (Durable, Urban Resilient and Adaptable) our design responded to the impact of 2012’s Superstorm Sandy which flooded NYC taking large
parts of the city off the grid. A unique urban solution, our entry calls for the construction of a 4-story building of four to eight independent apartment units. The pairing of an informal mentoring experience with the
project based [eaming environment of an active competition provided our students with a unique and rich [eaming experience. When [eaming is direct[y connected to a physica[ experience, where students manipu[ate

bui[ding materials with tools and begin to understand how materials behave a new level of undevstanding is possib[e and true know[edge is gained.
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Oversy, C., Jensen, K., & HoweLL, A.

Everett Community Co“ege
Acoma B

The PROPELS Revolution and Evolution: Peer Mentoring for Retention and Leaclership Development

In this paper, we describe how we used best practices of peer mentoring and student leadership in order to help students from underserved populations retain, progress, and complete their community college
potenﬁa[ and move on to highfwage emp[oyment Students enrolled in “Transitional Studies” classes at Everett Commvmity Co[[ege are either non-native speakevs of Eng[ish and/or students who do not have a high
school credential. While the intention of the instruction is that students will improve these skills and gain these credentials, the data indicates that on[y 9% of students transition to co“egef[eve[ classes. A promising
intervention for these students, called the PROPELS student mentoring program, was introduced. PROPELS, which stands for Peers Reaching Out to Promote Education and Learning Success, provides additional
support for students with achieving academic and personal goals. PROPELS incorporates the Servant Leadership Theory (Greenleaf, 1970) and Kolb’s Theory of Experiential Learning (Kolb, 1984) as frameworks. In
addition, its activities are designed based on social Justice and mode[ing role p[ays. PROPELS has also been a nimble p[ayev in other student retention strategies. The paper also covers data on how the program has
helped with just-in-time solutions for new international students and peer academic advising. For example, since January 2014 to May 2016, PROPELS has served over 125 students. Out of the 125 students PROPELS

has a graduation success rate of 83%. The paper concluded with the vision and plans for PROPELS for the next two years and five years including benchmarks in student service and expansion.

WiLLiawms, S. & HArvEy, M.
University of New Mexico
Luminaria

Impact ofDevc[opmen(al Networks on Careers and \Ve[“oeing ofNonJ\’a(ive and Native Leaders

Notable gaps in the research on deve[opmenta[ networks have been identiﬁed by Dobrow, Chandler, Mmrphy and Kram (2012) This paper addresses a gap in existing research by examining the role that non-Native
urban cultures and Native American rural cultures p[ay in inﬂuencing network structure and content. Using Kegan’s comtructivefdeve[opmental theory (2000) and Mezirow’s transformative [eavn'mg theory (2000),
the study explored how developmental networks impact aspiring school leaders’ career aspirations and confidence in ways of knowing and making sense of their experiences. The study focused on the initiation of
deve[opmenta[ ve[aﬁovxships among Native American and non-Native American graduate students envolled in two educational [eadership programs at a [avge university in the American southwest. The stuo{y samp[e
included 22 aspiring school leaders enrolled in restricted and closed cohorts; one cohort was composed of 12 Native American students who worked in tribal or pvedominate[y Nativefsevv'mg schools and the other
composed of 10 students who worked in a large urban school district. Data was collected using Murphy and Kram’s developmental network map (2014), addressing "mutuality” in developmental networks and support
for career aspirations and psychosocial wellbeing (Dobrow et al., 2012, p. 3). Data was analyzed using thematic analysis of student reflections on the benefits and drawbacks of developmental networks in supporting
their future [eadership careers in Native rural and diverse urban school contexts. Fina[[y, Guskey's evaluation model (2000) was used to exp[ore how cultural contexts inﬂuewce aspiring school leaders’ network structure

and actions in maintaining/or expanding network support.

Krurecer, K., & Law 11, W. V.

Lighthouse Educator Development
Alumni

Teachers: The Engine of Social Change

The job of teacher no longer carries value in America and is shown in the way teachers ave treated like robots in a factory. The sole purpose of teachers can no longer be to deliver content. It must include the development
of character and value in students. America has serious social pvob[ems like race relations, poverty, crime, and unemp[oyment. The solution to these prob[ems are located in every classroom fwe mentor teachers on
how to dwe[op value fov themselves. Teachers can reestablish the value of the teaching cvaﬁ by deve[op'mg themselves as peop[e. To deve[op character and value in students a teacher must dcve[op character and value
within themselves. We will present the value of personal development for teachers and on students. According to the 2015 Gallup Student Poll only 39% of the students (5th-12th grades) surveyed said the adults at their
school care about them and only 33% said they have a mentor who encourages their development. This is unacceptable and shows a lack of personal value in education. In order to bring that value back to students
we must bring value back to teachers. ]fteachevs do not value themselves th@/ will not be able to value students and cevtain[y will not be able to he[}o students value themselves. Strong mentoring for teachers will he[p

them become the mentors our students need.

Gur, D., Biam, P., & Truskg, B.
Ohio University
Isleta

Design Team VI1: A Model of Collaborative Mentorship

The purpose of this paper is to share stories about the creation, formation, development, and sustainability of a collaborative mentoring team, and the potential development of teams similar to “Design Team VI1.”
We describe the team’s evolution through the fluid stages of our Developmental Model of Collaborative Mentorship and exemplify--“the power of mentoring and coaching.” A sociocultural framework underlies team
members’ relational agency and collaborative mentovship. tis manifest throug'aout members’ engagement, interaction, and discourse within various aesthetic, intellectual, p'aysica[ and social contexts. We introduce
Design Team VIT's working Developmental Model of Collaborative Mentorship and expound upon the power of agency and collaborative mentorships to conceptualize, create, develop, and sustain the work of a design

team. Fina[[y, we high[ight thevalue of creativity, humor, and p[ay in the ﬁwmation of such a team.
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HErrEMANS, 1., & DoNonuE, F.

Haskayne School of Business & University of Caigary
Fiesta A

Achieving Mentorship Objectives: The Role of the Theory of Planned Behavior and Personality

This research investigates achievement of mentorsi'lip program oiojecﬁves ioy coupiirlg the ti'leory of piarmed behavior with a persorlaiity characteristics approaci‘i, Even thougi’t all meritorsi'lip programs are designed
to fulfill their designated objectives, the extent to which their objectives are achieved is often not fully known, or not approached through a theoretical lens. This research contributes to the field of mentoring by using
a theoretical model, the theory of piarmed behavior, to methodicaiiy determine reiatiorisi/iips between certain inputs and outputs. The ti/ieory suggests that attitudes, norms, and behavioral controls predict intentions,
which in turn, predict behavior. Unique to merltorsi‘iip research, we use persorlaiity characteristics to investigate g‘tiaey are associated with meeting the mentees’ expectations, and thus aciﬂievirlg the objectives 0f the
mentorship program. The Haskayne School of Business (HSB) Mentorship Program offered undler the Canadian Centre for Advanced Leadership (CCAL) is the setting for this research. Data were collected through
survey instruments deveioped by the research team and the HEXACO persoriaiity characteristics instrument. Our ariaiysis consisted of regression equations aiorig with tests for mediation of the intermediate variables.
We fourld that the model of the ti’teory of piarmed behaviour that was adapted to the meritorsi'lip program was useﬁ,(i n predicting good mentoring pairs, and tilerefore met mentees’ expectations. Certain personaiity

characteristics of mentors were also significant in determining a good match.

JapaLra, A., & KETOLA, J.

California State University-Long Beach
Fiesta B

Implementing a Peer To Peer Faculty Mentoring Program Based on Caring Model in Nursing

Using findings from a faculty survey and a mentoring model from the literature; two faculty members in the School of Nursing at California State University Long Beach implemented a mentoring program for a cohort
of four probatioriaiy facuity. The program two main ob_jectives are to a) create a caring environment which supports facuity on their tenure journey and encourages cohesion b) and to expiore the appiicabiiiiy of the
Caring Merltorsi'iip Model (CMM) (Wagner & Seymour, 2007) in the irvtpiementatiorl of the program. A key featdre of CMM is that it appiies the essence of caring as deﬁried by Mayeroﬁ (1971) which allows another
person to grow in an environment of self-knowledge, honesty and trust. Three phases emerged during our application of the model. Phase 1 focused on creating and nurturing bonding and the reciprocal relationship
between the participants while responding to the immediate needs of the mentees regarding the requirements of a tenure track position. Phase 11 focused on providirig structured, deliberate content by the mentors
based on mentees’ se&‘-iderltiﬁed needs but also on what the coordinators recognized as important to gaining tenure. Phase 11 focused on restructuring the mentoring meetings into group writing sessions that oﬁEVed
expert information targeting academic writing and publications. This presentation will provide a description of how CMM facilitated a successful transition into a structured process that allowed both mentees and

mentors to contribute and grow mutuaiiy and simuiianeousiy.

Simeon, T.

Northeastern 1llinois University
Acoma A

The Student Center for Science Engagement (SCSE): An Urban Hispanic Serving Institution Model of Achievement for STEM Undergraduate Recruitment and Retention

The Student Center for Science Engagement (SCSE) at Northeastern 1llinois University (NEIU), a Hispanic Serving Institution (HSI), was established in 2008 with the mission to support students majoring in science,
teci/moiogy, engineering and mathematics STEM discipiiries with the ci'iaiieriges ti‘iey face in their academic and career deveiopment Mentoring reiatiorlsi'lips, critical components of the SCSE’s iriﬂuerlce, are fostered
by the SCSE’s advisors, mostly Ph.D.-level minority scientists. Accessibility to STEM professionals who reflect the student population has allowed students to envision themselves as scientists. SCSE advisors have
systematicaiiy impiemented holistic advising, iriciuding but not limited to major and career expioratiori, research experience and feiiowship ident&ieaiion, iriterrisi'iip and graduate school appiicatiori assistance, cover
letter and resume advice, as well as student professionai deveiopmerlt workshops focused on imiidirlg social capitai. Furthermore, with the aim of improving student recruitment into STEM majors, advisors have visited
over 300 introductory and first-year STEM courses. Course visits have had a significant impact on developing mentoring relationships and addressing the needs of students beyond academics alone. The effectiveness
of the SCSE's support for approximately 200 students in undergraduate summer research projects with NEIU's STEM faculty will also be highlighted A result of student participation in undergraduate research is an
increase in the number of students pursuing graduate studies, or science-related careers. The SCSE’s qfectiverless in recruitment and retention, the success of mentoring, and achievements of students as a result of

mentoring will be discussed.

CAruso, C., & VAKHARIA, K.

Pennsylvania State University
Sandia

Medical Stuclent Service Learning Program Teaches Secondary Students about Career Opportunities in Health and Medical Fields

Engagement of academic medical centers in community outreach provides the public with a better understanding of basic terms and concepts used in biomedical sciences and increases awareness of important
health information Medical students at one academic medical center initiated an educational outreach program, called PULSE, that targets secoridary students to foster their interest in healthcare and medicine.
High school student participants are engaged in a semester-long course that relies upon interactive lectures, problem-based learning sessions, mentoring relationships with medical students, and opportunities for
shadowing healthcare providers. To date, the curriculum has been offered for 7 consecutive years. To determine the impact that participation in the curriculum has had on college/career choices and to identify areas
for improvement, an electronic questionnaire was sent to former participants. Based upon a 32% response rate, 81% of former participants indicated that participation in the course inﬂuericed their decision to pursue
amedical/science-velated career. More than half (67%) of respondents indicated intent to pursue a MD/PhD or other post graduate degree. Based upon responses obtained, additional opportunities to incorporate
laboratory-based research and simulation sessions should be explored. In addition, a more formalized mentoring component has been added to the course to enhance communication between medical students and
mentees. Health/medicine-related educational outreach programs targeting i/iigi'i school students may serve as a pipeiine to introduce or referiforce career opportunities in healthcare and related sciences. Key words:

Service learning, community education, underrepresented minority, mentoring, problem-based learning, case-based learning, career shadowing, pipeline program.
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PrENDELLA, K., & CANUEL, A.
Sacved Heart University
Spirit

Bridging Class/Race Divisions: Efficacy of AMP’s Medlia Literacy Curriculum

The Academic Mentoring Program at Sacred Heart University (Fairfield, CT) pairs undergraduate students with middle school students from a local public school. The overall goal of the program is to improve
outcomes for underperforming students, specifically in the completion of secondary education. One college student and two middle school students meet twice a week over a three-year period (6th - 8th grades). The
undevgraduate mentors are almost exclusively white, middle- to upperfmidd[e class, while the majority of the middle school mentees are students of color from workivtg class families, Both mentors and mentees have
expressed a desire to discuss critical issues of power, privilege, structural violence, and societal pressures as they relate to mentee development. However, the differing demographics of mentor and mentee groups present
multiple challenges to program development and trust- and relationship-building (Sanchez & Colon 2005). In an effort to engage students in these discussions in a “safe space,” in the 2015-2016 academic year program
administrators introduced a pi[ot media [itevacy curriculum. The goa( of this curriculum was to introduce a discussion about the power and inﬂuence of the mass media while also engaging salient media messages
around privilege, stereotypes and representations of minority groups, and the pervasiveness of violence. It was theorized that if students could discuss these concepts through the lens of the media, it would provide a

comfortab[e distance in the cross-race mentoring re[aﬁonship. Thvough survey data ﬁom the mentors and mentees, the authors examine the eﬂecﬁveness of the curriculum in achieving these goa[s.

Lien, C., & WaLcHeskr, M.
Concordia University-Saint Paul
Scholars

Mentoring MBA Learners with Customized Professiona[ Skills Deve[opment

The world of business is moving faster than its existing structures. Graduate academic business programming is imveasing[y vulnerable to obsolescence by mere[y oﬁEVing traditional business courses. The Concordia
St. Paul (CSP) MBA program emp[oys a fovwardf[ooking mentoring program. This component is designed to promote the integration and app[ication of theoretical and pvactica[ knowledge, as well as the skills
and competencies necessary to the 21st century graduate business student. Upon completion of mentoring and academic components, graduates will command self-awareness and actualization of their own unique
capacities. Students are guided to persona[ize, synthesize, and value the academic and mentoring experience in pvofessiona[ practice. Six times, across a two-year program of stuldy, students meet with an assigned
facu[ty mentor. Sessions include academic support, professiona[ coaching, and pevsona[ized integration of academic and pvqfessiona[ experiences. The ﬁvst session focuses ona Professiona[ Skills Assessment, which
evaluates the student on 64 professional skills. Students work with their mentor to define needs and build an action plan based on those skills most central to their career development. Each subsequent semester,
student and mentor review the action p[an ﬁ)v @ﬂecﬁveness and positive Cfnange, reca[ibraﬁng as necessary. Data we have collected thus far has shown that student awareness, conﬁdence and utilization of pvofessiona[

skills has improved: Ninety-two percent of mentored graduates report broader, richer, and deeper business acumen in their pvofessiona[ settings.

ARTRIP, J.
Oak Ridge National La’om’atovy
Amigo

Mentor Effectiveness and Strategies to Increase Mentor Retention at Oak Ridge National Lab

The Oak Ridge National Labovatory (ORNL) fovma[ mentoring program began in 2007 with a p[[ot group of 16 participants. The program was designed to boost emp[oyee engagement and increase netwovk'mg
opportunities. Largely as a result of the program’s positive reputation, the 2016 cohort group included 62 participants, along with a waiting list for the 2017 program. Starting in 2015, ORNLs mentoring program
coordinator imp[emented a number of new strategies to create increases in mentor retention. These strategies ovigivmted ﬁrom feedback provided by mentors in the program. As a result of these strategic ideas, the
program pvovided participant roundtables and oﬁered greater structure thvough a complete mentoring guide and orientation. A review of the literature suggested that the eﬂecﬁveness of a mentor was strongly
correlated with the time and length of the mentor’s experience. Data collected from surveys of participants were used to determine whether the experiences of participants in ORNLs mentoring program aligned with
the concepts stated in the literature. Since the second year of the program in 2008, the ORNL mentoring program has increased its mentor retention rate from 7.69% to 61.20% in 2016. Surveys administered in 2015
showed that the protégés of returning mentors were more like[y to perceive their mentors as havivtg been eﬁk‘ctive. Furthermore, these protégés rated their overall experience in the mentoring program more posiﬁve[y,

participating in more sponsored events. As a result of this study, ORNL will continue to focus efforts on the retention of effective mentors.

Rousk, J.
Elon University
Mirage

Enlisting Faculty and Staff to Support Campus Engagement and Belongingness

Quandaries in developing a mentoring program for first-year, first-generation and high-financial need students at a highly-selective, Predominately White Institution? This presentation details the journey of our Center
for Access and Success in designing a quality mentoring program to support the holistic needs of this important demographic group. Explore our research process in designing a mentoring program that holistically
supports their individual and collective needs. Specy?lca[[y, the presentation will share: how we garnered facu[ty and professiona[ staﬁ support to serve as mentors, the details of our mentor training and month[y
professional development, our student development programs, and student and mentor outcomes. The presentation will also share strategies for improvement and important questions your campus should consider

before imp[ementing a mentoring program ﬁw ﬁvst year, ﬁrst~generation and high ﬁmmcia[ need students.
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MELIDEO, S.
Marymount University
Santa Ana A

Repeat After Me, “1 AM A TEACHER”: A 5 Year Review of Professoriate Peer Coaching Studies

While university teaching pvoﬁzssors are experts in their chosen ﬁetds and a signgieant number are researchers as well, THEY-ARE-TEACHERS. Unless they had been forma[ty trained to teach thvough a teacher
education programs earlier in their careers, they might arrive at the university with a “packed teaching toolbox”. Most universities have been offering professional development on topics such as engaging students,
instructional de[ivevy, and authentic assessments ﬁ)r ages. Yet many professovs are seeking more. Peer coacning is not a novetty in the Kindergarten through twelﬁn grade educational arena, but at the university it
is re[ativety novel. Over the past ﬁve years, 1 have been studying the eﬁects of 1RB approved peer coaehing projects with the professoviate ata metropo[itan area university. Participants agreed to read schotar[y_joumat
articles on the topic, attend peer coaching training sessions, learn varied instructional delivery and assessment methods, video tape themselves teaching, and engage in the whole peer coaching process from beginning to
end with at least one peer coach. Extra care was taken to match peer coaches ﬁom diﬂevent schools and departments across the departmentt In addition, supervisors were not paired with subordinates as peer coacning

not evaluative in nature whatsoever. Over the course of ﬁve years, the number of participants grew annuatty and some fascinating results ensued. What should be my subsequent stride?

TreBIAN, P.
Cardinal Stritch University
Santa Ana B

Facutty De\!etopmen[ Through a Deve[opmentat Re[ationship Process

There are many ways to view famtty deve[opmentt This position paper contains content on facutty devetopment that is between a program chair and adjunct famtty, ”Famtty Deve[opment througn a Devetopmentat
Retaﬁonship Process". Education [eadevship is needed to create an environment of setfdetevmination, while buitding a vespectful[ and trusting re[attonsnip between a mentor and a mentee. Deci, Connell, & Ryan
(1989) state that self-determination “.. . means to experience a sense of choice in initiating and regulating one’s own actions” (p. 580). Adjuncts and Full-Time Faculty, through mentoring, coaching, and developmental
practices by program chairs, start to sense that they are in control of their actions (se[ﬁdetevmination), “ .. while devetoping mutu.a[[y respectﬁd and trusting retationships” (Lumpkin, 2011, para. z)t Combining Deci’s,
et. al. (1989) deﬁnition of se[ﬁdetermination and Lumpkin's (20m) retationship buitding, the developmental re[ationship Pprocess may be seen as a process to deﬁne facutty control througta guidance ﬁ'om the program
chair, and allow faculty to grow and own quality and capability in the classroom. This definition of faculty development is a pre-defined process that is a part of a larger faculty lifecycle. Faculty Development will be
shown in context of this [avger facu[ty [ifecyc[e that is the second paper ina ﬁ)unpavt series ﬁ)r the Famtty Lifecyc[e.

StepHEN, M.
Southern 1llinois University-Edwardsville
Acoma B

Group Mentoring Middle School Robotics Teams: Lessons Learned from Four Case Stuclies

Coaching and mentoring student teams to participate in competitions present cha“enges such as ba[ancing team dynamics with individual member’s interests and strengths, These require strategies beyond those
used when mentoring individuals. Mentors and their backgrounds inﬂuence not onty the appvoaehes used in wovking with a team, but also the team’s cohesiveness and the Se[ﬁeﬂicacy of individual team members.
This presentation focuses on mentoring strategies employed by four different types of mentors preparing middle school teams for a robotics competition. Researchers followed four teams from initial training through
to the ﬁnat robotics competition to create in~deptn case studies of the teams and the team mentors. Data were collected tnrougn interviews, observations, document anatysis, and videotaped sessions. The settings and
mentors involved were 1) an a[tfgivt team ﬁom a pub[ic school, mentored by two femate teachers expevienced in mentoring teams for STEM competitions; 2) an at[—givt team ﬁom an at[fg'w[s private school, mentored by
an experienced high school chemistry teacher with no prior experience with robotics; 3) a mixed gender team from an inner-city, mixed gender private school, mentored by a team of engineers; and 4) a mixed gender
team ﬁom a pub[ic school, mentored 'oy a ﬁvst year science teacher with no prior experience with robotics or mentoring. In addition to desc‘ribing each case, the presenter will share lessons learned ﬁom comparing the

group mentoring approaches used in each setting.

Lancen, Y.

Carleton University
Luminaria

Evotving the Alumni ]\’lentorship Modlel in Higher Education

Tn the 201415 academic year, Carleton University pitoted a new alumni-to-student and recent graduate mentorship program. Alumni Mentors was devetoped tnrough a strategic pavtnerstaip between the Carleton
University Alumni Association and the Department of University Advancement. The program was designed to generate new avenues for relationship management and engagement by providing alumni with a unique
opportunity to connect with one another and current students. For students and recent graduates participating as mentees, the program aimed to provide intentional career development opportunities and enhance
emp[oyabitity toy pairing them with an established 'Lndustry leader ﬁom within their desired ﬁetd The program exceeded all stated goats and ob_jectives inits 'Lnaugwat year and was able to vepticate that success in its

second year.
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Wong, P.

Berea Co[[ege
Isleta

Impact of Mentees on Undergracuate Pre-Service Teachers’ Decisions to Become K-12 Teacher

Deciding to become a K2 public teacher is a complicated and daunting process particularly in today’s politicized educational context. Undergraduates aspiring to become K-12 public school teachers are in a unique
position. They are mentored by couege/university professors in their education preparation programs, cooperating teachers in the K-12 schools and other educational professiona[s, They also serve as mentors to K2
youth to gain additional experience and irlsight 0f the students they will be teachirlg. While peer mentoring programs between pre-service undergraduate teachers and K-12 youth are u’aiquitous to co“ege campuses,
there is little literature on the impact of mentees on mentors who specifically aspire to be K-12 educators. Drawing from a developmental network perspective, this case study describes a pilot project in which first
generation pre-service undergraduates mentored freshmen high school students who were potentia[ ﬁrst generation eo“ege attendees. Results from the case study’s assessments suggested that the high school mentees
provided their pre-service mentors unique insights about Working with adolescents, particu[ar[y with respect to the social-emotional realm of adolescent deve[opment, the comp[exity 0f adolescent dwe[opment, and
the increasingly cultural diversity among adolescent school-aged youth that pre-service teachers could not as fully learn from their adult mentors (e.g., professors, cooperating teachers, etc.). Alternative mentoring

arrangements beyond the traditional one mentor-mentee relationship might be more applicable for aspiring educators.
8 ! p migl pp pormg

MARSHALL, K.
Lega[ Aid Ontario
Fiesta A

Lessons Learned from Mentorship Program to Improve Refugee Law Services in Ontario

This paper describes the context in which Legal Aid Ontario (LAO) took action to promote high quality refugee law services in order to safeguard the interests of this vulnerable client group. The Program pairs
inexperienced [awyers and [awyers with identiﬁed, but remedial qua[ity concerns, with experienced counsel for mentorship Ppurposes. Lessons learned thus far include: the importance of deve[oping supportive resources
and objective criteria for evaluation of work, creating tools to manage expectations and negotiate conflict, and evaluating the impact of mentor relationships on the quality of service offered to LAO’s refugee and

immigration clients.

RosEerTSON, A. R.

Lipscomb University
Fiesta B

HealthyU: Mentoring Blue Collar Employees at White Collar University

The HealthyU Worksite Wellness program was created to encourage health-enhancing behaviors among employees. As HealthyU has increased participation, a discrepancy was found in the participation of particular
departments, The blue-collar service operations department (SOD), inc[uding groundskeepers, housekeepers, and maintenance emp[oyees, has a lower participant percentage than its white-collar department
counterparts. Access to email, communication impediments, and lack of program detail know[edge were identmed as potentia[ barriers to SOD participation. A mentoring program compased of current Healthyu
members partnering with SOD employees was conducted to increase departmental enrollment among SOD employees and improve engagement in long-term health-enhancing behaviors. Universities have been
idenﬁﬁed as ideal settings for worksite wellness programs (WWP'S) because emp[oyees spend alot of time on campus; established lines of communication and onsite ﬁtness and health faei[iﬁes exist; and there is an
a[ready established environment of education. Many studies on WWPs focus on increasing errqaloyee participation. Of particu[ar interest are studies that diﬁerentiate the engagement of white-collar emp[oyees and blue-
collar employees. HealthyU mentors were paired with up to three mentees, but met in one-on-one or one-on-two settings. Each mentor met with their mentee three to five times over five weeks. A health fair was held
to gather biometric information: height, weight, waist/ hip eireumferenees, and blood pressure. A fo“ow—up health faiv is p[armed to gather endfpoint data. Additiona“y primary care physician visits and engagement

in hea[th—enhancing behaviors can be tracked electmnica“y.

SMALLWOOD, M., & SLUDER, J.

University of Texas - Dallas
Acoma A

Breaking Through the Stereotype: A Developmental Relationship Between Engineering and BCOM

Recent research shows that engineering professiowa[s and engineering students need top-rmtch technical skills as well as strong soﬁ skills in areas such as communication, teamwork, conﬂict management, and
leadership (Adams, 2014). To keep pace with the increasingly global work environment and with the growing reliance on technology, engineers specifically need strong communication skills. In fall 2014, engineering
professors at our university asked us, as business communication professors in the school of management, to provide communication training to their senior undergraduate biomedical and mechanical engineering
students envolled in a two-semester Capstone course. The engineering professors realized that their students needed more training, mentoring, and coaching on soft skills. For the last six semesters, we have developed
and ﬁneftuned this communication training, reaching near[y 290 undergraduate engineering students. lniﬁa[[y, our training program discussed the importance of a strong team charter and he[ped students identify
and manage team conflict. More recently, we have developed skits of common communication problems that students encounter as well as generated discussion about effective solutions. n addition, we coach team
members and leaders on how to further enhance their communication skills:-We would like to shave informaﬁon about this ongoing communication training program. We are excited to share with you how this
program has enriched the communication expertise of our engineering students and how it has created a successfu[ dwe[opmenta[ re[ationship between engineering and business communication, breaking ﬂ'lrough

the stereotype.

ZANETELL, B.

University of New Mexico - Taos
Sandia

Mentoring for Minority Success in STEM and Natural Resource Management

At the frontline of climate change are natural resource management agencies that are losing employees to turnover and retirement. In Northern New Mexico, bridging this gap requires addressing the barriers of high
poverty and low educational achievement while [weragirlg the deep connection to land, water, and mountains. n addition, increased average temperatures are linked to dyirtg trees, mega wildﬁres, and reduced water
quantity. The Northern New Mexico Climate Change Corps (CCC) was created, with funds from the USDA National Institute of Food and Agriculture, to address these environmental and educational challenges. Based
at the University of New Mexico in Taos and New Mexico High[arlds University, Las Vegas, the program serves ﬁrst—gevteration, Hispanic students. Obstacles to degree cump[etion and job p[acement were ident#ied as:1)
financial insecurity, 2) lack of effective academic and career advising, 3) math anxiety and avoidance, 4) lack of role models, 5) lack of scientific experience, and 6) lack of job experience. In response, the CCC provided
ﬁnancia[ assistance, climate charlge ﬁteracy, and multidimensional mentoring irlc[uding academic and career advisirlg, math tutoring, and experienﬁal education via internship& This mentoring was eﬁ‘kctive because
it adhered to three key elements of mentoring for minority success in STEM: 1) early and continual intervention, 2) a sense of community, and 3) a strong support person. In two years, over half of the undergraduate

members of the CCC attained a science degree and over one third gained fu[[fﬁme emp[oyment or student employee positions at the U.S. Forest Service.

39



Wednesday October 26th. Concurr ﬁUNM

Mentoring Institute

TouzeL, C. & HERNANDEZ-LAROCHE, A.
University ofSouih Caroiina—i,{pstate
Spirit

On the Other Side ofiiqe Wall: Mentors, Prisons, and Existential Literature

While in an active and service learning course called “The Twin llls of Terrorism and Torture,” undergraduate students were given the opportunity to tutor Spartanburg County Jail inmates in their attempts to acquire
a GED. However, when the semester ended 1 continued to volunteer at ti'lejaii with the Adult Education program; this experience has contributed in better lmoierstanding the prison-worid that is pusi’ied to the waysioie
and disregarded by society. The chance to also tour South Carolina prisons made more of an impact on me than 1 feel I am making on the system. 1 desire to further study and research programs and literature in
order to improve the connections and interactions with inmates and prison institutions. After reading The Wall by Jean Paul Sartre, and The Just by Albert Camus, the power of existentialism examines the expectations
and pressures of society on prisoners, which encourages mentors to think criticaiiy and un-iaiasediy in their work and surroundings. Examining other forms 0f literature, ﬁims, and terrorism and torture in the active
classroom, mentors develop a deeper appreciation regarding the struggle of life. These lessons reinforce my aspiration to change the cycle and break the barriers that society’s “deviants” are forced to live with. Working
in conjunction with inmates as a tutor and mentor, 1 will encourage them to read various pieces of literature and make personai connections. U[timateiy, 1 will witness their improvements in the core GED studies while

creating a comvadesiiip beneﬁting both the inmates and the mentor. K(q/womis: Service Learning, Education, Prison,_]aii, Mentor, Tutor, Literature, Existentialism

Ricamonb, C.
University of New Mexico
Amigo

Use of Appreciative Inquiry to Develop CBP's Mentoring Program to Engage Employees

The new UW.S. Customs and Border Protection (CBP) developmental velationship system of a CBP Mentoring Program utilizes an Appreciative Inquiry (A1) Model to build, lift, and empower CBP employees to navigate
challenging career opportunities and to develop well-balanced work, professional, and personal lives. This presentation will describe how CBP developed its national mentoring program using David Cooperrider’s
organizational change Al Modlel to create pillars of success that engage employees. The organizational outcomes of utilizing the Al Modlel to create an agency-wide mentoring program at CBP are as follows: Al-based
research, strategies, and a piamning roaoimap that included identifying best practice mentoring programs at feoierai agencies and the Department of Homeland Security, as well as resources and experts in the ﬁeid.
An analysis of the findings resulted in the identification of the following critical success pillars: a flexible structure of national management and local support, approved relevant goals, clear roles for leadership as
champions and decision makers, a comprehensive multi-level communication pian, a proposai for a union memorandum of undevstanding, a contracted online tracking and matching tool, internal design and
deveiopment of an Introduction to Mentoring online course requiveoi for participants, regionai mentoring coordinator training fov 60 individuals, resource guides, aprogram deveiopment toolkit, a central Weiopage,
and an approved staffing request. As a result, the employees are able to participate not only in developing themselves but in improving the organization by envisioning and building a culture of excellence, continuous

[eaming, and empioyee engagement. Those interested in a positive appvoacia to deve[oping a [avgefsca[e mentoring program for organizationai change would beneﬁt ﬁ'om this presentation.

Scrreant, C.
University ofMichigan
Mirage

The Neecifor Mentoring and Legai Rg‘bwn to Resolve the Gender Paradox in Business

Title V11 of the Civil Rights Act of 1964, proiaibiting discrimination has been on the books fov over ﬁﬁy years. Yet, a[thougia Title V11, accompanying [egis[ation and _judicia[ m[ings have improved the work environment
fov women, pati’lways for women to the C-suites are still generaiiy elusive and pay disparities persist. This Yeaiity presents a pavadox n iigiit nf studies oiemonstrating correlation between gevwier oiivevsity at the top 0f
the organization and financial success. For example, Marcus Noland, a co-author of research conducted by the Peterson Institute for International Economics has been quoted as follows: “With respect to women on
the board the evidence is mixed. But the data on women at C-Suite level is much more robust and solid — we can torture that data any way you want and still get the same answer. For the samp[e as a whole, ﬁvms
with more women can expect a 6 percentage point increase in net pvoﬁt.” (Tim Smeoiiey, Diversity at the Top Pays Dividends, ﬁ.com, March 7, 2016). We urge ﬁrms to improve programs fov mentoring to provide true
opportunities for women to enter the C-suite. A clear path to the C-suite could also help retention and begin to address the persistent pay disparities. To spur further action we also advocate that courts consider the
paucity of women in ieadersiaip positions as a rebuttable presumption of discrimination — as a iogica[ extension of ﬁrmiy estabiished_judiciai precedent Itis hoped that iegai reform together with impvoved mentoring

practices will iﬂeip resolve the paraaiox,

CONCURRENT SESSION 4:00 PM - 4:45 PM

Evrizatpe-Urnick, G.
Brooi{iyn Coiiege - City University of New York
Santa Ana A

Mentoring Faculty to Create Team-Based Learning (TBL) Courses Via Experiential Training

Eighty-five college faculty members were trained and mentored to redesign courses that implement Team-Based Learning (TBL) methodology. The faculty represented numerous disciplines, including Classics,
Philosophy, Mathematics, Business, Chemistry, Biology, Psychology, and Education. TBL is a highly-structured, active learning instructional strategy that provides students with opportunities to apply content-area
knowiedge througin a sequence of activities that include individual work, teamwork, immediate feedback, and appiication exercises. Students are divided into permanent teams, and tiaey engage in the Readiness
Assurance Process (RAP) at the beginning of each instructional unit. The RAP, which ensures that students complete at-home readings and assignments, consists of quizzes on basic concepts from the readings. The
students first take the test individually and then retake the same test as a team, coming to a consensus on the right answer for each question. Using engaging scratch-off answer forms, the teams get immediate feedback
on their answers. The RAP culminates in a lecture ﬁom the instructor on the content with which the teams had aii_ﬁcicuity The rest of the time is spent on appiication activities. impiemenﬁng TBL requires facuity to reﬂect
on their pedagogical style and beliefs about what constitutes good teaching. Despite being open to new pedagogical strategies, many of the faculty initially resisted fully transforming their traditional lecture courses. The
faculty participants were trained using TBL methodology. They were divided into teams, and the constructs of TBL were taught with the trainer modeling TBL principles. This proved very successful with both intra- and

inter-team discussions about student engagement and TBL metinooioiogy.
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Kamgs, B.
University of Wisconsin - Stevens Point
Santa Ana B

Putting Meaning in the Mentoring of Beginning Teachers: Common Themes

Providing a beginning teacher with a mentor has proven to reduce teacher attrition and give novice teachers a sense of support. However, no clear mentoring strategy consistently helps teachers thrive in a profession
that is iaigh[y devnanding with ever-increasing mandates and expectations aiong with everfdecreasing rewards. This paper and presentation bring togetiner research on mentoring veiationsinips and quaiitative data ﬁrom
neariy 30 years of experience with mentoring in schools to reveal common themes in the needs of ioeginning teachers. There exist strong indicators that when classrooms are led in passionate and committed teachers
learning and creativity flourish. Yet, passion and commitment often fade in a profession dominated by strong messages of required compliance and a hyper-focus on standards and measurements of achievement. In
veveaiing common themes in the needs of beginning teachers, this paper proviaies guidance for meaningfui mentoring practices that not oniy siaape individual careers in a positive way but ineip schools create a culture

of mentoring and professionai oieveioprnent habits that enable iearning to be avital and inspiring journey consistentiy,

SiLvier-Robis, G.
College of Southern Nevada
Acoma B

The Emergence of\\/omcn Leaders Tiﬂ’ough Mentoring & Coaciiing‘ i"a\rincrsiiips

This study expiores practicai outcomes of tavgeteoi professionai deveiopvnenti Specyicaiiy, it examines how strategic alliances between a mentor and a mentee have allowed fevnaie executives ﬁom diverse ﬁeids and
business settings to prosper. The quaiitative inquiry capitaiizes on in—aieptn interviews, and conveys the Vesuiting insigint as expvessed tiwougi'i the research metinooioiogy of lived experiences suppovteoi by content
analysis. By considering the perspectives and conclusions of those studied, key conclusions are extended that can be considered by those contemplating the use of professional development to bridge gaps in opportunity.
Talent enrichment and retention remain a chaiienge in today’s covporate, nonfpvoﬁt and postfsecondavy environments. Aoiding Compiexity to this dilemma is the desire many Human Resources professionals have to
achieve an appvopviateiy diverse Workforce. One solution for Ppreparing women for pvoﬁassionai Jprogression is engaging in pwposqfui, structured reiationships. Ti’wougn a coaci'ling and mentoring partnership, the
developing professional has the ability to access an objective, accomplished, and generally more seasoned, individual who is willing to apply a listening heart, propose alternatives, extend recommendations, and would
on transferrabie core competencies (Brondyk & Seavby, 2013; Rajagani, 2014, Tan, 2013). This papev/ presentation beneﬁts The Mentoring Institute by providing an academicaiiy sound, yet appvouciﬂabie vantage point

into the lives of women who have been transforvneoi ti'lrovigin strategic aiignment it i’ligi’i[igints conclusions drawn ﬁ'om the literature, and emerging best practices which are of immediate use.

GaNDY, J.
Dallas Baptist University
Luminaria

Does Mentoring Work? How to Measure Impact

Most peopie would say mentoring is a great ti'iing, but how do you prove it? Does it rea[iy make a oiiﬂizvence, or does it just make us feei goooi to talk about the importance of mentoving? The ci’laiienge with measuring
the impact of mentoring is that one must actually measure two separate occurrences. First, did the mentee grow or develop in whatever way you hoped they would? Second, did that growth happen as a result of the
mentoring veiationsinip or was it due to sometining else? This session will expiove the various metiaodoiogicai options in assessing a mentoring program. While time, resources, and expertise all impact assessment,
gati’teving quaiity data is essential to the iongftewn success of any mentoring program. ifyou have been tasked with demonstrating that your mentoring program is making areal dﬁevence in the lives of the mentees,

this session is for you.

VEas, G.

University of La Verne
Alumni

How to be a Protégé: Equipping students to Maximize Mentoring Relationships

The word protégé comes from the French and can be translated protected, while in Latin it describes a shield where one is covered in the front. In this analogy, a mentor serves as that shield, someone who is more
expevienced or knowiedgeaioie that can ineip guide their protégé in terms of being successfui and avoiding pitfaiis in iife and career path. For many would be protégés, when the word mentoring comes up the image is
that of an older assigned fownai mentor who is there to serve the next generation. Yet, it should be noted that this perspective relies ineaviiy on the current methods advocated fov within youti'l mentoring circles. While
this is admirable, research from the field of career development illustrates that the majority of successful mentoring relationships were and continue to be protégé initiated. Meaning, that successful protégés understood
that busyness and seifinterest both piay arole in securing potentiai mentors. Thus, to ensure that protégés maximize their time with their mentor they exhibit intentionaiity in the way that tiaey take the initiative to
approaci’l, then faciiitate the actual mentoring Yeiationsnip itseif. Buiiaiing upon the iegacy of successﬁLi protégés ﬁovn the past, a ﬁ'amework for those who are interested in faciiitating protégé orientation trainings will
be developed that will help students. The skill of self-awareness, as well as practical habits to become a more endearing candidate that a mentor would motivated to invest in will be elaborated on.

WAGNER, K.

Eastern New Mexico University
Isleta

Grow your Own: The Classroom Teacher’s Role in Mentoring the Next Generation of Teachers

Teaching is a rewarding career where highly-qualified educators witness a fruitful harvest as they prepare and mentor their students for future careers. However, the number of young adults entering the teaching
pvofession is deciining. The decline calls for puvposeﬁii vnentovship that will encourage students to enter the ﬁeid of education. Aithough grow-your-own initiatives have included strategies to attract quaiityfteachers
to teaci'iing in rural areas, the organic work and mentorsinip of the classroom teacher has not been discussed. Classroom teachers can piay a critical role in recruiting and mentoring the next generation of educators
who will become effective teachers. Planting seeds of possibilities, presenting the positive aspects of the profession, sharing the story of the professional journey, organizing, advertising, and being a role-model are ways
classroom teachers can shine the iight on the teaching pvofession to make the career attractive to their students. While fovmai recruitment measures have been taken to grow the next crop of eretive teachers, it is the

classroom teacher who genuineiy holds the solution to cultivate and mentor the next harvest of teachers.
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HaTtrierp, J.
Kansas State University
Fiesta A

Leading Cultural C ’mng(‘ Tl‘n’ough Mentoring

Research claims the success rate of culture change is only 54%. Mentoring the key stakeholders through the arduous process of change will increase this percentage. The fittest will survive. Natural selection does occur in
the corporate, now-pvoﬁt, and organizationa[ world. You must be adapta'o[e and in tune with what is happening inyour sphere oryou won't survive. Leaders must understand the importance mentoring holds in [eading
successful cultural change. According to a 2013 strategy survey at the Katzenbach Center of global senior executives on culture and change management, the success rate of major change initiatives is only 54 percent. ‘A
company’s competitive advantage comes from how it uses its distinctive resources,” Barney (1991). Equipped mentors give a company a competitive advantage because they are a distinctive resource. Mentoring the key
stakeholders thvough the arduous process of chemge will increase the success rate percentage. The ﬁttest will survive. Natural selection does occur in the corporate, Vlon-pvoﬁt, and ovganizationa[ world. As Kotter states,
“The 21t century will force us all to evolve toward a fundamentally new forum of organization.” You must be adaptable and in tune with what is happening in your sphere or you won't survive. Leaders must understand

the importance mentoring holds in [eading successﬁ/ll cultural changa

Tayror, M. W.

Trellis Education
Acoma A

Teacher Mentors as Teacher Educators: Instructional Activities in Long-Term Mentoring

When teachers have exceptional mentors in their pre-service and first few years in the classroom, they are more likely to be effective at facilitating student learning and move likely to stay in the profession (Ingersoll &
Strong, 2011; Oh, Ankers, Llamas, & Tomyoy, 2005; Ronﬁzldt & Reininger, 2012; Wa[kington, 2005). But what does “excepﬁona[ mentoring” look like ﬁ)v anovice mathematics teacher? And how should mentoring in the
ﬁvst few years in the classroom a[ign with and build on mentoring in the pre-service year? Few mathematics teacher mentors receive training or support of any kind to mentor eav[y career teachers, let alone training that
specifically focuses on facilitating the development of ambitious mathematics teaching (Hall, Draper, Smith & Bullough, 2008). One effort to support early career teacher learning has focused on ambitious mathematics
teaching and the use of Instructional Activities (1As) — purposefully-chosen and bounded activities that are designed to support ambitious student learning and teaching goals — as the basis for collective professional
[eavning. The 1As are central to the work of teaching, can be used rouﬁne[y across grade levels, focus on student’s mathematical thinking, enable teachers to elicit and respond to student think'mg to support their dai[y
work, and travel to their teaching practice (Lampert et. al, 2013). We argue that 1As, functioning as artifacts that travel back and forth between collaborative settings and classrooms, can also be used in pre-service and

eav[y in-service teacher mentoring work that serves to support mathematics teachers’ pvofessiona[ [eaming.

Parker , M. J.
University of Houston
Acoma A

Deve[opmen( of a Structure for Mentoring

Celebrating its 17th year of success, the University of Houston-Downtown’s Scholars Academy has generated over 750 alumni STEM graduates. Of these individuals, 93% remain in STEM graduate programs and/or the
workforce fo[[owing comp[etion. The basis of program success lies in the use of small [eavning communities, led by peer and facu[ty mentors. Each group is discip[inefbased, supporting ﬁ'eshmen and transfev students
in lower and upper division STEM courses. Semester activities target 1) form bonds across individuals, 2) support networks, 3) enrichment and broadening activities, 4) service to community, and 5) immediate and
ongoing connections to PhD facu[tyA In turn, participating peer and facu[ty mentors are exposed to energetic, competent, and enthused undevgraduates Many of these students are ﬁrs{ generation students (like the
mentors). This enables mentors to share their own personal success stories and PhD paths with each member of the small group. Training of peer mentor leaders and peer mentors occurs in an oﬂicampus wilderness
retreat setting which truly inspires connections and understanding of the these roles. Likewise, peer mentor and faculty mentor structure offers many minority-serving and Hispanic-serving institutions a model for
inclusive success for their own diverse STEM popu[aﬁons Seventeen years of [ongituo{ina[ data will ﬁame the evolution of this aspect of the Scholars Academy organization and its vmdergraduate successes as well as it

succession of mentoring over this neav[y twenty-year peviooL This paper and session focuses upon the rise of the mentoring structure supportive of STEM undevgraduate&

Burcharp, H.
Oklahoma State University
Sandia

Mentoring Arithmetic Ski“sfor Children and Adults ofa[[ Ages Using A[phabe( Blocks

Based on Caleb Gattegno's princip[e of “[eavning not teaching,” we mentor arithmetic skills ﬁ)r children and adults of all ages using old»fashioned a[phabet blocks made of wood as counters, not symbo[s on paper.
Avranged in rows or vectang[es, sets of alphabet blocks represent integers, whole numbers, lnc[uding ﬁ'acﬁons, accordlng to Piaget's stage of concrete operations. Standard integer arithmetic of adding and mu[tip[ying
is easily grasped even by young children beginning age five. The natural multiplication of mxn achieved by forming a rectangle of blocks with m rows & n columns constitutes one of the main advantages of block
mathematics. Fractions like halves and thirds are immed[ate[y comprehended by dividing a b[ock»vectang[e, cutting it like a birthday cake, into equa[ Yectangu[av parts. From there, even addivxg ﬁacﬁovxs like
1/2+1/3=5/6 becomes surpvising[y easy for the attentive clients who each eagev[y are forming their own rows and vectang[es. The Gaussian algovithm fov ﬁnding the greatest common divisor (GCD) of two integers is
explained effortlessly as the mystery number in common between two rows of bricks when they are reformed into rectangles with that common side. We use an easy conversational dialog style for individual or groups
of clients. Be sure to use a large enough table for a class of enthusiastic clients to gather around, and cover the table with a soft cloth in order to reduce the noise level of numerous blocks clattering on a hard surface.
The aesthetic design of the traditional a[phabet blocks adds to the appea[ of the method.

SHENKMAN, M.
Desert Sky Mentoring
Spirit

The Mentoring Relationship: The Friend to Come

What dist'mguishes the mentoring re[aﬁonship? 1 use the work of Derrida, Blanchot, Nietzsche and Caputo to propose that it is best described by the phi[osophica[ notion, “the ﬁiend to come.” A therapi.st or coach
claims authority over a sphere of action, and uses this authority to prescribe courses of treatment. The mentor cannot claim authority since the concern of the conversation is the energizing and nourishing of open
futures — making futures even more open than they are already for the mentee — and these are futures that are unpredictable. Mentoring affirms a mentee’s aspiring, which does not offer career paths or skill practices

that are known to be relevant to that futwe, by either party, regavd[ess of the mentor’s expertise, experience or hierarchical status. A mentoring conversation clargﬁes the rubrics of how the human endeavor s’aapes
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aspirations into [iﬁz ways, and shows how the great leaders, artists, thinkers and mystics in our history have taken these kinds of aspiring steps into what had on[y ever been considered impossib[e beﬁ)ve. A mentoring
conversation he[ps amentee aﬁvm and so[idify his or her own singu[ar aspiring way into emboldened ﬁ/ltwes. Why is the mentor a ‘friend to come? Because the mentor vows to stand with a person who is on a threshold,

and is the one who says, “ will be your friend, 1 am the friend who will be there” when it matters most, when the mentee needs to hear a promise that a friend, indeed, is still to come.

Horn, P.

Northern Arizona University
Scholars

Building Relationships with New Teachers

Today’s educational landscape is a fast-paced, structure bound, results driven arena that predicates educators become lifelong learners who embark on a journey of ongoing professional change. That change must
be deep rooted, lasting and supported by transformational learning. Garavuso (2010) discusses transformational learning as how one seeks to change how we know which in turn alters our existing frame of reference
and our way of making meaning. Mentors build velaﬁonships of trust with new teachers that transforms their practice. A 2014 survey released by the National Network of State Teachers of the Year and the American
Institutes for Research indicates that 55 percent of new teachers listed “access to a mentor” as having the largest impact on developing their effectiveness as a teacher (Behrstock-Sherratt, Bassett, Olson, & Jacques, 2014,
Ppa3). As many as 45% of new teachers depart their jobs for reasons other than retirement, specifically for lack of administrative support, classroom management issues and a lack of professional support (Headden,
2014, .5, lngerso[[, 2012). Most new teachers are millennials who expect a compvehensive induction system that includes extensive training, resources, and supp[ies (Bavkev, 2015)4 They will not stay in an environment
where they don't feel valued. Increasing student success and beginning teacher satisfaction through providing support systems will be important factors in retaining teachers as one faces a rather bleak future for
teachers. This Ppaper investigates how a mentor builds re[aﬁonships with new K12 classroom teachers. The program components are discussed and include the concept of [rmi[ding re[ationships, creating transfovmaﬁon

and increasing teacher vetention.

Rousk, J.
Elon University
Amigo

Connecting Mentoring and Student Dcvc[opmmt Thcory to Enrich our Practice

In our mentoring practice, we oﬁen see couege students with concerns such as 'Ldenﬁty exp[ovaﬁon, transition fears, battles with the internal self: etc. that oﬁen stump mentors in how to devise strategies of support. How
enriching would our mentoring practice be if we could draw connections from student and human developmental vectors to better understand the relationship/interplay such factors may have on our students and
their college student experience, particularly for first-generation, high-financial need students? This presentation will discuss how Baxter’s (2008) theory of self-authorship, Arnett’s (2000) theory of emerging adulthood
and Sch[ossberg's (1995) transition theory can each be used as theoretical guides to pvovide a baseline undevstanding, ﬁrom a developmental perspective, of who our students are, what their unique needs may be, and

how we can use the theories to create individualized strategies of support.

GuriaN, E. & Suerrirr, G.
Norwich University
Mirage

Piloting a Formal Mentoring Program: Assessing our First Year

This presentation will highlight the faculty/staff-student mentorship program, which completed its first year at Norwich University, a private military college in Vermont. Participants will get an inside look into the
process of pi[oﬁng and assessing a mentorship program, with the opportunity to learn ﬁom both our successes and mistakes a[ong the way. A number of mentovshi}o, [eadership, and coaching programs a[veady exist at
Norwich University, but near[y all of them have an extreme[y narrow focus (e.g, students on academic pvobaﬁon), orare entire[y pvojecbbased (such as facultyfsmdent collaboration on summer research pro_jects) Aﬁev
conducting a survey of faculty, staff, and student perceptions of mentorship, we established the need for a larger scale mentorship program. To fill this need, we piloted the Faculty/Staff-Student Mentorship Program
at Norwich University during the 2015-16 academic year. Our presentation at the University of New Mexico Mentoring Conference will give us the opportunity to look carefully at a work in progress. This presentation
spec cauy examines how to assess the mentorship program, using pre-existing assessment measures. We will cover the assessment results, areas fov improvement, and how to take what we have learned ﬁom the ﬁvst

year (e.g., recruitment, matching, fundraising, and training) to move the program forward for subsequent years.

THursDAY, OCTOBER 27"
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GARrcia, B.
West Texas A&M University
Santa Ana A

Mentoring Post-Secondary Students Through Individualized Student Conferences

Co“ege—aged students experience a great disconnect ﬁ'om the interpersonal connections formed with their teachers in elementavy and high school to those formed with pvoﬁassovs at the post—secondary level. Until
students reach the college level, teachers typically know their names, attend extra-curricular activities, and speak to students on an interpersonal level daily. When these students reach college there is a vast difference in
the ve[ationships formed with their proﬁ!ssovs. Some students may never speak to their pvofessor one-on-one and in many cases, the pvofessors do not know the student’s name or anything about him or her. To improve
these situations, eﬁkcﬁve[y mentor students, and foegin making intevpevsona[ connections, pvoﬁassors can use individualized student conﬁarences in a new and imnovative way. This mixed methods inquiry exp[oves the
effects of offering incentives to college students to participate in scheduled office conferences with their course instructor during regular office hours as a means to build relationships with students on a more personal
level. The confevences also ]avovide a p[atﬁ)vm for students to ask clavg‘ying questions about the course, seek gulidance, and oﬂev suggestions of improvement to the pvofessor na formaﬁve manner that elicits immediate
change. Past and present course evaluations, student comments, interviews, and ﬁ)vmal observations are triangu[ated to show an improvement in student perceptions about their pvofessor’s level of concern over

multiple semesters. 1t is believed that the significance of these research findings can likely be transferred to similar universities to improve professors’ abilities to mentor students and build interpersonal relationships.
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Berkovrirz, T.

Boston University
Santa Ana B

Mentoring the Madmen & Madwomen: Build ing a Mentoring Network ofC reatives in Advcrtising

“Creatives” (copywriters, art directors and creative directors) working in the advertising industry area rariﬁed breed with a reputation for [arge egos and and dﬁicu[ty piaying nice with others. The creative department
can be a Darwinian environment that chaiienges even the most talented and tougn skinned professionais. And yet the advertising program at Boston University has thrived as its alumni represent a strong network
providing internships, jobs and advice to current students. This panel will explove attitudes toward mentoring expressed by top professionals working as creative in the advertising industry. A survey of 75 senior level
creatives seeks to serve as an expioratory study of rnentorship in creative settings, and begin to identify the di)fﬁrences between traditional mentoring practices and potentiai[y diﬁbent practices that occur in the
creative process. Respondents will be asked to provide their perceptions of their roles as mentors, as well as perceptions on the rnentorsnip of the creative process. The sarnpie consists of creatives who have participated
in events sponsored by the BU advertising program. Professionals in this sample reviewed student portfolios at Creative Café and hosted students on the New York Spring Break Advertising Agency Trip. 75% are
alumni of the Boston University advertising program. This study focuses on mentorship by creatives, and the importance of network connections between professionais and students, particu[ariy in the creative ﬁeid,

will also be expiored.

Swmrrn, D.
Roosevelt University
Acoma B

An Anecdotal Stucly on the Benefits of Peer Mentors for Students on the Spectrum and UDM (Universal Design for Mentoring)

At Roosevelt University, the Academic Success Center houses the tutoring center, disaiaiiity services, and the Peer Mentor program. The avaiiaioiiity of all three services has posed a nuge beneﬁt for our students, both
mentors and mentees alike. It has especially allowed our students with Autism Spectrum Disorder (ASD) to flourish. Out of the 13 spectrum students we currently have registered with disability services, 10 of them have a
peer mentor. It is througn both anecdotal evidence and ana[yzed program data that we have seen a tremendous amount of growtia in each and every one of these students. With the support of individual Ppeer mentors, we
have witnessed students with ASD move onto campus, learn how to communicate more @fectiveiy, understand social cues more readiiy, and truiy ﬁnd a home at RU. Aithough much of this anecdotal evidence points to
our students on the spectrum, it does not mean the benefits of having a peer mentor are limited to just that population. Our program currently houses about 70 students, and our retention rates are some of the highest

amongst other conorts m the untversity. ong with connecting mentees (o resources al e untversity, peer mentors have nelpe ese maltviauals jorge a real connection (o campus and a sense of belonging amon; eers.
gst other cohorts in the wniversity. Along with connecting mentees & t the university, peer mentors have helped these individuals forge a real connection to campus and f belonging among p

Drracruz, ).
San Jose State University
Luminaria

Look Closer: Peer Mentoring and the Creative Disciplines

Creative industries rely on mentorship practices, they require team-working skills and the ability to learn, support and help others in an increasingly inter-disciplinary environment. Students at San Jose State
University (S)SU) aiming to enter the creative industries have been working on a project with Santa Clara County Parks creating interactive and interpretive story tree installations on the Coyote Creek Parkway Trail
at He[[yer County Park. Our Ppresentation will expiore the role of the mentor in this project and how peers have si’iaped the iearning experience. The concept, inspired by the Ohlone tribes of Caiifornia and their
associations with totem poles, intends to enhance existing interpretive programs and encourage trail users to take a closer look at the wildlife found along the multi-use Coyote Creek Parkway Trail. Our design team
is a diverse mix group of undergraduate and graduate students with backgrounds in graphic design, journaiisrn, photography, advertising, and mass-communication. The project has enabled them to engage in
collaborative, experientia[ practices where diﬂerent skill sets have allowed peer mentoring to drive them to their ﬁnai products. This opportunity has allowed Ssu students to utilize their skill sets, engage in peer-to-peer
collaboration, and learn the correct and necessary procedures when working remotely with clients. They have developed awareness of natural history and environmental stewardship as they flex their creative muscles.

The overall iearning experience has provided them with a skill set that will he[p them navigate their future careers in the creative industries suecessfu[iyi

CARIDINE, E.
University of Nevacla-Las Vegas
Alumni

My Voice Matters: An Historical Examination of the Student Voice in Campus Governance

Higiner education institutions are comp lex organizations thatare oﬁen diﬂieuit tonavigate. Additionall [y, the poiieies and proeedures that govern these institutions have the potentia[ to exclude the student voice. Understanding
the power relations and hierarchical structures that exists within i’iigi/ier education institutions presents another diﬁicuit avenue to navigate for undergraduate students. Tt is imperative that institutions understand their role
in educating students to be civic minded individuals possessing the cognitive abilities required to assist in making informed decisions. McGrath (1970) describes a time where student input was valued and deemed a necessity
with curriculum r&jorvn, ﬁnanciai poiicies, and day to day operations of the institution. Currentiy, student involvement tends to be lessened. Thergt‘ore, this session will serve as a historical view of the literature surmunding
student governance, discuss the mechanisms that i’iigiier education institutions have irnpiernented to include undergraduate students in the decision makingfprocess (both historical and current), as well as discuss the snyt

in student power throughout the history of higher education. The underlying message of this session is to highlight the importance of mentoring students to become effective and efficient participants in campus governance.

Bunkowskl, L. & ANDERSON, A.
Texas A&M University- Central Texas
Isleta

Evaiuating and Rc~conccptuaiizing a Mentoring thworkfor Next-Generation Facuity

This paper builds on the introduction of the mentoring network concept proposed by Bunkowski and Miles (2014) at the University of New Mexico Mentoring Conference in 2014. Following Beane-Katner (2014),
we developed a faculty mentoring network at Texas A&M University — Central Texas designed to meet the needs of next-generation faculty. These faculty are characterized by diversity, a greater focus on collegial
reiationsinips, and an increasing demand for institutional transparency. Our mentoring network foiiows the idea that mentoring works best with rnuitipie mentee options, rather than traditional one-on-one mentorsinips
(Mathews 2003). Thus, we proposed a group-mentoring model (Otieno et al., 2010) consisting of six peer mentors and a cohort of new faculty members (both full-time and adjunct faculty). In this model, two mentors
represent each of the following areas: teaching, scholarship and research, and service. At the end of the first pilot year, we conducted an assessment survey, revised the structure of the mentoring network support
materials, and ran the piiot for another year. At the end of the second piiot year, we conducted the survey assessment again. As a result, we have refconceptuaiized our framework (our approach to formai meetings, the
selection process and role of mentors, e-mentoring methods) to better meet the needs of the new faculty cohorts. This paper provides a brief overview of the formation and scope of the TAMUCT University Mentoring

Network project, a discussion of the Pilot Year-One and Year-Two assessment surveys, and a summary of the reconceptualization for academic year 2016-2017.
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YarBroOUGH, J.

Texas Tech University
Fiesta A

Franklin, Foundations, and Unﬁttcrod i\'[entorship

Benjamin Franklin’s quote, “Tell me and 1 fnvget, teach me and 1 may remember, involve me and 1 learn” oﬂevs insignt into @fective mentoring experiences. Mentoring should surpass “tell me.” Mentoring should
surpass “teach me.” Mentoring should be about inclusion of the protégé, in the process, with the goal of learning. Organizations that establish and develop inclusion mentoring and “unfiltered mentoring” programs,
will experience a wide range of returns on their investment (Buddeberngiscnev, 2006; Kasworm, 2010; Gotian, 2016). While, the beneﬁts are clear, the fownuia for bui[ding, fostering and sustaining an “unﬁitered”
mentoring Veiationship is somewhere between nazy to ongoing trial and evror. Herein we exptore an overview of fow professionat mentoring Vetationsnips and the fow points identéﬁed iay the author which combine

to create effective unfiltered mentoring velationships:

“Point One- Benjamin Franklin's Yeiationsi'lip to mentoring.

“Point Two- A[igned Mentor/Mentee Values

-Point Three- Mutual Wins, Hones Communication, Acceptance of Development

*Point Four- Expiain the signiﬁcance of the formation process ﬁ)r astable foundation to the mentoring re[ationsnip

-Summarize the value of secking an inclusion based and “unfiltered” mentoring program will minimize trial and error in the mentor/protégé experience.

TrEWN, P. & Fox, D.
Eastern Michigan University
Fiesta B

Interdisciplinary Team Teaching: A Successful Mentor Model

Facuity members representing fow’ human health and services discip[ines collaborated to deve[op the intevdisciptinavy course THHS 260 — Aging to infancy: A Life Course Retrospective. An intevfpvofessiona[,
interdisciplinary approach was utilized for developing, teaching and evaluating the course. Inter-professional mentoring was an unanticipated benefit of for this Inter-professional teaching team. The team consisted
of both tenured and non-tenured ﬁlmtty. Four facu[ty representing diseipiines dietetics, nursing, occupational tinerapy and social work deveioped a strong support network. Weekiy meetings foiiowed each class and
examined the student response and pvovided facutty feedback. The team collaborated on writing articles and deve[oping research projects. The senior, tenured facutty provided guiidance, direction, and advice to the
novice, non-tenured faculty on topics pertinent to a making a positive transition to working in an academic environment and preparation for successful tenure. While research indicates that mentors are likely to
faciiitate and enhance fovvna[ and inforvna[ career development as pvofessionai and organizationa[ sociaiizing agents, academic institutions geneva[[y look on[y within their unit and discipiine fov coi[egiai mentoring
experiences. Articulation ﬁ)r the dwetopment of mentoring programs fov allied health pvoﬁessiona[s using an intevfpvofessiona[ model is tacking. The ﬁ'amework utilized to integrate lntevfpvofessionai collaborative
practice into a successful mentoring model while promoting a safe learning environment for novice and senior faculty is presented. Faculty were empowered to be open to experimenting with new teaching, and learning

teeinniques while acquiring the tools essential to being productive, facuity members. Essential elements fov career progression and promotion was an unexpected outcome.

Coorrr, B.
Texas Christian University
Acoma A

Mentoring iay Btogging: A Capstone Course to Deveiop Career Aspirations

A central chai[enge undev[ying student mentoring is heiping the protégé identify and deveiop their own pevsonu[ goais and career aspirations. Within the Texas Christian University psyeiaoiogy curriculum, we devetoped
a capstone course to pravide individualized mentoring fov graduating seniors. The approacn integrated instructor-directed content iay teaci’ting topics in expevivnentai design and the neuroscience of goatfdirected
behavior combined with student-directed material and presentations. The student-centered material began by having students write a blog about their career goals. In our curriculum, students take courses in five
major areas of psycho[ogy; in the biogs, students described what they learned in these diﬂevent areas and related this infownation to their personat career aspirations. At the end of the semester, students gave a 20
minute presentation to the class about their iatogs. One year aﬁev covnp[etion of the class, course impact was assessed tJy surveying students and comparing course evaluations to depavtment and university averages.
Eighty-two percent of survey respondents said that the blogging helped them to define their career goals and 64% have used the blogs since they completed the course. In the first year of the course, course evaluations
were greater than depavtynent and university averages. We attribute the success in deveioping novel career directions to the fact that the content was student-centered and tney were allowed to deepiy exp[ove their

pevsona[ interests. This mentoring approacn within capstone courses can be used in any academic discip[ine and encourages seiﬁdirected [earning via expiovation of iaigi’tty pevsanatized career goats.

RusseLr, H.
University of Central Missouri
Sandia

Ensuring Integrity Between Research and Practice

It is important that education administration programs provide strong mentoring, effective instruction, and relevant content to prepare future leaders. Receiving timely and specific feedback from students is an
important element of determining if their needs are being met and understanding the strengtns and weaknesses of the program tnrougia their perceptions. When this is done well, program cnange can be made each
year as part of an ongoing effort toward excellence. Developing an evaluation survey that is specific to the qualities present in effective principal preparation programs, ensures confidentiality of student responses, and

is user-friendly was the task undertaken by two recent graduate students and an associate professor at their university. This paper shares the results of their efforts and adds to the resources from which others can draw..

Scorr, D.
Texas A&M University-Commerce
Spirit

Structuring a Statewide Organization for Effective Mentoring and Networking
Taking on a leadership role in an academic department can be a daunting task. Add to that the intricacies of leading a department that does not fit neatly into general academic expectations and the challenges can rise
exponentiaity, oﬁen ieading to short-lived tenures and inqﬁective use of teadersinip, recruiting, budgetavy, and creative strategies. Tn order to support the work of new (and eontinuing) music administrators, it is vital

to have a model that works to provide opportunities for mentoring, networking, and support for the daily business of an academic department. The Texas Association of Music Schools has worked to provide support
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expertise, the organization has worked to infuse energy and best practices into all its member schools.

Nixon, C. & Bamrp, M.

Pennsylvania State University
Scholars

Effects of College Mentoring on Middle School Students' Social-emotional Outcomes and Percieved School Culture

There is a plethora of research demonstrating the benefits of having mentors and caring adults in the lives of young people, however the types of programs (e.g, group or individual) and outcomes have varied. To determine the
d'}ecﬁveness of mentor programs, assessment and evaluation are essential. The Co“ege Mentor Project at Penn State Behrend uses group mentoring to he[p promote positive youth deve[opment. Co[[ege students and community
members served as mentors to middle school students and met week[y for one semester. To assess project gﬁ%ctiveness, mentored studentswere comparcd to their non-mentored Ppeers. Findings indicated main eﬁects for rnentorship

on students’ reported school culture, closeness to adults, and enjoyment. Additionally, interaction effects were found suggesting that mentorship had a stronger effect on reported empathy and gratitude for males compared to females.

Hocan, T. & Donovan, C.
Adelphi University
Amigo

Mentor Perceptions and Commitment in an Era of Increased Accountability

Mentoring is one of the most important ways of supporting the development of highly effective teaching practices in our novice teachers (Hobson, Ashby, Malderez, & Tomlinson, 2009; Koballa & Bradbury, 2009).
However, covnp[eting this type of work in schools can be both cna“enging and comp[ex (Bullough, 2005). In addition, mentoring student teachers takes a great deal of time when done well, which includes mode[ing,
providing feedback, estab[isning reﬂecﬁve conversations, and ojfering other supportive practices in order for teacher candidates to enter into the deve[opmenta[ trajectory of their proﬁessiona[ growtk But what faappens
when additional demands are placed on our mentor teachers? The aim of this study was to examine how policy initiatives may impact both the perceptions and the commitment of mentor teachers in supporting the
professiona[ deve[opment of student teachers. In New York State, several new policies have been ivnp[ernented within the teacning profession over the past six years, inc[uding the introduction of Common Core State
Standards and the Annual Professiona[ Performance Review, which have demanded much teacher attention and time. Using a comprehensive survey, our research examined how the implementaﬁon of these po[icy
initiatives may have impacted mentor teachers’ perceptions of their work with student teachers. A total of 66 mentor teachers across all grade levels and content areas responded to the survey and our results will be

shared.

VANDERVEER, B.

Ohio University-Athens

Mirage

The S(unfbrd Way—A Susta ined C oaching, Mentoring, Leudership Model

At Stanford University, Hall of Fame, Head Women's Basketball Coach, Tara VanDerveer and staﬂ continue a sustained and notable mentoring, coaching, and [eadership model. One of the greatest leaders in any sport
at any level, VanDerveer, and her staﬂ rontinc[y ’aring top classes to The Farm. The Stanford Way o_)ﬁ‘rs one model of sustained mentoring, coaching, and [eadership. Acconntability is perhaps the most important
quality of the Stanford Way. For this philosophy to be fair and engender mutual trust, objectives are transparent, with clarity about respective responsibilities and criteria by which performance will be evaluated. 1t is
possib[e to ana[yze the Stanﬁ)rd Way by using Kram's mentor ﬁ/tnctions; career funcﬁons and psychosocia[ ﬁAncﬁons The Stanford Way is also compaﬁb[e witn)owett & Nezlek's the 3Cs: closeness, commitment, and

comp[ementarity From the Stanford farni[y, dwe[opmental re[ationships unravel to a robust network of mentoring, coaching, and [eadership constellations.

CONCURRENT SESSION 10:00 AM - 1045 AM

WEeLLs-Epwarps, A., Evans, T., Munoz, L.

Everett Community College
Santa Ana A

Mentorship in the Media: An Exploration of Scope and Meaning in Contemporary Culture

At Everett Community College (EvCC), we have implemented a successful mentoring program for new Adjunct Faculty. In our fourth year of a five-year federal grant, we have valuable lessons to share. Our program
pairs experienced facu[ty mentors with new AaUuncts in their ﬁrst quarter at EvCC. Not every new facu[ty member is initiauy receptive to this mentoring opportunity, however. In this session, we discuss current research
on the essential mentor/mentee re[aﬁonship and oﬁer ideas for engaging the “reluctant mentee.” Key to the success of a mentoring partnership is the ﬁ/l.“ investment of both sides; because mentoring is sometimes a
mandatory component of employment, the parties are not always equally invested at the start. Typical conversations around mentoring assume the eager participation of all involved, so this is an important discussion.
In our presentation, we exp[ore the dynamics and paradigrns around the basic mentor/mentee partnership and examine the causes of hesitation or resistance among mentees, as well as oﬂEring possible ideas for
increased protégé engagement in the mentoring process. Factors preventing full commitment to the pairing vary but all revolve around “culture” of varying types. Significantly, it is only through the full investment of
both mentor and mentee that the maximum potential of the relationship can be reached, which is what makes this dialogue (and our session!) essential. In addition to being UNM conference alums, we are fresh from

nosﬁng our own ﬁrst annual mentoring conference at EvCC and are eager to share our depth of experience with UNM conference participants!

Rojas, J.
University ofKentucky
Santa Ana B

Design Thinking & Coaching: Empathetic Interviewing in Developmental Relationships

Wewill introduce design thinking and the empathetic interview as anew methodology for building developmental relationships. Design thinking is a human-centered approach that seeks to address complex social and
educational prob[ems with a deliberate and thoughtfu[ solution seeking approach (Brown, 2008). The design thinking process includes several iterative phases including empathy and needﬁnding, brainstorming, rapid
prototyping, and feedback Tn our research we used empat'netic interviews as a data collection tool for needﬁnding n coaching relaﬁonsfaips between child care providers and their coaches. Coac'aing is a common means
of providing technical and problem solving assistance to child care providers in states that are actively engaged in implementing Quality Rating and Improvement Systems (QRIS). This systemic approach promotes
quality in assessment, improvement, and communication about the quality of early child care and education programs. We will describe the empathetic interview process used with the “coachees” (child care providers)

as well as the prototype deve[opment process used to meet the needs qf providers. These prototypes are current[y under consideration for wider imp[ementation by state stakeholders. This particu[ar technique holds
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promise as a tool fov those responsib[e for coacning as well as a means of nurturing the deve[opmenta[ re[aﬁonships between those de[iveving child care services and those vesponsible fov coaching these pvovidevs to

promote quality. The implications of design thinking for coaching will be explored, and practical tips for implementing these techniques in any context will be shared.

Correy, D. & Tnomrson, W.

Kennesaw State University & Eastern New Mexico University
Acoma B

Promoting Conceptual Understanding with Dialogic Writing and Multiple Levels of Mentoring

This research study featured multiple levels of mentoring and dialogic writing opportunities designed to enhance conceptual understanding and enjoyment of scientific concepts. Throughout this learning cycle,
university educators mentored grao[uate students, who in turn, mentored third graders in their classrooms. The university educators provided the teachers with a ﬁamework ﬁ)r mini-lessons and encowaged them to
d@ﬁ%rentiate instruction for their classes. During mini- lessons teachers used cavefuﬁy cvaﬁeo[ questions to encourage their third graders to maintain a central focus while U’ley exp[oved scienty:tc concepts in Collaborative
Discovery Groups and wrote pen pal letters. Comprehension deepened as students ~ first listened to poetry emphasizing scientific content and discussed it in mini-lessons. Then they read and discussed the poems in
Collaborative Discovery Groups. Aﬁer they shared insights and discussed ideas they g[eaned ﬁ'om poetry, the third graders transfeweo[ this knowledge to pen pa[ letters. Thus, the university educators faci[itated the
social construction of know[edge as the teachers and their students pvogressed ﬁrom fami[iav ideas to new insights in an ongoing cyc[e of [eavning. Data analysis showed that the 46 third gradevs gradua[[y increased
the quality and the extent of their communication as they shared their ideas through pen pal letters. Students who initially wrote four sentences of content began to write full pages of explanation. This sociocultural,
synergistic process increased the depth of theivwriting overa ﬁmnweek period, enhancing their dia[ogie communication tfnvough writing and their abi[ity to exp[ain scientiﬁc concepts. The cyc[iea[ nature of the Veading

and writing process, integrated with scienty{c concepts, gave all of the mentors new levels of insight.

Cunnirr, D. & MARRON, .
National University
Luminaria

Participants will be able to Mcnﬁﬁ/ the Skills and Traits Qf&n Tnnovative Coach
Both teachers and administrators are [ooking fov good role models or coaches to advise the on critical educational issues. The authors high[ignted the key traits of an innovative educational coach and the skills needed
to support creative decision making. They stressed the importance of speed, empathy, passion and other traits that will enhance the leaders vole as an effective instructional leader. Each key trait was analyzed and

ted to their impact on the stakeholders of their organization.

Key Words: Coaching, Innovative, Leadership, Skills, Traits

Haripy, A. Senpi, K., PErara-Lunpe, M., & MEYER, L.
University of New Mexico
Alumni

Developing a Dialogical Mentoring Network for Learning, Assessment and Professional Growth

Through a case study at the University of New Mexico (UNM), we describe how a dialogical mentoring network has evolved over years through participation and contributions by doctoral students and their faculty
advisor, in collaboration with national and international scholars. This paper expands on John-Steiner (2000), “In collaborative endeavors we learn from each other. In partnerships we see ourselves through the eyes
of others, and tnrougn their support we dare to explore new parts of ourselves” (p4204)4 Here we describe how we have deve[oped our understanding of a “dialogica[ mentoring network” as a deepening Pprocess of
trusting, depending on, questioning and challenging each other, and celebrating each other’s knowledge and experiences. Over our years of doctoral study and advisement, this dialogical network has consisted of
personal advising sessions, peer facilitations in courses, virtual conversations with international scholars in graduate seminars, and Sunday afternoon peer-led Doc Sessions, which feature doctoral issues and research.
Our network is ﬂuid, not closed; doctoral students are welcomed into the dialogue from across campus, and also across time as ’tney enter the doctoral process. We encourage conversation and insights from mu[tip[e

doctoral programs, generations, and stages of graduate study.

Buso, M. & Orriz-Ropricuez, M.

Inter-American University of Puerto Rico—Fajardo Campus
Isleta

Differentiated Peer-Mentoring

This presentation describes two peer-mentoring programs designed for social work and computer science undergraduate students in Puerto Rico. Sixteen mentoring design elements mention by Dawson (2014) were
considered to structure both programs. The peer-mentoring program developed for the social work students has helped them with the integration to the university, the development of skills and the establishment of a
support community in order to fu[ﬁ[[ their academic requirements. The infovmaﬁon techno[ogy and computer programming students have received in-class support by Ppeer-mentors. Students with very low computer
skills, very high job expectations, and low study habits struggle to succeed. Mentors work with students individually; giving emotional support and helping students develop the study habits they need to succeed. The
most predominant findings and achievements, from both programs, are discussed.

Porapiuk, N. & DYkE, R.

University of Victoria & Gustavson School of Business
Fiesta A

Exploring the Uniqueness of Mentoring International Business Students

What makes a strong professional business mentoring relationship with international students from China, India, and South Korea? In this presentation, we will explore this question by sharing relevant findings from
an etfanographic study focused on international students whojoined a business mentoring program. Specy:lcal[y, we will exp[ove the re[aﬁonships between international business students and their community business
leader mentors at the Gustavson School of Business at the University of Victoria on Canada’s west coast. Findings from this study are congruent with the larger body of literature, which suggests that the core conditions
leading to effective mentoring outcomes are similar to those for domestic students. Qualities such as mutual trust, respect, openness, and a sense of authentic connection often underpin successful relationships.
Unique ﬁndings show that a mentor’s capacity to see their international mentee, as “an individual” beyond cultural stereotypes is one key to success, while the abi[ity to sort out the nuances between cultural, pevsona[,

and developmental learning is another. Additionally, differences of language, behavior, and worldview need to be negotiated with curiosity, and viewed as valuable assets in our technological and globalized world. We
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will pvovide recommendations fov emerging best practices in wovking with international student mentees and pvofessional community business leaders in fovmal mentoring programs. “Mentors whose pevsona[iﬁes

matched mine allowed me to build close relationships based on mutual respect and interest . . . our relationships evolved into a deeper friendships solidifying my personal connection to Canada.”

— International Student in Business Mentoring Program

KeLier, T.
Portland State University
Fiesta B

Monitoring and Supporting a Multi-Faceted, Multi-Institutional Student Mentoring Program

The BUILD EXITO program supports the education and training of undergraduates from traditionally underrepresented student populations who aspire to research careers in health and biomedical sciences. In
addition to enhanced curriculum, enrichment wovkshops, ﬁnancia[ support, and intensive research intevnships, BUILD EXITO featwes a multifaceted mentoring program in which each scholar is matched with three
mentors: peer mentor (advanced student), career mentor (faculty adviser), and research mentor (research project supervisor). The BUILD EXITO project spans multiple partnering universities and community colleges
in geographica“y diverse locations, inc[uding Oregon, Washington, Alaska, Hawaii, and Guam. A central tenet of the mentoring program is that making good matches is not suﬁqcient; each mentoring ve[aﬁonship
should have ongoing monitoring and support ﬁ'om the professiona[ program coordinator. This paper describes an innovative online p[atfovm, the EXITO Mentoring Support Network (EMSN), used fov communication
with all mentors and scholars. Each participant has an individual account and receives a scheduled email prompt to enter the system to respond to questions. Certain consistent questions elicit information about the
nature and deve[opment of the mentoring ve[ationship, while other questions are customized to obtain inﬁ)rmation relevant for program improvement. EMSN allows the mentoring program coordinator to view and

vespovw[ divect[y to comments noted in participant [ogs. EMSN also pvovides a fomm for announcements and sfaaving resources ﬁom the program and among participants. In addition, EMSN compi[es and ana[yzes

data across participants fov tracking and reporting purposes. This paper higfalights the many a‘ppﬁcaﬁons of EMSN for monitoring and supporting velaﬁonshqas aswell as eva(uaﬁng and improving program outcomes.

Dement, M. & Stour, N.
]ndianapohs umvevsity~PLtrdue University ]ndianapo[is
Acoma A

Dcvc[opmg and Managing a Student Led Peer Mentoring Progmmfbr Female Engineers at 1UPU

Indianapolis UniversityPurdue University Indianapolis (JUPUI) combines Indiana’s top schools of Indiana University and Purdue University on a single campus in downtown Indianapolis. The Purdue School of
Engineering and Technology at TUPUI consists of approximately 2,600 undergraduate students in all majors. Only 17% of these students are female. In the spring 2015 semester; six female engineering students
developed the Women’s Engineering Network and the program was piloted the following school year. The purpose of this program is to help female students build their network within the School of Engineering
and Techno[ogy and relevant pmfessionalﬁe[ds, The program strives to empower individuals toward academic, personal, and pvofessional success. The student led program consists of peer mentoring that connects
underclassmen students with upperclassmen peer mentors to meet with on a biweekly basis. Additionally, the program hosts monthly social events to expand the participants’ network and professional development
events that provide opportunities to learn, grow, and connect with professionals in the field. These monthly events are open to all female students in the school. The first year of the program was a success. Twenty-four
ﬁeshmen envolled in the program and were matched with eight uppevc[assmen peer mentors who app[ied and were se[ectedfor the position. New peer mentors fov the upcoming school year have alveady been recruited,
interviewed, and selected as we are expecting to grow as word of the Women’s Engineering Network at 1UPUI spreadls. This presentation will discuss the experiences of students developing, managing, and improving
the Women'’s Engineering Network at TUPUL.

Marias, A.
Empire State College-State University of New York
Sandia

Mentoring in Informal After School Programs: STEM Graduate Students as Mentors

During 2013-2015, the State University of New York (SUNY) and the New York Academy of Sciences (NYAS) trained over 100 SUNY graduate students and post-doctoral fellows to deliver STEM content and mentor
underserved middle-school students in an afterschool program funded by the National Science Foundation (NSF). Program training included teaching the graduate students and post-doctoral fellows the pedagogy and
skills necessary to teach STEM content through a 15-week online course developed at SUNY Empire State College. The mentors also participated in weekly interactions with on-campus program coordinators and were
supplied curricula materials from NYAS. Mentors were then placed at a local school participating of the program where they mentor the middle-school students. Follow up interviews and focus groups showed a positive
impact of the program on the mentors. Specifically, mentors referenced increased confidence in their teaching skills and ability, as well as applicability of these skills in other areas of their lives. Furthermore, mentors
fe[t they had a positive impact on the students in the areas ofSTEM leaming and in motivating them to become STEMists aﬂev high school. Mentors’ attitudes about the value of mentoring expeviencesfov themselves
in future career choices and employment also increased. Additionally, mentors stated that this experience would increase their employment opportunities in STEM fields. The program goal is replication throughout the

United States. Here, we discuss the program's components as well as the challenges and lessons learned in the process.

SanTing, F. & Skaces, C.

Kennesaw State University

Spirit

Developing Mutual Mentoring Networks to Support Scholarship: A Case Study at KSU

Based on a series of initiatives implemented in the College of Humanities and Social Sciences at Kennesaw State University, this presentation analyzes the role of mutual mentoring within a rapidly changing institutional
context and highev education environment. The project, started dwing the 2015/16 academic year, aims to promote a new culture of mentoring, in which the stereotypica[ power relation imp[icit in traditional mentoring
is broken and Vep[aced by mutual mentoring. This new model of mentoring supports and sustains facu[ty members at every level of their academic careers. Aﬁer reviewing and addvessing the most relevant scho[arship
in the field of mutual mentoring, the presenters will use KSU’s project as a valuable case study that can be applied in the shaping of developmental networks to promote scholarly research in the larger academic
community. With two campuses, limited ﬁmding fov incentives, and increasing expectations ﬁ)r research producﬁvity, KSWs institutional context provides valuable insights about the cha[[enges and opportunities of
'me[ementing mutual mentoring at a [avge, pub[ic, comprehensive university. Finaﬂy, we will discuss ﬁnd'mgs, needs, and. futuve goa[s. We believe that bui[ding strong deve[opmenta[ networks is particu[arly signyicant
at a time when many academic settings are rapidly changing; consequently, faculty members, students, and administrators are feeling displaced and isolated. Defying that sense of isolation and bringing together

diverse scholars at all levels in a meaningfu[ way will help us build a stronger, more productive, and more successﬁ/l[ academic environment.
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Smrra, D., MARTINEZ, A, & LANICGAN, J.
Wash'mgton State University

Scholars

Scho[ar[y Mentor Program: Supporting Facu[{y in the Writing and Publication Process

The WSU Extension Scholarly Writing Group (ESWG) is a year-long mentoring program designed to de-mystify the writing and publication process for faculty on tenure or promotion track. The program pairs
expevienced, depavtmenbbased facu[ty (DF) with county faeu[ty (CF); many of which are more accustomed to program deﬁvery than to writing fov pub[ication The mentor-mentee Ve[ationship, intenﬁonauy veferred
to as accountability partners—a term developed by the WSU ESWG to convey mutual support and shared vesponsibility to the relationship—fosters a commitment to a regular writing schedule, attendance at
training seminars, accountabi[ity check-ins, and manuscript deve[opment and submission. Month[y meetings with group members ﬁ)cus on dismssing assigned readings and topics, such as generating relevant
and manageable research questions, and lmderstanding and working t'arougfa the process of writing, submission, revision, and pubﬁcaﬁon. A balance of in-person and internet based meetings promotes trust and
collegiality helps members achieve previously determined goals. Coupled with an environment of mutual accountability between members, assigned partners meet frequently to check-in and discuss progress, identify

barriers, and exchange resources. The writing group has been successfu[ in estab[ishing amutual mentoring relaﬁonship of support, encouragement, and professional growth,

WiLson, J.
Coﬂege of Southern Mary[emd
Amigo

Oars Against the Current: Using Feedback to Improve the Facu[fy Mentor Program

One way to improve the facu[ty mentor program is to listen to words, still warm, whispeved foy those who use it. Feedback is an important way to improve anything lnitia“y, we used paper. forms handed out to mentors
and mentees to capture their feedback and then when (and if ) we got them back found it hard to get all the forms to everyone on the faculty mentor committee to review. Technology makes it easy to capture and share
feedback S0 ﬁme[y ehanges can be made to improve the mentor program. In this presentation, you will learn how to use ﬁee tools available on Micvosoﬁ: OneDrive or Google Drive to create online fovms linked to online
spreadsheets to capture feedback ﬁ’om mentors and mentees. Micvosoﬁ OneDrive or Goog[e Drive both allow the creation of online forms to capture feedbaek submitted by mentors and mentees. Online forms link to a
spreadsheet that stores feedback. Online forms eliminate the creation, distribution and vecovery of evaluations. They also allow users anonymity so they may alert you to what is good and bad about the program. Then
one person can copy the feedback ﬁom the spveadsheet into an OneNote or Word ﬁ[e, also in the cloud. The link to this ﬁle is then sent to the committee, and the feedback can be reviewed fov suggestions to improve

the program. The annual report can store feedback and actions taken.

MoreL, N.

Lipsco mb University
Mirage

The Impact of Coaching on Leadership Competency Attainment

This paper examines the impact of a faculty-student coaching model on the development of cross-cutting leadership competencies. Since January 2015, students in the CORE program at Lipscomb University have
participated in eight hour behavioral assessment centers in which they are assessed on 15 leadership competencies from the Polaris® Competency Model. Cohorts of 6 students at a time participated in the assessments.
They were observed by three trained assessors. The assessment included multiple data points from a variety of simulated work experiences and was scored using rigorous behavioral assessment and data integration
procedwes by three assessors. Fo“owing assessment, students were assigned a trained faculty coach, who using a dwe[opmental coacfaing model, met with the student at least 30 minutes per week for a minimum of

eight weeks over a 16-week semester. At the end of the semester, students were re-assessed, using the same rigorous data integration process as their initial assessment. Assessors did not know which competencies the

students were focusing on, and scored them blindly on the same 15 competencies. Preliminary results showed that students showed significant gains in leadership competency attainment after working with a coach
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PLENARY SESSION | 11:00 AM — 11:45 AM | BALLROOMS A-B

PAuL StokEs
Sheﬁ[e[d Business School

The Skilled Coachee: Lessons;f‘or Mentoring Theory & Practice

In this session, Stokes will be dvawing upon his PhD research which is examined on the premise that, in coaching and mentoring re[ationships, the coachee can also be deemed as having process skills that are
necessary for such Ve[ationships to be eﬁecﬁve. He will examine the current theories on mentoring and coaching and will argue, using existing research and literature, that the prevai[ing discourse in coacfaing and
mentoring tends to emphasize the role of the helper, but at the same time, play down the role of the helpee. The presentation will report on Stokes's hybrid research methodology which was qualitative, iterative,
grounded; and emancipatory in nature. He will use extracts ﬁrom his PhD vesearch data to argue that coachee skills can be seen to comp[ement those of the coach and can be subdivided into enab[ing and defensive
mechanisms. Furthermore, he will argue that in mentoring relaﬁonships, a more equa[ distribution of responsibi[ity fov the velaﬁonsfaip and the conversations is [ike[y to lead to more eﬁective ve[ations'aips that are
more sustainable. He will conclude by drawing out the implications of his research for mentoring: scheme designers, mentors, mentees, mentoring supervisors, and other stakeholders e.g. professional bodies and

educational establishments.

PLENARY SESSION | 1:00 PM —T:45PM | BaLLroOMS A-B

AUDREY J. MURRELL
University of Pittsburgh

Mentoring and the Work of “Tnnovation
The power of mentoring re[aﬁonships has been shown to impact a wide variety of ovganizaﬁona[ outcomes such as career deve[opment, [eadership cultivation and diversity matters. This talk will make the case that
the next phase of mentoring research should focus on the role that mentoring can p[ay n dviving the critical work of innovation. We will review the relevant literature on mentoring, discuss links to work on [eading

innovation and outline some of the critical questions that should define future work in this important area of mentoring research.

CONCURRENT SESSION 2:00 PM - 2:45 PM

Crynch, H., NELson, S.
St. Catherine University
Santa Ana A

Intrusive Mentoring and Leadership Development in Associate Degree Health Care Studlents

Many academic programs feature the development of leadlership skills as an outcome of their curricula, but are not explicit in how this occurs or is assessed. This interactive session will assist the participant’s ability
to faci[itate [eadership deve[opment in entryf[evel associate degree health care students and objecﬁve[y assess the outcomes of their eﬁ‘ov’cs, The presenters will describe how they have used the teaching phi[osophy of
their program, the mission of their institution and current [eadership literature to create a dwelopmenta[ sequence of [eadevship activities that are included in mu[ﬁp[e courses tfaroughout their two-year curriculum.
The presenters will share multiple examples of faculty and peer mentoring along with curricular activities that focus on recognizing leadership traits, connecting them to the student’s role as a health care provider and
then expavxding those vesponsibiﬁﬁes to include serving and advocaﬁng fov their patients, their pmfession and society as a whole. In addition, the presenters will discuss how the process of deve[oping and mode[ing
[eadevship traits with students serves to empower facu[ty leadevsfaip deve[opment. The presenters will pvovide samp[e ob_jecﬁves and assessment tools related to each activity that serve as benchmarks fov the student’s

sequential leadership development. Methods of assessing entry-level leadership development via student interviews, self-assessment and development of post-entry-level leadership goals will also be discussed. The

presentation addresses the outcomes of a literature review of strategies successful in development of leadership behaviors. A detailed summary of the overall inquiry is represented in a paper written by the presenters.

Cosla, J. & HaNNAH, J.
Samford University
Acoma B

Mentoring as the Bl’idgcﬁ’om Preparation to Practice f or School Leaders

Leadership in a school is critical to improving student [eaming, There are common skills principals need to lead eﬁkcﬁve[y. However, many schools and school districts face diﬂévent cha[[enges and therefove, require
diﬁerent [eadership skillsets. Samfovd University’s [eadevship preparation program has a long history of partnering with school systems to pvovide customized courses of Study and dwelopment for their aspiring school
leaders. Recently this approach expanded the partnership with school systems to form a bridge from preparation program to practice. The “bridge” is a mentoring process that supports both aspiring and practicing
leaders. This session will include speciﬁc examp[es of how the mentoring process has been adapted to address the needs of both rural and wrban school systems. Strategies and tools fov feedback will be shared.
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71ccARDI, A. & GREER, J.

Akron Public Schools

Luminaria

iCARE. Mentoring; A Community that Cares Implementing a Successful School Based Mentoring Framework in Ohioss 5th Largest Public School District; Akron, Ohio

Akron Public Schools is located in Akron, Ohio and is the states’ fifth largest district with 22,000 students in 48 buildings. In academic year 201415 the district looked to streamline and systematically organize the
mentoring services taking p[ace within their bui[dings, measure the outcomes 0f mentoring services and promote the positive impact and reach 0f mentors on youtk A community collaborative team was assembled to
provide the capacity for growth and development of a district wide mentoring program. This collaboration utilized the seeds from an existing youth mentoring program, “MAN-UP,” with the knowledge and support of
district and community leaders to raise funding and recruit mentors. The program entitled iC.A.R.E Mentoring (Creating Authentic Relational Energy) is focused on building positive purposeful relationships for the
students of Akron Public Schools. www. icarementoring.org The iCARE. design utilized several key resources: the MAN-UP’s pi[ot guide[ines, The ABC’s of School Mentoring, a 2007 pu’alicaﬁon of the Hamilton Fish
Institute on School and Community Violence (GWU), the National Mentoring Center at Northwest Regional Educational Laboratory, and How to Build a Successful Mentoring Program Using the Elements of Effective
Practice, ﬁrom the National Mentoring Partnership The program is school based and fo[[ows speciﬁc guidelines of evaluation.

Rocers, N. M. & Zamora, H.
University of Texas Health Science Center
Alumni

Comacdreanclo Through a Mentorship Program

This presentation describes the deve[opment and imp[ementaﬁon of apeer mentorship program, which uses the concept of comadres Q‘ema[e close ﬁ'iends) and compadres (male close ﬁiends). 1t includes a descviption
of how effective comadriando, defined as a relationship between an experienced person and a less experienced person for the purpose of helping the one with less experience, can lead to a student driven mentorship
program. 1t includes infovmaﬁon about the deve[opment and eﬂective imp[ementaﬁon of a comadriando mentoring program ﬁ)r nursing students. ]nﬁwmaﬁon is pvovided on the essential components of a mentovship
program, the role of mentors and protégés, and a descvipﬁon of the qua[[ties needed to be a successfu[ Ppeer mentor. One of the major pvoblems many pvofessiona[ ﬁe[ds face is their lack of minority representation.
Minority students entering higher education programs in the field of health may be at risk for failure for a variety of complex reasons. Some may not recognize when they need help, thus delay seeking help until it is too
late. Some are ﬁvst generation students with fami[ies that may be unable to Wﬁzv pvacﬁca[ guidamce and support. Many minority students come ﬁom educationa“y disadvantaged schools and consequent[y may come
with poor spe[[ing, grammavr, and Eng[is'a [anguage skills that negaﬁve[y w_fect their academic success. Many students have not deve[oped critical thinking skills, and some have 'msu_[ﬁcient ﬁnancia[ resources and have

the need to work to support themselves and their families. This leadls to stressful situations that affect family, workplace, and social and academic arenas.

Rurwi, C. & Ricnarpson, G.
Philadelphia Regional Noyce Partnership & La Salle University
Isleta

New STEM Teachers in the Driver’s Seat: A Paradigm Shift for Mentor Support

This continuing research reflects on the activities and outcomes of an innovative multi-institutional support program, in its second year of implementation, that employs an individualized support plan (ISP) to
address low teacher retention among STEM educators in higfn needs schools. Concerns of pvofessiona[ practice as well as social-emotional needs were identiﬁed ﬁ)r second year teachers, all of whom were gvaduates of
Noycefunded teacher preparation programs at various co[[eges and universities in the Pfai[adelpfaia region. The Vesu[ting needs infovmed action p[ans and subsequent persovtaﬁzed mentoring, social netwovk'mg, and
professional development activities. Tn parallel, the seven mentors of the new teachers engaged in professional development (PD) activities addressing program-aligned mentoring practices. Findings regarding the
impact of the mentor PD program on mentoring practices are explored. Data was analyzed using the Concerns Based Adoption Model (CBAM) as a framework. New teacher needs assessments; mentor skills surveys,
mentoring progress reports, new teacher seLf reports and a mentor re[ationship questionnaire were used to address the research questions:

1. What challenges do mentors face when providing teacher identified individualized support for new STEM teachers?

2. How well ave new teachers’ needs met by this coaching support?

3. Inwhat ways can mentor development programs work effectively in this new mentor paradigm?

lmp[ications for futwe new teacher mentoring practices and mentor deve[opment activities are discussed. Keywords: mentoring, individualized support, STEM, new teachers

Suick, J. & TArRrenT, B.
Avrizona State University
Fiesta A

The Big Build: Dew[oping a Pipe[ine Qf]\’lentorship at the W. P. Carey School ofBusincss

The W. P. Carey School of Business at Arizona State University oﬂers undevgraduate business students innovative and ﬂexible deve[opmental opportunities through mentovship. Using mentorship asa p[atform, the
L{ndevgraduate Programs Ojﬁce provides students a variety of ways to excel and advance. Our mentovship programs are designed to be responsive to both students’ and professionals' needs. With the support 0f Dean
Amy Hillman, the W. P. Carey Mentorship Programs was created in 2014 to provide peer-to-peer support and guidance for select populations of students (out of state, commuter and international freshmen). Then,
in 2015, alumni were invited to mentor current business students who sought career and intemship direction and advice. Alumni work 1:1 with students or as small teams. According to some research, mentorship
has a positive effect on students including increased communication skills, enhanced self-esteem and academic self-efficacy” (Hill & Reddy, 2007). In addition, other studies show that being mentored leads to more
psychosocial support in the short term and more career development, business knowledge, and psychosocial support after the student has graduated and is working for three to five years (D’ Abate, 2010). The W. P. Carey
Mentorship Programs view mentorship asa pipe[ine that provides students a steady flow of important connections and information via peers (students) and pmfessiona[s (alumni). We believe this model is allowing us

to build a strong yet flexible and responsive community of mentorship that positively impacts both retention and professional development.

Ramos-Diaz, M. & QUINTANA, A.
Pac'gﬁc Northwest University of Health Science
Fiesta B

An Update on the Roots to Wings Mentoring Program: Creating a Health Science Degree Pathway for Underrepresented Youth in the Lower Yakima Valley

This is an update on the Roots to Wings mentoring program, which was presented at the University of New Mexico Mentoring Conference in 2015. This article will present how the program grew, changed, what we
learned from its expansion, and where it is heading as we plan for the third year implementation. The foundational purpose of the program was to expose junior high and high school students living on the Yakama
Nation Reservation to careers in the health field. This year, the program’s co-mentoring strategies were strengthened through the inclusion of Yakama Nation Tribal School (YNTS) students. The partnerships between
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Pacific Northwest University (PNWU), Heritage University (HU), Mt. Adams School District (MASD) and the Yakama Nation Tribal School (YNTS) created a deeper understanding of the Yakama’s values and traditions.
These pavtnevships broadened the circle of Lnﬂuence and opportunities for Native American students and other undewepvesented populaﬁons of the Lower Yakima Va[[ey by providing those opportunities they would

otherwise not receive. This presentation will pvovio[e the data supporting the gmwth, changes, and outcomes of the second year of the Roots to Wings mentoring program.

Doskgr, D.
University of Texas-El Paso
Acoma A

Mentoring Instructors to Teach About Earthﬁ)r a Sustainable Future

n the past two years we have worked with the El Paso higfnev education community to increase the number of instructors using InTeGrate (]ntevdiscip[inary Teaching about Earth fov a Sustainable Future) materials in
their courses. We have documented the steps we have taken to mentor and engage instructors and to collect their reflections on the mentoring process and these materials. Early adopters of the materials tendled to be
newer instructors and adjunct faculty who we engaged through focused one-on-one meetings. As the number of nTeGrate materials grew, we held workshops in Fall 2015 that helped instructors navigate the materials
website, pvovided model sy“abi for courses and oﬂeved hands-on experience with diﬁerent types of pedagogy used in the activities. Over half of the wovkshop attendees (14 instructors) ’aegan to use materials in their
Fall 2015 or Spring 2016 courses. Another 15% did not specifically use the materials but reported they had adopted similar activities in their classes. All instructors who used the materials once used them again when
repeating a class, with about 60% of these instructors adding more InTeGrate content. Based on the success ofthe Fall 2015 workshops, we held special workshopsfov graduate teachlng assistants in Spring 2016.

Barriers to adoption included: the reporting eﬁtovts requived by the program, reluctance to try new teaching methods, lack of a[ignment between the materials and the topics taught in their classes, and lack of time.

Hagrris, P. & CocCHIARELLA, M.
Avrizona State University
Sandia

Building Better STEM Teachers

A partnershi‘p, ﬁmded by a US Department of Education SEED grant, among Arizona State University’s (ASU) Mary Lou Fulton Teachers Co[[ege, the National Institute for Excellence in Teaching (NIET), and 30 partner
school districts will demonstrate the process for recruiting, training, and mentoring highly qualified middle school and high school STEM teachers for high-need schools. Practicing teachers in math and science
were paired with undergraduate and gmduate—leve[ student teachers interested in teaching grades 5 - 12. One-on-one mentoring ﬁrom a practicing teacher in classroom pvocedwes, curriculum, and school climate
was pvovidcd fow days per week across the entire school year. An ASU facu[ty member pvovided week[y mentoring in assessment, instruction and classroom management. Students in elementavy education, specia[
education, and bilingual education at the elementary level were trained to become highly qualified in middle-level math or science (grades 5-8), while secondary education students were trained in grades 7 - 12. STEM
activities and materials were available to neav[y 200 pvacticing/ student teacher pairs by an ASU engineering faculty member for use in grades 5—12 classrooms. Graduates of the program were also involved in ﬁrstfyeav

teacher induction that he[}oed increase their emotional inte“igence in the classroom. The induction mentoring was evaluated using fovmaﬁve and summative assessments.

Yar, H.

University of New Mexico
Spirit

Eng[ish Language Teachers’ Training Network in Pakistani Seminaries

This paper reviews the impact of Madrasa education reforms project of the government of Pakistan according to which the Pakistani government has sought to address the growing tide of terrorism and extremism by
regulating and streamlining the country’s system of religious education. Unlike the Biblical schools in western countries, the Quranic schools in Pakistan and in other parts of the Muslim world, limit the scope their
education to the re[igious texts and Arabic [anguage on[y. The envisioned purpose of education is based on pure theo[ogiea[ concerns irrespective of any considerations of emp[oyment of the Madrasa graduates, The
post-9/1 vefovms in Pakistani Ye[igious schools have sought to introduce Eng[ish [anguage teaching in the Madrasa curriculum and integrating the Yeﬁgious seminaries into the national mainstream of educational and
economic life. Since, the religious seminaries only source of funding is donations received from the general public, and in the absence of any governmental patronage, their ability to recruit and retain English language
teachers is very limited. This Ppaper reviews the literature on the subject and aﬁev idenﬂfymg the ideo[ogieal, technical and pvocedural constraints in promoting the teaching of Eng[ish in Ye[igious seminaries, it proposes
amentoring network of in-house teacher training and dcve[opment which would not only support the government’s veform eﬁovts but will also contribute to the deve[opment of these individuals ’ay opening up the doors

of employment in non-religious areas. This method of integration of the religious population would eventually help stem the tide of terrorism by reducing militancy and extremism.

Haiko, G., HaucHEY, T., GARDINER-SHIRES, A., & Lucas, L.
West Chester University
Scholars

Reinvigorating a Culture of Mentoring: Mentoring the University Faculty Mentoring Program

We know what it takes to start a mentoring program, but what does it take to sustain one? At our public university, faculty are reassessing and reinvigorating our faculty mentoring program at its 10-year mark. This
presentation will outline the three phases of our ana[ysis: Phase 1: What have we learned? This phase recaps the pvogram’s initial deve[opment and implementaﬁon as well as lessons learned (Bean, Lucas & Hyers,
2013, Hyers & Brown 2006). Phase 2: What does our committee do? This phase examines the crucial role of administrative support and further defines the roles of the Faculty Mentoring Committee (Committee). The
co-chairs of the Committee attended the University of New Mexico Mentoring Conference in 2015 with the charge of studying current best practices in faculty mentoring. During post-conference reflection, planning
and imp[ementation, faculty fovmed a crucial network of pro-mentoring co[[eagues. Phase 3: Where do we go ﬁom here? This ﬁnal phase high[ights the outcomes of Phases 1 and 2, inc[uding the inaugura[ Mentor
Training Workshop held in May and August 2016. The Mentor Training Workshop was designed using a community-based participatory research (CBPR) model. Aspart of an evidence-based case study, we will present
our Mentor Training Workshop and how we have successfully incorporated administrative sponsorship and cross-college networking. Furthermore, we will share how participants at the Mentor Training Workshop

collaborated in articulating the possibi[ities of mentoring on our campus and exp[ored coaching strategies to enhance their mentor/mentee ve[aﬁonships.
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Frankranp, E.
Casper College
Amigo

Developing an Organic, Comprehensive Faculty Mentoring Program

Over the past decade, Casper College, which is located in central Wyoming, has developed and administered a faculty led mentoring program for new full-time faculty, and select administrators, that encompasses a
comprehensive approach over the course of one academic year and beyond. In spite of significant administrative turnover (e.g., four academic vice presidents over this period) and a relatively large number of new
facn[ty being hired (rnostty due to retirements), the mentoring program has continued to receive fu[[ institutional support and autonomy. The program combines regutar forma[ training worksnops aﬁer an initial two
day faculty orientation alongside informal mentor-mentee relationships as well as cohort social events. The programming content is oriented towards the institution’s three primary goals for full-time faculty- teaching,
service, and research (see Jacelon etal 2003). The success of the program has been due to this integrated approach in addition to an organic feedback response loop related to the formal programming. The program
has snccessfutty endeavored to include new facutty as valuable members of the cot[ege and the broader community. 1t has also worked to energize existing facutty, better connect facutty and administrators, and foster
an atmosphere of collegiality. This organic, comprehensive approach has been such an ongoing success due to faculty and administrative support with relatively minor financial costs. The general facets of the program
draw on best practices from other institutions of higher learning as well as the constant stream of feedback from internal actors. The scope and content of the mentoring program could be utilized by other colleges
and universities to devetop, enhance, or modtfy their own facn[ty mentoring programs. This paper will provide a brief historical context of Casper Cottege's mentoring program, an overview of the current program,

and issues to consider for the future of the program.

Chrisman, T.
University of New Mexico
Mirage

Will Somebody Please Think of the Children? A Literature Review on Youth Mentoring

Will someone, anyone, think of the children? This emotiona[ty-cnarged, cliché of a question has been asked time and time again by children’s rignts advocate, ’oeginrling n1914 with the National Child Labor Committee
(NCLC) and then propagated by its usage in President Clinton’s 1999 speech on child labor (NCLC, 1914; Clinton, 1999). This paper asks the same question in arguing that more research, thought and attention needs
to be focused on youtn mentoring. Due to gaps in the existing research and literature, little is known and conﬁrmed about the outcomes and eﬁct of youtn mentoring. lnformation on the basic deﬁnition, motivation,
targets, and best practices of youth mentoring, thougn, can be found in the literature and are, tnerefnre, exptored in the fottowing literature review. However, it should be noted that there are many uncertainties about the
practice due to an underlying lack of foundational research, existing because researchers have focused only on extremely specific populations of youth rather than more typical and varied populations. The result is data
that cannot necessarity be uniforrn[y apptted to just any poputation. This is wny the fottowing paper asserts that more information needs to be gatnered about mentoring as a tool for improving the [ife and likelihood
of success for all youtn rather than the mere ﬁm} who ﬁt into extrerne[y exclusive studies. Furthermore, the perception of youtn mentoring seems to be limited to its preventative measure and use for intervention, rather

than its ability to facilitate broader successes. It is imperative to think of the children and how they should be mentored as a whole, rather than as members of unique cross-sections of the population.

CONCURRENT SESSION 3:00 PM - 3145 PM

Jonnson, P. & Cisewski, S.

St. Mary's University of Minnesota
Santa Ana A

Secure is the New Happy: What Christian Brothers can Teach us about Gen Z College Stuclents

Bruno Bettelheim’s research on childhood and the anxieties inherent in the process of maturity is fascinating in that it so appropriately applies to the behaviors and perceptions of today’s college students. Bettelheim
discovered that children live with two main anxieties that undergird their motives and actions: the need to be loved, and the fear that they are thought worthless. Bettelheim argued that children overcome these
anxieties—or “grow up"~by ptunging into the cnattenging but essential work of devetoping a sense of setffwortn. For cottege students, maturity, and thus a sense of setfwortn, is stunted by their stmggte with issues
of narcissism, competition and jealousy, as well as problems with parents and dependent relationships. Perhaps most interesting about Bettelheim’s research is his solution: forming satisfying bonds with others. How
can satisfying bonds with others be deve[oped? The answer to that question is addressed in this presentation. The authors discuss the b[ending of deve[opvnenta[ retationsnips and mentoring models, which oﬁer
emotional attachment, collaboration, and mutuatity as well as realistic expectations, communication, and teaderstai‘p, The authors then showcase an ideal mentoring model found in the Christian Brothers educational
charism, which centers on authenticity and affirmation. The Christian Brothers model guides and encourages student development through its emphasis on human dignity, community, compassion, and service. The

authors exp[ain the value of purposefut and eﬂective mentoring ﬁ)r the psycnotogica[ growtn of cottege students.

Mooreg, N.
Appatach ian State University
Santa Ana B

Mentoring Transﬂ’r Students: Devetop ing Positive Retationshipsfbr Transfer Popututions

Due to the ﬁnancLa[ climate in the United States, more students are pursuing associate degrees at two year institutions, then transferring to four year schools to comptete their bachelors degrees. Additiona[[y, many
states have incorporated what is known as “Earty Co[[ege" programs, where hign school students earn an associate degree prior to nign school graduaﬁon. This route makes cottege amore aﬁordabte venture for students,
and has therefore become a common practice. Some universities have large transfer student populations, and they have noticed that transfer students come with unique needs. Most transfer students need some
gulidance in the areas of academics, adjusting to a new environment, and se[f:eﬂtcacyt Mentoring programs designed to get transfer students the assistance they need and to netp them acclimate to the upper division
couege experience have been dwetoped. Deve[opmenta[ re[ationsnips are at the core of this idea. The be[ief is that deve[oping a re[aﬁonship with these students througn a mentoring program is important, and this
is the foundation of some universities’ missions to serve their transfer populations. This paper looks at different cases where mentoring programs have been established, the effectiveness of such programs, and tips for

estab[isning and running such programs. A model ﬁ)r an @feetive mentoring program for transfer students will be presented.
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‘WANGER, S.
Saint Mary’s University ofMinnesota
Acoma B

Reverse & Rccipvoca[ Mentoring with S[aﬂ"rcams: Dcvcloping Across Generations

Higher education administrative teams are complex organisms, particularly when they include staff representing multiple generational cohorts. Although research regarding generational cohort characteristics is widely
debated there are clear diﬁerences in wovkp[ace expectations and values among staﬂ‘ team members. With the number of Millennial managers on the rise, reverse and vecipvoca[ mentoring practices pvovide tools
that leaders can use to bvidge generationa[ divides and capita[ize on the strengtfas each member bv'mgs to the team. Reverse mentoring establishes Ve[ationships wheveby younger, junior, or less expevienced emp[oyees
mentor older, more experienced or highly skilled employees, traditionally in the area of technology. Reciprocal mentorship is akin to Kram's (1985) idea of mutually-beneficial developmental relationships or to Tempest's
(2003) intergenerational knowledge exchange within which dyads of cross-generational peers serve as reciprocal mentors. Leading these cross-generational teams is especially challenging when the leader is of a younger
generation than their staﬂ, This presentation will outline a model ﬁ)v reverse and vecipvoca[ mentovship within a recruitment and outreach team at Saint Mary's University of Minnesota comprised of 10 pvimavi[y
Baby Boomer Field Specialists led by a Millennial Director of Outreach. Highlights include techniques for implementing formal and informal reverse and reciprocal mentoring opportunities and an analysis of how
generational characteristics may impact reverse and reci]mfoca[ mentoring re[aﬁonship& A case study will highlight techno[ogyfomsed mentovslnip around the imp[ementation of a University—wide CRM system and

the mentoring opportunities that arose ﬁrom that training.

Lowry, K.
Florida State University
Luminaria

Developmental Mentoring for Developmental Academic Advisors

Florida State University has a student popu[aﬁon of_just over 41,000 students. There is no s'mgle organizationa[/ institutional model fov academic advising, but rather a mix of administrative program structures with
academic advisors. Advising First (AF) is a program of FSU's Division of Undergraduate Studies and employs approximately 45 Academic Advisors and 16 College Life Coaches. Each coach works individually with a
roster of selected students and ﬁ)sters their growth inall aspects of their co“ege experience. Coaches are stationed togethev in a centralized oﬁce. AF’s advisors assist students in managing their academic program
and connecting them to additional value-added opportunities. AF advisors are assigned to diﬁerent coﬂeges, departments, and academic units of the university in a decentralized, satellite manner. 1t is part of AF’s
mission for both coaches and advisors to take a developmental approach with students. Developmental coaching and advising have contributed to FSUs first-year retention rate reaching 93%. In support of advisors’
and coaches’ proﬁzssiona[ deve[opment, AF pairs coaches and advisors with a Senior Coach or Senior Advisor vespecﬁve[y, fov mentoring them uﬁ[izing a deve[opmenta[ approach, which is deve[opmenta[ mentoring
fov deve[opmenta[ advisors. This presentation will focus on the deve[opment of AF’s Senior Advisor model, its _features and imp[ementation, and the im‘pﬁcaﬁons fov professiona[ dwelopment, giving participants the

opportunity to reflect on this model in relation to their own setting.

PLuska, L.
Shenandoah University
Isleta

Using Developmental Relationships to Build Leaders through Mentoring

According to the School Leaders Network (2014), high principal turnover in K12 education is increasingly becoming an issue with novice principals. A strong mentoring program has been shown to help novice principals
be successful (Darling-Hammond, et al, 2007). The purpose of this stucly is to vesearch effective ways to implement mentoring programs in Educational Leadership programs through collaboration with local public
school divisions. Accovding to a report ﬁrom the Wallace Foundation (2016), it is essential fov a highfqua[ity preparation program to have strong univevsityfdistrict pavtnevship& Additiona[[y, the study indicated the
importance of a strong clinical experience with authentic leadership work. The draft of the National Educational Leadership Preparation Standards (2016) states how important mentors are for educational leadlers
with guidance on successful re[aﬁonships Higher education institutions oﬁen ve[y on an intern/student to select the mentor, oﬁen one that works at the same school and to “show the vopes" to the intern without
any ﬁ)vmalized training. To e@fecﬁ\/e[y implement a strong mentoring program, higfaev education institutions should conduct a needs assessment, forma[ize the mentoring program, conduct an orientation, deve[op
an action plan for mentors and interns, provide training for both, and determine how to evaluate the program (United States Office of Personnel Management, 2008). The researcher will lay out the design needed

to imp[ement an @fecﬁve mentoring program using deve[opmenta[ re[aﬁonships in collaboration with local school divisions to turn out high[y qualﬁed leaders ﬁ)v school systems through the practicum experience.

WiLLBUR, J.

Leaders hip Mentoring Institute
Fiesta A

Mentoring Innovative Leaders

There is a great need for innovative leaders in today’s environment of increasing chaos and rapid change. This leadership trait of innovation is often referred to as transformative thinking or Innovation Quotient (NQ).
Because of new brain scanning technology, we now have a much better understanding of brain function and characteristics of an effective innovative leacler. There is good reason to believe that this type of thinking
is not vigid[y set, but can be mentored and deve[oped given the right approach and 9(‘ the leader has a more open mindset. This presentation will look at characteristics of high NQleadevs such as, open and reﬂective
thinking, open versus closed mindset, adaptabiﬁty, experimentation, moderate risk taking, proactive prob[em Solving, high levels of se[f—motivation, self—conﬁdence, and vesowceﬁ/t[ness. The innovative leader also
combines a paradoxically high level of persistence with a willingness to be flexible, as well as blending creativity with analytical thinking. This type of leader doesn't just connect the dots; they create new dots. They
don't Jjust think outside the box; they create new boxes. We will look at how successfu[ innovative organizations such Pixar and Apple encourage the deve[opment of innovative leaders. How do such organizations foster
not just innovative individuals but dwelop many such leaders in what is called collective genius or team 1Q2 The importance of se[ecﬁng and mentoring competent team members, committed to a common vision, and
especially willing to practice collaborative thinking will be highlighted. Mentoring practices for encouraging wider developmental strategies for leaders will also be explored. The availability of high-validity and high

ve[iabi[ity selection tools to help idenﬁfy and deve[op innovative leaders will be discussed.

Wryre, D.
Indiana State University

Acoma A

Show Me the Impact: Building an Evaluation Plan ﬁ)r Mentoring in STEM
Mentoring has become awide[y used tool to Pprepare individuals ﬁ)v success in academe and the work]a[ace. Therefove, it is no secret that @fecﬁve mentoring requires a divevsyied, balanced mix of resources (Le., mentors,

coordinators, time, money, etc.) and commitment. Evaluation, whether formative or summative, remains a key component to detevmining the success and impact of various programmatic endeavors. As great focus has
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shifted to STEM and career preparation of students, particularly females and other underrepresented groups, more evidence is needed to demonstrate the impact of mentoring. Although considered valuable, mentoring
programs may strugg[e to articulate and demonstrate a[ignment with ovganizationat goats and programmatic impact. Hence, the goa[ of this work is to aid in the progression and advancement of mentoring as a
dynamic, outcome based tool. Further, the purpose is to a) present and address k@/ pe}forwlance indicators fov STEM mentoring programs in highev education, and b) propose using the Phit[ips ROI Mettaodotogyw

as a framework for evaluating mentoring and demonstrating impact.

MANDREKAR, J.
Mayo Clinic
Sandia

Importance of Developmental Relationship for Biostatisticians in Healthcare Setting

Recently, statistical associations have started recognizing the importance of developmental relationship in the career advancement of statisticians by offering short courses and presentations at national meetings. They
have started a few pitot programs where the mentor and mentee matchtng (from dtﬁerent institutions) is done. Biostatistician in a healthcare setting routinety collaborates with muttifdiscip[inavy teams which include
clinicians, nurses, lab scientists, administrators and 1T professionats. Primary collaborators here are busy clinicians, who are expected to engage in research. Eﬂective communication, managing resources and meeting
expectations thus become the necessary formula for success. One has to pick up these skills while on the job. Developmental relationship is critical to this learning process. With need for diverse set of interactions and
expectations, a team of muttipte mentors may be needed to cover di)ﬁ‘event domains in such covnp[ex work setting. These may include senior biostatisticians, clinicians, administrators etc. Roadmap needs to be devetoped
so that team members are able to spend time with the mentee vegutavty to groom them at a SCiEYltEﬁC, academic, personnet and time management. This process should involve assessment of the comptete portfotio of the
biostatistician at least annually and encouragement of the faculty to attend clinical meetings (networking). Some such efforts done in academic medical center setting and insights from personal experience as mentor
and mentee will be discussed. Novel ideas and strategies for @fective communication, making organizationat impact and navigating through career path will be pvesentedt These concepts are readity translatable to

otherﬁe[ds ofscience, tect’mo[ogy and humanities.

Crark, C.
Ubiquity University
Spirit

Longing and Belonging in the Contemporary World: Mentoring as Mooring

As human beings, we long for a deep connection that fosters a sense of belonging within us, healing our sense of isolation from one another and the natural world around us. The British poet David Whyte observed:
“Longing is the tyansﬁgumtion of our aloneness.” When we mentor another human being, our goa[ isto transﬁguwe their aloneness by picking up the pieces of their ﬁagmentation, integrating all the disjointed pieces
within a p[ace of wholeness and well being, moving ﬁ'om isolation to intimacy. The lrish Ppoet and ptaitosoptaer,_]ohn 0'Donohue noted: “There is a tauge abyss within every mind. When we betong, we have an outside
mooring to prevent us from falling inside ourselves.” The essence of mentoring is to skillfully provide this outside mooring with beauty and emotional intelligence, to take another individual within the circle of a
psycho[ogicat embrace that creates order and a sense of be[onging, fov those in an active mentoring ve[ations'ntpt The goat in mentoring is to keep those we mentor ﬁom fa[ting into themselves, ﬁovn getting lost in their
pevsona[ abyss of loneliness and separation. A presentation on the methodology of Mentoring as Mooring, as it app[ies to tonging and betonging in the contemporary world, will be exp[oved within the phi[osopnicat
context of the works of David Whyte and John O’'Donohue. During the course of this presentation, attendees will become familiar with innovative mentoring techniques they can successfully utilize with all those who

enter into their circle of be[ongtng, opening up new practice possibitities.

LierFELD, J.
Southern Connecticut State University
Scholars

Beyond]ourm\ [s: Using Creativity and Whole Brain Mentoring in 1 ligher Education

Beyond Journals will explore mixed media expression of the self of the student in mentorship training, and supervision of interns. Use of creativity to express process offers voice to critical “self of person” elements for
co[tege students—pavticutar[y those interested in human services. Participants will exptore concepts, case examp[es and t)eneﬁts of apptying creative expression in hignev education. Attendees will exptove the concepts
embedded in helping students develop their voice in ways that foster independent thinking and expression. This presentation directly addresses factors relevant in fostering student development in the areas of
independent tninking, motivation and taking initiative and suggests approaches to netp build bridges fov millennial student adjustment to higner education settings. Use of mixed media expression ﬁmi[itates deeper
awareness in the self of student and offers a medium to deepen the dialogue about student process between professor/mentor and student/mentee. “Beyond Journals Project” was developed to help students, most
particularly millennial students develop self-expression and practice creative thinking and expression. The project applied creative expression as a tool to facilitate creative thought, deeper manipulation of the learned
materials. This project targeted the deve[opment of; student initiative, richer intellectual expression, vibrant understandings and “a ha! moments” by assignments that pusned them “beyond where they are limited
t)y [anguage and defenses",(Lowenstein&Spmnk,zmo). This Ppresentation will exp[ove potenﬁat beneﬁts, cnattenges and possibi[ities of using alternative methodotogies to promote devetcpment n post—secondary

environments, specifically focusing on the introduction of projects and assignments that push students to experience materials in new ways (Harter, 2007).

Carr, M.
University of North Carolina-Wilmington
Amigo

Self-Mentoring: Learning how to use the Love Child of Mentoring and Coaching

Self-mentoring, the act of leading oneself in an unknown environment, is a sustainable practice of developing individuals as coaches and mentors. Often viewed as a blend of coaching and mentoring - self-mentoring
hign[ights the best techniques ﬁ'ovn both practices so individuals can appty both coaching and mentoring skills independent[y and as needed. One manner in which se[ﬁvnentoring contributes to the development of
any individual, whether a nurse, cottege pvofessor, teacher, principat, real estate agent, or nigh school student, is ttm'ough increased conﬁdence and setf-eﬁtcacy (Bond & Hargreaves, 2014) derived ﬁrom being in control
of their own success. When the self-efficacy of an individual increases, the efficacy of those around them may also increase (Bandura 1997), promoting higher levels of performance. Those involved in over five separate
se fmentoring studies harvested beneﬁts of setf—mentoving through augmented motivation, but anatogous[y in work-wide teadersnip roles. This paper will elucidate how to use seUlmentoving to increase conﬁdence
and eﬂ{cacy in any role. 1t begins with an overview of setﬁmentov'mg inclusive of theovy and the results yietded ﬁ'om the research studies; setf-eﬁtcacy and conﬁdence as it relates to individual teadevship; and how setf-

mentoring supports the development of leaders in any settings and organizational citizenship.
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Jackson, W.
Reflective Resource Incorporate
Mirage

Generation Z: Mentoring Game Changers

Ttis difficult to imagine how young people who are not yet old enough to rent a car could dramatically influence workforce behaviors and mentoring systems in the 21st century. The generational cohort that wields this
power is known as Generation Z. The oldest members of this cohort are 15 years old (or 21 depending on the method used to determine generational cohorts). While most are not yet old enough to legally drive and many
have yetto be born, tiaey are the generation that presents the most eha[ienges to organizations who want to assimilate young empioyees into their workforce Therefore itis important for mentoring programs to continue
evolving in order to help the workplace cope with a multi-generational workforce. This session is designed for attendees who want to gain a better understanding of how generational differences impact mentoring
veiaﬁovxships with a focus on those of the newest and youngest generation in the workﬁ)ree, This session will expiore the “Generation Z Eﬂ%ct" inciuding the forces that shape this generation, as well as, the behaviors

that ci’iaiienge the current perceptions of emp[oyers and mentees under the age of 30. Sessions participants will acquire the abiiity to ieverage both the energy of youth and the wisdom of more experienced emp[oyers.

CONCURRENT SESSION 4:00 PM - 4:45 PM

KonrLenserg, R.
University of North Carolina-Greensboro
Santa Ana A

The Challenges of an Extended Career: A Conceptual Mentoring Framework

Although millennials have emerged as the largest living generation, baby boomers comprise what is becoming the largest number of individuals in the post-65 age group in history. Many continue to remain in their
careers and even work into retirement. Through a project intended to rejuvenate the careers of iongfterm professiona[s, mentoring was demonstrated to generate a proﬁ)lmd impact on the conc[uding years of a career
devoted to teaci'lirig, research, and service. Working through a one-to-one informa[ mentoring approach and conc[udirig with the concept of seif-monitored mentoring, the conciudirig years of professioriai educators
were transformed from unproductive years looking toward retirement to building and enriching that period through empowerment. The key to general health and maintaining a positive sense of wellbeing is to remain
active, physicaiiy, inteiiecma[iy, and emotiona[[y (Centers for Disease Control and Prevention, 2009), Projects in related areas have attempted to demonstrate that the ﬁttest of aﬁer765 adults generaiiy continue to
ﬁmction either within their chosen careers prior to retirement and aﬁerward through involvement in some type of service related to a chosen professiori, The purpose of this project has been to create a ﬁammvork for
older professionals who continue to function within their career or serve in some aspect of a service endeavor enhanced by previous professional experience. Building on the concept of self-managed mentoring, this
concepmai ﬁ'amework is based on the idea that all experiences should be generated ﬁom the positive. Furthermore, a sense of empowerment can overcome chaiienges and issues and transform them into positive, [fe

chamgirig experiences.

Vias, G.
University of La Verne
Santa Ana B

Utilizing the Mentoring Lineage Framework as a Means of Mentor Professional Development

Grandmentor - Mentor - Protégé. Since the iaegirmirlgs of hlmiariity, this three tier geweratioriai arci'letype or Mentoring Lineage has been fouridationai to how our society operates. Yet, how many mentors have taken
the time to thoroughly chart out and assess their relational ancestry in order to gain an accurate understanding of how these individuals, and the quality of their interactions with them, continue to influence their
lives today? This is especiaiiy poignant as mentors seek to invest in and deveiop a heaithy pedigree of protégés that will continue on iong after they are gone. This workshop velies on the latest research on genograms.
A genogram is a grapi’lic way of organizing informaﬁnn gathered iay social workers and psyci'wiogists in order to ﬁnd patterns that gauge a person's context and reaiity. Participants will leave this workshop with
a framework to visually map out any mentoring relationship, as well as tools to more effectively discuss life experiences with current and potential protégés. The Mentoring Lineage helps mentors obtain a more

comprehensive view of Jjourneying with protégés, acting as a type of professional deveiopment that can be drawn upon as they evaluate the strengths and weaknesses of their grandmentors.

Worrawa, R. J.
East ]siip School District
Acoma B

Mentor Teachers Advice to Improve First-Year Hi gh School Teachers

This study adopted an interdisciplinary perspective and employed Q methodology (a mixed-method approach in which statements are sorted using a developed scale) to uncover the tacit knowledge (as defined by
Poianyi, 1966; “you know more than you can tell”) of ‘mentor teachers and provided shared viewpoints of advice to improve ﬁrst—year teachers. The advice was elicited ﬁom mentor teachers ﬁom pubiie schools on Long
Island and the greater metropo[itan region of New York to provide ﬁrs’tfyear high school teachers the necessary guidance to improve their ’[eaehing e_ﬁ%ﬁc’tiveness and ﬁrstfyear experience. During a series of 1 expert
teacher interviews eight themes of advice emerged: Classroom management, Lesson planning, Technology, Assessment and data, Content knowledge, Communication and relationships, Professionalism, Other insights.
The 56 advice statements were developed using the above themes and were sorted through an anonymous online Q sorting survey by high school mentor teachers (n = 71). The analysis revealed eight shared viewpoints
of 99% of the participants and expiairis 56.2% of the variance. The eight Qmodels represent eight hypotheticai mentor teachers reﬂectirig advice to improve the e_ﬁrectiveriess of ﬁrstfyear teachers. Generalized linear
modeling (GLM) was used to predict factor loadings of individual respondents on each Q model, where the dependent variables represent the covariates including: (a) content area, (b) teaching experience, and (c)
highest education level. The findings have implications for tacit knowledge development and transference, expert advice, and recommendations for educational practice, teacher preparation programs, and future

V'eSEﬁYCi’L

o2



AUNM October 27th. Concurrent Sessions - 4pm

Mentoring Institute

Ben, L.
BenMentored
Luminaria

Knowing Gender Mentoring through Gender Salary Negotiation

Gender mentoring—like gender salary negotiation—requires a deeper understanding of two separate and distinct components. These include human-human relational interactions and the activity's transactional
processes. However, a more irrdepth anaiysis on gender mentorship reveals re[ativeiy little irlformation about either of these components—an ana[ogy to so[ving two non-numerical unknown variables in a sirlg[e linear
equatiori...irnpossii)[e to perform without concerns for Vaiidity, The importance nf uriderstarldirig gerwier WlCVltOVSi’lip regarois the same level 0f kriowiedge that is requireoi for understanoiirig gerioier saiary negotiation
[i.e., whereby the genders’ values and philosophies are distinctly different based on their negotiation skills/talents such that the outcomes result in pay differentials]. Thus, as with gender pay/salary negotiation, it is
important to have a workirig understanding of the factors pertaining to gender and the mentoring process in order to attain successﬁ/li mentoring outcomes that pertain to samefgender and crossfgender mentorship
reiatiorlsiaips. Hence, the purpose of this Ppaper is twofoid: First, to address the major issues that concern the mentoring industry; and second, to address the major factors that underlie successfu[ gerwier wleritorsiaip

protocol [i.e., to provide a better understanding on how to attain successful mentoring outcomes based on gender mentoring psy=chology].

Kearney, L.
Peru State Coiiege
Alumni

The Changing Role of the Mentor in the Retention and Academic Success of At Risk College Stucent

The purpose of this study is to examine recent literature and research regarding the unique needs and obstacles that underserved at risk college students face and to find specific strategies that will assist students in
being successﬁ/l[ in reaching their goa[s in co[iege. The admissions process at many coi[eges focuses on the academic preparedness of student appiicantsi Thereﬁ)re, therole of the mentor has been focused on academics
and misses the opportumity to look at the compiete student experience. However, the reasons that many uriderprepareoi students leave school frequerlt[y have more to do with factors outside of class than strict[y with
academic achievement. Therefore, the new role of the mentor must expand to meet the unique needs of underserved students. This project focuses on improving academic achievement for students and minimizing
the limitations of underprepared students by oﬂering a strong mentoring presence. The research addresses speciﬁc chauenges underprepared students face, but emphasizes seeing the chaiienges as something to be
overcome and not permanent limitations. The project ioieritfies, examines, and discusses the unique ci‘lai[eriges students face and examines how the “out of school factors" such as health and safety impact academic
behaviors and learning. The design of this project is to identify appropriate strategies to help overcome the effects of under preparedness and poverty on student achievement and make suggestions for identifying

mentoring practices that improve students’ opportunities for success. The primary goai of this project is focused on ﬁndirig speciﬁc strategies that mentors can emp[oy to heip students be successfui.

Roacm, C.
Bowman Middle School
Isleta

Mentoring New Teachers: A Guide to Provid ing Eﬂi‘cich Coach ingﬁ)r the Classroom

New teachers enter the world of education with a hopefu[ expectation that their classroom will run like clockwork. Unfortunate[y, the reaiity is that many new teachers feei under prepared in many areas, often lack a
strong mentor reiatiorisi'iip, and leave education si'wrtiy aﬁer entering the professiori. The US Department of Education did a 5-year iorigitudina[ study in order to gain iVlSigi’lt as to wi'iy 50 many educators were not
lasting. While we often tend to think that teachers are unhappy and choose to leave, there was a surprising number of teachers who left education involuntarily because their contracts were not renewed (27% in the
ﬁrst year) Thisisa great contrast to the perception that sa[ary, schedule, and workload are the major factors behind poor teacher retention rates. The smdy also fovmd that more begirmirig teachers returned who were
assigneoi a ﬁrst—year mentor than those who were not: (92% and 84%, respectiveiy), During their second year (in 2008—09), 10 percent were not teaci'iirig while ﬁﬁia year statistics went up to 17%. The question begs to
be asked: If new teachers were provided a strong mentor relationship and program module, would they secure the type of support needed in order to achieve a contract renewal to continue teaching in the future? This

presentation will expiore reasons wiay new teachers are not getting their contracts renewed, the type of “coaching" mentors should provide, and the instructional imp[icatiorls of workingwith amentor.

Hare, M. & Ganpy, J.
Dallas Baptist University
Fiesta A

hﬂpicmemiimg a Mentoring Program as an Institutional O&iuiiiy Enhancement Plan

n 2015, The Ga[[up Organization partnered with Purdue University to ideniify links between key coi[ege experiences and positive iOYlg*iCTWl outcomes. They wanted to know ifcoi[ege graduates were prepared to pursue
their passions and equipped to lead fulfilled lives. The results indicated that certain aspects of the college experience are more highly correlated with the future well-being of college graduates. The study prompted a
discussion at Dallas Baptist University that led to a review of howwe are impacting the lives of our students both now and in the futurei This conversation coincided with the deve[opment of anew %aiity Enhancement
Plan (QEP) as part of our reaccreditation process. After a thorough needs analysis, mentoring was selected as the QEP topic and a committee was formed to develop and implement a campus-wide mentoring program
with intellectual, professiona[, and spirimai goais and outcomes. Researching, designing, imp[ementing, and eventuaiiy assessing a campus»wide mentoring initiative is no small task. In this session, we will share the
steps taken thus far, and the thirigs we have learned in this on-going and everfcinanging Pprocess. We will discuss the foiiowirig: the campus dynamic regardirig QEP and our iaistory with imp[emeniatiori, administrative

support, initial project considerations, software evaluation, assessment, plans for implementation, and the development of a pilot program.

ARCA-CONTRERAS, K.
Coiiege Q)C Staten lsiarwifCity University of New York
Fiesta B

Nursing Student Success Coaching Program

A success coach collaborates with students in developing, implementing, and evaluating a strategic plan to achieve short and long term educational goals. Success coaches are select nursing faculty that integrate
American Nurses Association (ANA) coaching competencies, evidence-based theory, and best practices that optimize nursing student outcomes, success, and retention. The literature indicates that all students can
benefit from proactive and ongoing nursing support strategies, especially prior to and during the first semester. A formalized student success coaching program was developed and implemented in the spring 2016
semester at the College of Staten Island of the City University of New York. A faculty success coaching workshop was conducted in January of 2016. A seven-step nursing success coaching process was developed. Step
1, group success coaciairig i)egirls at orientation. Step 2, the student establishes a reiatiorlship with the success coach. Step 3, the success coach c[ar#ies any concerns or issues. Step 4, the student and success coach
collaborate in identifying realistic and measurable educational goals. Step 5, the student and success coach mutually plan strategies to achieve goals. In step 6, the student implements the strategic plan. Step 7, the
student and success coach foi[ow up to evaluate the student’s Pprogress. A student success coachirig program survey was administered to students on 05/03/16. A student success coacinirlg program facuity survey was

administered at the end of the spring semester to provide ongoing program evaluation. Feedback will help guide future implementation of the program.
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StewarT, R.

Regent University
Acoma A

Mentoring International Students in a Biotech Graduate Program Enhanced their Success

Between the years of 2000 and 2010 the progress and success of 109 students smdying na graduate biotechnology program in Deep East Texas were monitored. These students were encouvaged to match with a mentor/
research director at either of two research centers in either Tylev or Nacogdoches as soon as possi'o[e ayctev the start of their ﬁrst semester classes. Of the 109 entrants, 38 had matched with mentors by the end of the ﬁvst
semester, 22 additional matched by the end of the second semester, and 20 additional had finally matched by the end of the third semester. Students that did not connect with a mentor within the first three semesters
[Eft the program before comp[etion at over twice the rate as those that did connect with a mentor (26.6% and 11.9% vespecﬁve[y). The degree eomp[eﬁon rates were very similar for domestic and international students

when mentored (62.5% and 60.9% Vespective[y). For international students the loss rate was 27.5% for those that did not have a facu[ty mentor while on[y it was on[y 1.6% fov those that did.

Jongs, F.
Morehouse School of Medicine
Sandia

The SHAD.O.W Program...from Middle School Curiosity to Medical School Commencement

There continues to be a severe shortage of underrepresented minority (URM) physicians practicing medicine in the United States today. Even more concerning is the fact that the number 0f Aﬁ'ican American students
applying to medical school is decreasing at an alarming rate. This is important because studies have shown that race concordant doctor —patient relationships are predictive of patient satisfaction. (1) Therefore, we must
deve[op strategies to reverse this trend, and deve[op programs that will inspire, recruit, and train ethnieauy diverse physicizms who will veturn to their communities and provide healthcare to underserved populaﬁons.
1t has been shown that Aﬁ'icaw American and Hispanic physiciams are more [ikely to practice in an underserved community. (2) With the Ppassing 0f the Ajfovda]a[e Care Act, demand fov these physicians of color will
continue to increase. (3) The goal is therefore to increase the diversity in the physician workforce by developing a pipeline of academically talented minority students that want to pursue a career in medicine. The

S.HA.D.O.W. (See How A Doctor Organizes Their Work) Program is an example of a mentoring relationship that can help establish this pipeline.

Brooks, M., Hury, S.B.

Samuel B. Huey E[ementavy—Schoo[ District ofPhi[ade[phia
Spirit

The De\fclopmenh Eﬁimcy, and Power ofthc Mentor. A Critique and Sc[f%sscssment

The concept of mentor or teacher is often situated in the space where it is assumed that their very title, experience, and position p[aces them ina position of all knowing, balanced, and esteemed rightness. These are the
individuals that others seek out for answers, guidance, and direction concerning approaches to [Efe, academic experiences, or Vialaiﬁty within the economic sector. Most often it is just assumed that these individuals are
true and exact based upon their track record, their client’s/students’ testimonials, or the manner in which their brand is projected in the public sphere. In reflecting upon my journey over the past several years 1 can
c[early recognize the cha“enges, ﬂaws, and stmgg[es in maintaining the perceived notion that all is well within the person that was born to assist, redeem and activate others inner potentia[. The success and triumphs
within my [Efe have been great and tm[y aﬁivming, However, the discrepancies, the road blocks, the lmexpected catac[ysms of work, societal norms, and [ife will have one not on[y fee[ing futi[e in their eﬂorts, but also
plunging one into a space of apathy or indifference toward their calling, their vocation. 1 am interested in reassessing and critiquing the tools utilized by the educator. Who does the educator turn to as a source of
perseverance? How and when should they know to let go and move beyond a parﬁcular person or situation? We must contend with these inquiries y'"we are tm[y committed too genuine, transformaﬁve and eﬁective

practices.

DeWEErDT, D.

Marquette University
Scholars

Creating and Sfrcngthcnmg a F[owishing Mentor Program— —and the Trﬁcta that Makes 1t So

When it comes to career discernment prior to co[[ege graduaﬁow, students have a seeming[y endless list of questions. The cfaa[[enge is that thq don’t a[ways know where to go fov answers- or even where to start. Enter
the Marquette University Alumni Association (MUAA) Mentor Program, which matches student mentees with alumni mentors locally and in 15 states based upon major, career interests, and, in some cases, geographic
preferenoe fo[[owing gvaduation. The fovma[ eightfmonth program has been embraced by students and alumni a[ong with facu[tyf the integva[ third program partner and a cata[yst to the initiative’s success. The
program has pvnduced sign@ﬁcamt results as demonstrated lay the ongoing communication and interaction with mentors, mentees, faculty and University Advancement stajf For examp[e, mentees have traveled across
the country to shadow their mentors, secured full-time opportunities following graduation thanks to their mentors, and alumni have traveled across the country to return to their alma mater and visit with their mentee.
Under the program direction of University Advancement’s engagement and affinity-based giving division, the initiative has already generated extraordinary outcomes since its inception in 2013-14. This includes the
fo[[owing successes, according to mid-year and end-of-year surveys comp[eted by participating alumni and students: 100% of participants would recommend the program to others, 96% of mentor and mentee survey
respondents indicated the program exceeded or met expectations, 91% of mentors and mentees completed their established goals, An annual mentor retention rate of 92%. The program’s success can be attributed to
a ‘trfecta’ of alumni mentor, student mentee and faeulty partner participation in collaboration with University Advancement staﬁ Extensive work was done prior to the program launch, which included identifying

key program partners.

Ramamoorri, S.

Kennesaw State University
Amigo

Mentoring to Gain Contextual Perspective: A Perspective on Lcadership Mentoring

In the late 1970s, Abraham Zaleznik described the necessity of a one-on-one mentor relationship in the development of leadlers. In this paper, we describe a framework that can be used to understand the challenges in
mentoring leaders. One of the key traits of suecessful leaders is their abi[ity to remain ﬂexib[e in the face of uncertainty and make soundjudgments. The most geneva[ized way to formu[ate the essential ba[ancing act
fov contemporary g[oba[ business leaders is to ask them: How do you execute in the now while thinking about the future? We live in dynamic, uncertain, and comp[ex times where change is the on[y constant. So, what
can a leadership mentor do for you? He/she can provide the lens to look at the world, and that lens helps the aspiring leader frame the problem. And that frame in turn may determine what lens you ought to use for
opﬁma[ results and outcomes. Thus it all comes down to gaining contextual perspective. One of the most consequenﬁa[ positions in the corporate world is becoming the CEO. With more examp[es of the CEO bvought
in from outside, rather than promoted from within, how can we preserve the original founders’ vision for the company? We discuss the stability-plasticity dilemma, and need for the roots and wings metaphor, to describe

scenarios that allow for continuity (stability) with change (adaptation). We also provide an outline of future research directions in leadership mentoring and offer concluding remarks.
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Loor, J. & PenziuL, C.
Ithaca CoHege &Tompkins Cortland Community Co“ege
Mirage

Internal Mentorship Funding for College Faculty

Tompkins Cortland Community Co[[ege's Co“ege Teacning Center (CTC) ﬁmds facu[ty—to—facuity vnentovsnips, facuity—to-aoijunct mentovships and adjunct—to-adjunct mentovsnips. This Ppaper expiores the successes
and faiiures of those mentovships over the past three years. The model of impievnentation inall pairings was the networking sty[e of mentorsfaip in which both mentor and mentee share experiences, knowiedge and
growtn. Results range ﬁom a mentee who has since been hired in a fui[—time capacity to both ﬁdl- and part-time facu[ty, whose Yesponsiiaiiiﬁes have increased to include advising, vnentovsnip and curriculum revision,
beeovning better acquainted with their new voles. Limitations of this stuidy include varying degrees of response on the part of ‘mentors and mentees who may feei uneomﬁ)rtabie sharing all of the experiences or situational
anecdotes. The results will be reviewed LW the CTC board of directors as part of the center's annual report and for discussions vegarding ﬁituwe ﬁmding for such mentovsnips, Keywords: collaboration, facuity teaching
loads, {eacning center, internal ﬁmding, external ﬁ,inding, facuity—adjunet re[ationsnips, mentorsfaip

PosTEr SEssIONS 5:00 PM - 6:00 PM | BaLLROOM A, B, AND C

ArcA-CONTRERAS, K.
College of Staten Island-City University of New York

Nursing Student Success Coaching Program

A success coach collaborates with students in developing, implementing, and evaluating a strategic plan to achieve short and long term educational goals. Success coaches are select nursing faculty that integrate
American Nurses Association (ANA) coaching competencies, evidence-based theory, and best practices that optimize nursing student outcomes, success, and retention. The literature indicates that all students can
benefit from proactive and ongoing nursing support strategies, especially prior to and during the first semester. A formalized student success coaching program was developed and implemented in the spring 2016
semester at the College of Staten Island of the City University of New York. A faculty success coaching workshop was conducted in January of 2016. A seven-step nursing success coaching process was developed. Step
1, group success coaching begins at orientation. Step 2, the student establishes a relationship with the success coach. Step 3, the success coach clarifies any concerns or issues. Step 4, the student and success coach
collaborate in identifying realistic and measurable educational goais. Step 5, the student and success coach vnutuauy plan strategies to achieve goals. In step 6, the student imp[ements the strategic p[arL Step 7, the
student and success coach follow up to evaluate the student’s progress. A student success coaching program survey was administered to students on 05/03/16. A student success coaching program faculty survey was

administered at the end of the spring semester to pvovide ongoing program evaluation. Feedback will he[p guiide ﬁ/itwe implevnentation of the program.

AUGUSTINE-SHAW, D.
Kansas State University

Mentoring school principals: Defining effective components and relationships

New school principais must deve[op important strategies to survive their ﬁvstyeav of practice. As new principais take the helm, they need support ﬁ'om expevienced mentors who understand context and approaches
that cultivate insight into serving a local school community. Mentors assist new leaders in identifying solutions in-tune with their individual ieadevship sty[e, respond to stakeholder expectations, and the demands of
the position. Mentoring programs make a diﬂevence when intense iearning occurs and allow novice principais to Yeﬁne skills and understand multidimensional decisiowmaking. The Kansas Educational Leadership
Institute (KELI) is a state-wide mentoring and induction program developed by Kansas practitioners that serves new principals as they bridge theory to practice. KELI has defined program requirements important to
successﬁ/i[ mentoring and induction for new principa[s, The model provides on-site, faceAto-face mentoring delivered iay trained Kansas principais. New pvincipa[s receive month[y checklists and beneﬁt ﬁ'om regionai/
state netwovkingi Mentors deveiop a eonﬁdentiai and wjieetive environment that enables new pvineipa[s to app[y knowiedge, examine pevsona[ beiiefs, and consider daily interactions that positive[y impact the school
environment. In 2-years of program data, 100% of mentees agreed that KELI support was he[pﬁi[ to them as a iaeginning leader and would recommend it to others. 100% of mentors repmrted that visiting the new
leader on-site was essential to qua[ity support. All mentors agreed that {hey grew pvofessionai[y. KELI maintains a foeus on buiiding capacity and provides evidence of eﬁective components and re[ationships that

ne[p new pvincipais embrace their position with conﬁdence

Booron, B.
University of Missouri

Peer mentoring as an intervention to increace student success among URM STEM majors

This poster will outline an effective peer mentoring model for the mentorship of underrepresented STEM majors participating in the University of Missouri’s NIGMS IMSD program. This innovative peer mentoring
program has resulted in the gmwth and success of our IMSD participants, as well as yieiding signiﬁcant iearning outcomes for the peer mentors. In the past eignt years, our program has grown ﬁ'om 20 to more than
100 undewepresented undergraduates, ‘We now have a cadre of 10 trained peer mentors who work with our approximateiy 80 incoming. ﬁ‘eshmen, sophovnores and transfer participants. The spee#ies of the peer mentor
training will be discussed inciuding selection, responsiioi[ities, a three-day training retreat, and on-going week[y professionai deve[opment Workshops. Our peer mentors assist underclassmen with acc[imating to the
university, achieving academic success, identifying and interviewing ﬁ)v research lab positions, as well as maximizing one’s vindergmduate research experience. Peer mentors also participate in our compvehensive
MSD program that integrates research, faeuity mentoring, academic and social support, and pvofessiona[ deve[opvnent to prepare students to matriculate into graduate doctoral and medical/doctoral programs.
Evidence of this suceessﬁd intervention has been shown in ﬁ)cus group and external evaluator reports, student feedbaek, and success of our students entering summer research and graduate programs. With limited
funding available to support professional program staff and varying demands of faculty at a research university, we have leveraged our peer mentors to expand, strengthen, and enhance owr IMSD program for STEM

undergraduates, while making the professional development a defining leadership experience for the peer mentors.

Acuirre-RoMERO, A.
Odessa Coiiege

First Year Experience Program at Odessa Co“ege

Odessa Coi[ege, a community co[[ege in Texas with a course comp[eﬁon rate of 96% and a course success rate of 80%, is breaking its own record every semester. To aid in this eﬁrort, the Co“ege recognized the need to
provide support when on-boarding new faculty. The First Year Experience for New Faculty is a holistic support system to help faculty be more effective in and out of the classroom. The participants will learn about the
program. Training, New. facuity are requived to attend the fo[[owing: *Drop Rate Improvement Program — 4 commitments, *AVID 101 ‘HR semester training ’Facuity workshops Mentoring- Each new fuii time teacher is
assigned a faculty member. 1 will talk about my experience being mentor and mentee. Coaching- Two class observations during their first semester; by the department chair, and by the Dean of Teaching and Learning.
On-going coachingf The Drop Rate Improvement Program data provides the facuity member and ieadevship an opportunity to examine any areas of concern. Campus Tnvolvement- Programs like OC-Al in or Cqﬁ'ee
& Conversation. With such a complete and innovative program, Odessa College is one of the top colleges in the nation. 1 will talk in the conference about it, and the participants will learn how important it is to build

rapport in ovder to hel‘p the students be successfu[.
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Brown, B.
University of Arizona South

Mentoring to increace cultural intc“igence: Devcioping methocioiogy and pcciagogy

Tn an incveasingiy g[oiaai world, there is a oieﬁnite need for cuituiraiiy aoiept ieaoiership, Mentovship has pvovcoi to be an @fecﬁve tool fov dwcioping individual [eadevship skills. Successfui businesses recognize the
value of mentoring to the degree that 70% of Fortune 500 companies include formal mentoring in their leadership development programs (Hagstad & Wentling, 2004). However, there are disconnects in research and
practice around these ideas. In the last decade research suggests that fovynai networhing programs are not as @fective as deve[opvnentai networks (Krarn & Higgins, 2008). In addition, current cross-cultural training
does not typicaiiy include mentoring (Durazo, Manning, &Wright, 2015). Overall, there is a lack 0f academic research demonstrating how mentoring can be used to oieveiop relevant gioioai [eaoiership skills, t.e. cultural
intelligence, or CQ (Earley & Ang, 2003). We draw on existing and original research to demonstrate how mentoring can be leveraged to increase cultural intelligence. We review the literature related to mentoring and
cultural inteiiigence, highlighting the potentiai divides in research and practice. Next, we propose a methodo[ogy and pedagogy fov ivnp[ementing this approach in practice, as presented in a course design. The paper

concludes with ivnpiicaﬁons for ieaoiership educators and scholars.

Bush, P.
Emory University

50 years of orthopedic mentoring: What has changed?

The training environment for physicians is suspected to have negative @fects on humanism and pvoﬁassionaiism for some trainees that adverseiy impacts their futuive worh}oiace re[ationships (Couiehan & Williams,
2001). Professionalism is believed to be passed on through a combination of mentoring and role-modeling. One report of a study was found in orthopaedic literature on the subject of mentoring during residency
although calls for better mentoring have abounded since the 1980s (Flint et al. (2009). This grounded theory study was designed to understand whether mentors help maintain humanism among orthopaedic surgeons.
Results ﬁovn 32 participant interviews about mentor/mentee experiences were covnpaveoi, Eleven surgeons had been in practice between 31 and 50 years (34%), six had been in practice between 11 and 30 years (18%),
and 15 had been in practice less than 10 years (48%). Analysis revealed 1) extreme changes in learning and working environments over the past half-century effect mentor availability and faculty time for effective
mentoring, and 2) the youngest surgeons were more prone to seek mentors out for speciﬁc purposes to ﬁii in gaps in their hnowiedge than they were to have iong reiationships with a coup[e of mentors. Whether this
new pavadigm of medical vesidency mentoring, that @fective[y means residents are cveating their own deve[opvnenta[ networks of mentors, will also continue to allow passage of humanistic values that are expected of

physicians to future mentees, is an important question that remains to be studied in the future.

CHENNAT, A & MEMILLEN, D.
Univiersity of Michigan & Association of Biomolecular Resource Facilities (ABRF)

Expanding upon the community of practice in a professional academic organization

The Career Development Committee for the Association of Biomolecular Resource Facilities (ABRF) is developing a mentoring program for its membership, which includes Core Laboratory scientists, directors and
administrators. Our goai is to make our program ﬂexib[e enough that any mentee can establish his/her own ohjeciives and work with a suitable mentor to meet those objectives. These objectives may range ﬁrom
managing conﬂict in the worhpiace, embvacing new scienty:lc techniques, business management, career deve[opment fov core evnpioyees, client veiationships, Vnarheting and saiesvnanship, incorporating LIMS systems
that automate billing and data management... in short any topic that evolves from working in a Core laboratory setting. We have surveyed the ABRF membership and have determined there is a high interest for 5- 6

focus areas. These data will be presented as well as pians for a piiot and permanent program.

CLITES, J.

California Univeristy of Pennsylvania

Coaching etiquette equals better students, better employees

The purpose of this poster presentation is to provioie some tips on how to he[p students be better students and subsequentiy, better evnpioyees by coaching them in online pvoﬁessiona[ etiquette. 1 currentiy teach registeved
nurse students, RNs, enrolled in an online baccalaureate nursing program. This means that while all of the students have aiready passed their iicensing examinations and are now vegisteveoi nurses, some of the students
have only most recently graduated from their pre-licensure programs while others may have been out of school for quite some time. Although some of the students come to the program as digital natives (Prensky,
2001) and others, as digita[ immigrants (Pvenshy, 2001), students sometimes lack hnowiedge of pvofessiona[ couriesy/etiquetie when addvessing and wovking with co[iege facuity in a university setting. This can lead
to ﬁ'ustvation on both sides and perceptions of incivi[ity where nothing more than not hnowing the righi ihing to do is closer to the truth. Pro_fessionai etiquette missteps are fwihev covnp[icated/vnaoie more diﬂicu[’t
in some respects, by technology, e.g., emailing, texting, etc., which may have been learned with little regard to boundaries of what is the right thing to say or do in professional correspondence. This has implications
for student transactions with future employers and/or becoming future leaders and employers themselves. Pagana (2008), identifies etiquette as the “missing link” for success in the workplace, and recommends that
everyone can enhance their professionai etiquette skills, inciuding online communication skills. This, she indicates, can lead to better empioyment opportunities. Also, while fads and trends come and go, pvofessionai

etiquette never goes out of style.

Correy D. & THomprson, W.

Kennesaw State University & Eastern New Mexico University

Promoting conceptual understanding with dialogue writing and multi levels of mentoring

This research study featured multiple levels of mentoring and dialogic writing opportunities designed to enhance conceptual understanding and enjoyment of scientific concepts. Throughout this learning cycle,
university educators mentored graduate students, who in turn, mentored third graders in their classrooms. The university educators provided the teachers with a framework for mini-lessons and encouraged them to
diﬂerentiate instruction for their classes. During mini-lessons teachers used Carefuiiy craﬂed questions to encourage their third graoiers tomaintain a central focus while they expioved scientiﬁc concepts in Collaborative
Discovery Groups and wrote pen pal letters. Comprehension deepened as students first listened to poetry emphasizing scientific content and discussed it in mini-lessons. Then they read and discussed the poems in
Collaborative Discovery Groups. After they shared insights and discussed ideas they gleaned from poetry, the third graders transferred this knowledge to pen pal letters. Thus, the university educators facilitated the
social construction of hnowleoige as the teachers and their students progresseoi from famiiiav ideas to new insights in an ongoing cycle of learning. Data anaiysis showed that the 46 third gradevs graduaiiy increased
the quality and the extent of their communication as they shared their ideas through pen pal letters. Students who initially wrote four sentences of content began to write full pages of explanation. This sociocultural,
synergistic process increased the depth of their writing over a four-week period, enhancing their dialogic communication through writing and their ability to explain scientific concepts. The cyclical nature of the reading

and writing process, integrateoi with scientiﬁc concepts, gave all of the mentors new levels of insight.
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CuNNIFF, D. & MARRON, J.

National University

Participants will be able to idcnﬁfv the skills and trades ofan innovative coach

Both teachers and administrators are [ooking fnv good role models or coaches to advise them on critical educational issues. The authors faighﬁghted the key traits of an innovative educational coach and the skills needed
to support creative decision making. The importance of speed, empathy, passion and other traits were discussed as key success factors in coaching support. By cultivating these specific traits, our future and existing
educational administrators will ﬁnd that that their conﬁdence will be enhanced and their [eadership respected, To the extent that our educational training institutions stress these [eadevship traits to their candidates
will determine their success levels as innovative pvo’olem solvers and empathetic leaders. Each key trait was analyzed and tied to its importance and their impact on the stakeholders of their organization. The acronym

“HELPPS” was used as a memory jogger for educators to keep in mind for their trait identification of heart, empathy, leadership passion and perseverance.

DantzER, B.
University of British Columbia

Using self-determination theory to help mentors nurture high quality dyadic relationships

This research examines the efficacy of a cross-age peer mentoring program implemented in an after-school music program in a low SES community in Western Canadla. Specifically, patterns of interaction and learning of
ﬁve (highfschool students) and mentee (elementary students) dyads are the focus. During the program, each dyad learned a short song on various instruments (piano, violin, cello) and then synchvonized their respective
portions into one song to be professionally recorded. Guided by Self-Determination Theory (SDT; Ryan & Deci, 2000), this peer-mentoring program aimed to help mentors support three fundamental needs (i.c., autonomy,
be[onging, and competence, the "ABCs") of their mentees. During ski[[—buildiﬂg sessions, mentors co“abomﬁve[y created an ABC Companion‘ inwhich they deﬁned autonomy, competence, and be[onging together and also
generated ways in which they could support these feelings in their mentees. This ABC Companion' provided mentors with a definition for each basic need (i.c., "What 1s 1t?") and strategies to help support this need (i.c.,
"Go-To-Statements" and "Go-To-Strategies"). To support the learning and practice of mentors during this 2-month program, mentors attended two 'Mentor Support Meetings' where they completed learning templates and
discussed their mentoring experiences. This poster presents the [earn[ng process and changes in interactions across mentors using qua[itative description F'mdings will also discuss how futuve mentors can nurture high

quality relationships by learning the core ideas of SDT and why mentees benefit from this approach using their own perceptions. Data include: participant interviews and weekly logs; audio recordings of dyadic interactions;

and a se[f:vepav’c questionnaire.

Dement, M. & Stour, N.

Indiana University—Pwdue University ]mdianapo[is & Women's Engineering Network

Developing and managing a student led peer-mentoring program for female engineers at Indiana University-Purdue University Indianapolis

Indianapolis University-Purdue University Indianapolis (IUPUI) combines Indiana’s top schools of ndiana University and Purdue University on a single campus in downtown Indianapolis. The Purdue School of
Engineering and Technology at TUPUI consists of approximately 2,600 undergraduate students in all majors. Only 17% of these students are female. In the spring 2015 semester, six female engineering students
deve[oped the Women's Engineering Network and the program was piloted that fo“owing school year. The purpose of this program is to help female students build their network within the School of Engineering and
Techno[ogy and relevant pvoﬁessiona[ ﬁe[dsA We strive to empower individuals toward academic, pevsona[, and pvofessiona[ success. The student led program consists of peer mentoring that connects underclassmen
students with uppevc[assmen Ppeer mentors to meet with on a biweek[y basis. Additionaﬂy, the program hosts month[y social events to expand the pavﬁci}aants' network and pvoﬁ:ssional development events that pvovides
opportunities to learn, grow, and connect with professionals in the field. These monthly events are open to all female students in the school. The fist year of the program was a success with twenty four freshmen envolled
in the program matched with eight upperc[assmen peer mentors who applied and were selected for the position. New peer mentors for the next school year have a[veady been recruited, interviewed, and selected as

we are expecting to grow next year as word of the Women'’s Engineering Network at TUPUI spreads. This presentation will discuss the experiences 0f students deve[oping, managing, and improving the new program.

Devianovich, V. & BURIEL, J.
College of the Canyons

1t takes a barrio (1TaB): Mentoring Latino high school students into highcr education

It Takes a Barrio (ITaB) is a program for minority high school students supported by the National Education Association Great Public Schools grant that utilizes elder and peer mentoring as key program components.
During theﬁrstyear in 2014-2015, ITaB hosted a cohort ofstudents (N = 20) who began the program with little intent to envoll in highev education (n = 4) and ended the school yearwith a sign@ﬁcan’t increase in co[[ege
enrollment (n =19). Mentors assist participants in learning and meeting college requirements, pathways to financial aid, student networking relationships, exposure to college campuses, counseling, career planning,
community service, social justice, and cultural experiences. 1TaB uses pavtnevships with the local community co“ege, Co[[ege of the Canyons (€COCQ), and fowfyear universities such as Calgﬂomia State University,
Novthridge (CSUN) to famiﬁarize histmrica“y dLsenﬁanchised Latino high school students with higher education and introduces them into [eadership roles with co“ege clubs, for examp[e, the League of United Latin
American Citizens (LULAC) and the Association of Latino American Students (ALAS). 1TaB’s methodology for fostering mentoring relationships has been shown to significantly increase minority high school student (p
< .05) envollment in higher education and student engagement in school. 1TaB’s success has led to other high schools requesting the program be initiated at their sites, and that is what is current[y being planned The

second 1TaB cohort utilized a new and more robust quantitative and qualitative student survey instrument that shows interesting new data trends, which is incorporated into this research study.

Doskr, D.
University of Texas- El Paso

Mentoring instructors to teach about Earth for a sustainable future

Tn the past 2 years we have worked with the El Paso higher education community to increase the number of instructors using nTeGrate (Interdisciplinary Teaching about Earth for a Sustainable Future) materials in
their courses. We have documented the steps we have taken to mentor and engage instructors as well as to collect the instructor’s veﬂections on the mentoring process and use of these materials. Ear[y adopters of the
materials tended to be newer instructors and adjunct faculty who we engaged through focused one-on-one meetings. As the number of nTeGrate materials grew, we held workshops in fall 2015 that helped instructors
navigate the InTeGrate materials website, provided model syllabi for courses and offered “hands-on” experience with different types of pedagogy used in nTeGrate activities. Over 1/2 of the workshop attendees (14
instructors) began to use materials in their fall 2015 or spring 2016 courses. Another 15% did not specifically use InTeGrate materials but veported they had adopted activities similar to InTeGrate in their classes. All
instructors who used InTeGrate materials once used them again when repeating a class, with about 60% of these instructors adding more InTeGrate content. Based on the success of the fall 2015 workshops, we held
special workshops fov graduate teaching assistants in spring 2016. Barriers to adoption included: the reporting eﬁ"orts vequived by the program, reluctance to try new teaching methods, lack of aﬁgnmen’t between

InTeGrate materials and the topics taught in their classes, and lack of time.
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Evviort, K., JonEs, J., MANLEY, K. & BELcHER, G.
Piltsburgh State University

Dcvc[opmcnt and im ptemcntatio n ofa statewide CTE teacher mentori ng program

Dr. James Comer said, “No signiﬁcant [earning occurs without a signflcant Yetationship". This is true with students as well as teachers. The value of bui[ding qua[ity Vetationsnips in a mentoring program cannot be
overstated. At Pittsburg State University’s Kansas Center for Career and Technical Education (KCCTE) the focus of the mentoring program is to foster relationships which promote the ability for new teachers across
the state of Kansas to develop into high quality professionals. Since its inception in 2014, the KCCTE has been working with Kansas career and technical education (CTE) teachers to develop individual abilities through
research-based practices. Using Charlotte Danielson’s book, onfessionat Practice: A Framework for Teaching asa guide, the KCCTE has designed amentoring program which allows the new, or stmggting, CTE teacher
to focus on improvement in one or more of the following areas: planning and preparation, the classroom environment, instruction, and professional responsibilities. Each individual teacher must request mentoring for
themselves. Once the request is made, a ptan is designed with a mentor to address one or more areas of concern. The mentoring program strives to meet the needs of the individual, rather than havtng a one size ﬁts all
approacn. Each appticant is matched with a facutty memberwho becomes their mentor. The mentor and mentee then dwetop a ptan which best meets the needs of the individual. This includes choosing visiting times

and frequencies and using the Danielson resource to pinpoint areas of desired learning or growth.

Garcia, B.
West Texas A&M University

Mentoring post-secondary students through individualized student conferences

Recently, statistical associations have started recognizing the importance of developmental relationship in the career advancement of statisticians by offering short courses and presentations at national meetings. They have
started a few pitot programs where the mentor and mentee matching (ﬁrovn different institutions) is done. Statistician in a health-care setting voutinety collaborates with muttifdisciptinayy teams which include clinicians,
nurses, lab scientists, administrators and 1T pvoﬁissionats Primary collaborators here are tmsy clinicians, who are expected to engage in research. Eﬁective communication, managing resources and meeting expectations thus
become the necessary formula for success. One has to pick up these skills while on the job. Developmental velationship is critical to this learning process. With need for diverse set of interactions and expectations, a team of
muttipte mentors may be needed to cover diﬂerent domains in such eovnptex work setting. These may include senior biostatisticians, clinicians, administrators etc. Roadvnap needs to be deve[oped so that team members are
able to spend time with the mentee regutarty to groom them at a scienttﬁc, academic, personnet and time management. This process should involve assessment of the comp[ete portfo[io of the biostatistician at least annuat[y
and encouragement of the faculty to attend clinical meetings (networking). Some such efforts done in academic medical center setting and insights from personal experience as mentor and mentee will be discussed. Novel idleas

and strategies fov eﬁkcﬁve communication, making ovganizattona[ impact and navigating through career path will be presevxted. These concepts are readtty translatable to other ﬁetds of science, tec'mno[ogy and humanities.

GIRDLER, S.
University ofNorth Carotina—Chapet Hill

Stress and bm'noutjbr women in academic STEM: lmpticationsﬁ)r mentoring

‘Women enter science, techno[ogy, engineering and mathematics (STEM) in numbers equiva[ent to men, but experience greater attrition at every stage of the STEM academic pipe[ine, We examined whether gender
diﬂerences in burnout stress in STEM may be one contributor to women'’s attrition. Burnout results ﬁrovn cumulative role strain, characterized by high workload eoup[eot with diminished resources, inctuding mentoring
and career/leadership development opportunities. Correlates of burnout include negative well-being and turnover intention. Conducted at a vesearch 1 university in the southeast, our study used a concurrent parallel
mixed methods approach involving a cross-campus survey of STEM (n=261) and non-STEM (n=48) women and men faculty along with three focus groups (n=10/group). Consistent with the demands of academia,
all faeu[ty vepovteo[ th@/ fett stressed a moderate amount of the time. However, on[y in STEM (23 depavtments) did women report fee[ing more stressed than men, and having fewer [eadevship and collaborative
opportunities, less work-place integration, less support for research/teaching, that departmental climate negatively impacted well-being, and feeling less valued by the institution (index of turnover intention) compared
with men (all Ps <.05). No gender differences emerged in non-STEM disciplines (22 departments). The intersectionality of race and gender contributed to increased workload and microaggression stress for women of
color (WOC)4 Focus groups suggested beneﬁcia[ moderators of burnout risk for women in STEM, inc[uding mentoring in psyctaosociat domains and wovk—_famity balance, role models and, _for WOC, netwovking. This

research will frame an empirically-based discussion on individualized mentoring approaches in academia based on discipline, gender, and race.

Grirren, T. & WiLson, K.
TRIO-Student Support Service

First generation studlents perceptions of acacdemic experiences related to student retention
Higtlev education literature, poticies, and practices evnpnasize the importance of student engagement to the overall success and retention of students. Most studies conducted on cottege students’ focus on the impact nf
the postsecondary experiences (Pascarella, 2006). Considering student demographics and various educational structures of colleges, it is important to gain an understanding of conditions and experiences that might

retain students in their postsecondary education (Murphy, 2008).

The purpose of this study is to use Kuh's (2003) theory of student engagement and Johnson, Johnson, and Smith’s (1991) cooperative learning theory to examine the perceived engagement levels of student-faculty
interaction; and the instructional use of small groups to beneﬁt individual students and collective tearning fov ﬁvstfgeneration cot[ege students. Engagement is determined ttnrough the students’ amount of time spent
on campus activities and how the cottege encourages students to participate in those activities (Kuh, 2003)4 Such interactions pvoviate positive inﬂuence for degree aspirations, academic success, goa[ dwe[opment, and

adjustment to college (Kim & Sax, 2007).

The beneﬁts of the cooperative [eaming ttaeory are academic achievement, psycho[ogicat ad_justvnent and positive retationships among students. Students are eneowaged to participate in the process of tearning, create
a fun classroom setting, and learn how to work with others. This method allows student groups to commit to a positive interdependence, individual accountability, face-to-face interaction, and appropriate interpersonal

and small group skills (Johnson, et al., 1991). Information from this study provides an insight into how experiences of first-generation college students influence persistence in higher education.

Haiko, G., HaucHEY, T., GARDINER-SHIRES, A. & Lucas, L.
West Chester Un iversity

Reinvigorating a culture of mentoring: Mentoring the university faculty mentoring program
We know what it takes to start a mentoring program, but what does it take to sustain one? At our public university, faculty are reassessing and reinvigorating our faculty mentoring program at its 10-year mark. This
presentation will outline the three phases o_f our anatysis: Phase 1: What have we learned? This phase recaps the program's initial devetopment and tvnptementation as well as lessons learned (Bean, Lucas & Hyers, 2013,

Hyers & Brown 2006). Phase 2: What does our committee do? This phase examines the crucial role of administrative support and further defines the roles of the Faculty Mentoring Committee (Committee). The co-chairs

of the Committee attended the UNM Mentoring Conference in 2015 with the chavge of studying current best practices in facu[ty mentoring. During postfconfevence reﬂection, p[anning and imp[ementation, facu[ty
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formed a crucial network of pro-mentoring colleagues. Phase 3: Where do we go from here? This final phase highlights the outcomes of Phases 1 and 2, including the inaugural Mentor Training Workshop held in May
and August 2016. The Mentor Training Workshop was designed using a community-based participatory research (CBPR) model. As part of an evidence-based case study, we will present our Mentor Training Workshop
and how we have suceessﬁ/l“y incovporated administrative sponsorsfaip and cvossfcouege netwovking, Furthermore, we will share how participants at the Mentor Training Workshop collaborated in articu[ating the

possibilities of mentoring on our campus and explored coaching strategies to enhance their mentor/mentee relationships.

HarTNETT, S.
University of West Florida

The effects of mentoring programs: A study on augmenting workforce reacliness capacity

Workforce readiness in college students occurs when graduates have core basic knowledge and the ability to apply their skills in the workplace. Business executives place a high value on the applied skills—sometimes
referred to as soft skills—of professionalism, communication, leadership, critical thinking, and self-confidence. Workforce readiness and job success depend on a combination of social, personal, and applied cognitive
skills. The literature identiﬁes ways in which augmenting these skills can be accomp[ished, and mentoring could be an eﬁkctive mechanism. Theoreﬁcauy grounded empirical research is needed to both expzmd
our understanding of workforce readiness and to inform effective mentoring. The context of our investigation is a mentoring program at a college of business. We examine the workforce readiness of students who
participated in a mentoring program, drawing on mentoring theory. We gathered survey data over two years from a college of business and analyzed the resulting dataset through Partial Least Squares. The results
reveal that mentoring makes a diﬁrerence in increasing the workforce readiness ofsmdents. This study provides directions fov researchers and imp[ications for how business executives should mentor students fov greater

workplace effectiveness. The study has theoretical implications in showing that a theory of mentoring can very possibly be extended to students in a college of business.

Herprick, M.
Tiffin University

Mentoring in the community for richer and holistic student success through student affairs

Development relationships are key to the success of students through the mentorship with faculty and staff who represent various campus departments. The Office of Student Affairs at Tiffin University has played a
very dynamic vole in this mentoring process thvough the community in conjunction with our students. We will be presenting evidence ﬁom three speciﬁc case studies that have been conducted over a number of years
between the University and with the greater community invo[ving both sta_ﬁC for co[[ege student mentoring but also co[[ege student to younger mentee Ve[ationship. The ﬁvst case study revolves around the utilization
of a diversion program for first time underage alcohol offenses. Data will be presented demonstrating how an education-based partnership between the Municipal Court system and the Office of Student Affairs
has drastically reduced the rate of recidivism for alcohol cases and has promoted student success. The second studly is a partnership with the Office of Student Affairs and the Tiffin Board of Education for STEM
deve[opment. Thvough a grant ﬁom a private ﬁvm, we have teamed togethev to promote aﬁer class and weekend STEM programs fov middle school students to excite and cha“enge students in the world of math
and science. Finally, a special relationship was developed a few years ago called the Seneca County Mentoring Youth Links which is a collaboration between the Office of Student Affairs and college students actively

mentoring the middle and high school students of our community.

HussEeLL, A.
New Mexico State University

Undergx'udua te mentoring: The discovery scholars program at NMSU

The Discovery Scholars Program (DSP) began in Spring 2015, first as a pilot program with 2 students and 1 mentor. The first students presented their research at a national conference and both are continuing with
new degrees, one an MA, the other another BA. The second cohort of 6 students and 6 facu[ty mentors began in Summer 2016. In Fall 2015 the number increased to 12 students and 12 facu[ty mentors and in Spv'mg
2016, 19 students and 19 mentors began the semester with 17 pairs completing it. DSP includes students from the Humanities, Sciences, and Social Sciences and has been successful in encouraging students to apply
and attend graduate school and/or advanced training programs. This paper includes the development of DSP, thvough research of other programs as well as interviews on campus at New Mexico State L{nivevsitye Then

each of the goa[s of the program are examined fo[[owed by lessons learned. Data will be continued to be collected in Summer 2016 and Fall 2016 so there will be more data to share at the confevence in Fall 2016 as well.

KaLgir, C. & Fosmire, A.C.
Alabama State University

Engaging me(m'gmchmfcs in peer mentoring

The transition ﬁom community couege to a 4-year institution can be diﬂ:tcu[t psychologlca[[y, and support systems are limited (Ellis, 2013). Further, more than 5.8 million students take distance education courses,
instead of attending in-person lectures (Allen & Seaman, 2016) when they do transfer. Peer mentoring provides a means to mitigate transfer issues while positively influencing protégé integration and self-esteem
(Collings, Swanson & Watkins, 2014). Electronic mentoring may be especially beneficial for distance education students.We propose that the benefits of electronic peer mentoring will help community college transfer
students succeed during their ﬁrst year studying at a 4-year institution. This poster highlights best practices ﬁrom a mentoring class fov students in their ﬁrst semester. Best practices shared are 1) key course concepts
beneficial to a mentor and 2) developmental assignments, including the capstone assignment to establish a personal mentoring philosophy. Evaluations assessing protégé satisfaction are also discussed. We present how

the course faci[itated successfu[ deve[opmenta[ Ve[ationships, as well as describing lessons learned that will hel‘p make futwe courses more impactﬁ,{[e

Jasso, L.

Concordia University rvine

Teacher perception of effective instructional coaching in professional development

The transition from community college to a 4-year institution can be difficult psychologically, and support systems are limited (Ellis, 2013). Further, more than 5.8 million students take distance education courses,
instead of attending in-person lectures (Allen & Seaman, 2016) when they do transfer. Peer mentoring provides a means to mitigate transfer issues while positively influencing protégé integration and self-esteem
(Co“ings, Swanson & Watkins, 2014). Electronic mentoring may be especia[[y beneﬁcia[ fov distance education students.We propose that the beneﬁts of electronic peer mentoring will help community co”ege transfev
students succeed during their first year studying at a 4-year institution. This poster highlights best practices from a mentoring class for students in their first semester. Best practices shared are 1) key course concepts
beneﬁeia[ to a mentor and 2) deve[opmen&[ assignments, ine[ud'mg the capstone assignment to establish a pevsona[ mentoring phi[osophy. Evaluations assessing protégé satisfaeﬁon are also discussed. We present how

the course faci[itated successfu[ deve[opmenta[ velaﬁonsfaips, as well as descvibing lessons learned that will help make futm’e courses more impactfuL
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King, P
New York City Coiiege of Technoiogy

The Solar Decathalon: Mentoring a diverse urban popuiation ofovcr 40 nationalities

This presentation, ﬁ)cuses on the unique mentoring experience of an eti‘lnica[iy diverse group of under-served students representing over 40 diﬁErent nationalities frorn an urban puiaiic undergraduate institution,
who commuted on a daily basis to their Brooklyn campus. This unique set of circumstances was simultaneously our greatest source of challenges and strengths. This seminal experience has redirected student careers,
opened up new opportunities and has armed our students with the knowtedge that when tney app[y themselves, they will succeed. Through a competition sponsored by the US Department of Energy (DOE), CityTecia
was one of 18 architecture programs participating in the DOE’s bi-annual Solar Decathlon Competition, which chaiienged us to design and build a net-zero home, one in which the homes energy needs were met ioy a
vertical solar powered array mounted on the south facade. Named DURA (Durable, Urban Resilient and Adaptable) our design responded to the impact of 2012’s Superstorm Sandy which flooded NYC taking large
parts of the city off the grid. A unique urban solution, our entry calls for the construction of a 4-story building of four to eight independent apartment units The pairing of an informal mentoring experience with the
project based tearning environment of an active competition provided our students with a unique and rich iearning experience. When tearning is directiy connected to a pnysicai experience, where students rnanipuiate

building materials with tools and begin to understand how materials behave a new level of understanding is possible and true knowledge is gained.

KRAMER, L. & BARRERA, [.
National University & University ofNew Mexico

Paradox and 3 space: The 5 oi’goiien elements in suceessj ul mentoring

Suceessfui mentoring involves two major components: the retationsinip between mentors and mentees and the transfer of knowtedge/ skills ﬁ'orn mentor to mentee. Typieaiiy, the mentee is pereeived as the “giver" or heiper
and the mentee as the “receiver” or iaeipee in relation to these components. A review of research evidence by Lord, Atkinson, and Mitchell (2008) on mentoring and coacning deﬁnes mentoring “as iaeing concerned with
‘growing an individual,’ [presumably the mentee] both professionally and personally. It is linked with professional and career development [presumably of the mentee], and is somewhat characterized by an ‘expert-
novice’ reiationship. It is not surprising then, two common issues become critical: the mentee’s degree of investment in the mentoring process and the degree towhich the mentee’s unique strengtins and capabitities are
tapped and ieveraged to achieve desired outcomes. This presentation focuses on two concepts designed to addvress these issues: paradox and 3™ Space, a concept associated with the Skilled Diaiogue approacn (Barrera
and Kramer, 2009). These concepts have been found by the presenters to result in increased mentee buy-in as well as an increase in mentors’ ability to identity and leverage mentees’ unique strengths and talents. The
first half of the presentation reviews selected literature in relation to the two issues identified above. The second half focuses on the benefits of addressing paradox and g Space in mentoring relationships. Specific

strategies for deve[oping them in mentoring reiationships will be given and concrete exarnpies ﬁ'orn the presenters’ experience will be shared.

Lacueva, G. & SMIE]A, J.
John Carroll University & Gonzaga University

Inter-organizationa [, peer-mentoring groupsfor STEM wo menﬁleuiiy at PUls

Women are underrepresented in science, math, and engineering fields (STEM) and the percentage of STEM women at the Full Professor rank remains low. Women faculty at predominately undergraduate institutions (PUls) face
dﬁerent ena[[enges to career advancement cornpared to their counterparts at research-intensive institutions. In addition to carrying greater teacning and advising loads, STEM women at PUls are often the onty fernate in their
departments. Across STEM disciplines, female faculty report problemswith isolation (Xu & Martin, 20m). Thevalue of formal and informal mentoring for career development and acdvancement is well documented (Sorcinelli & Yun,
2007), however, women facuity at PUls oﬁen do not have access to mentoring programs. In this presentation, results ﬁovn an inter—organizationai, e-mentoring project ﬁ)r STEM women ﬁlcutty at PUls will be described. The project
involved 70 women from 27 PUls who were assigned to one of 15 small peer-mentoring groups called alliances. Each alliance was cornposed of ﬁ)ur to six women in eioseiy related discip[ines and similar career stages but at diﬁerent
institutions. Alliances met regularlyviavideo conference for group members to plan career goals and mentor one another. I addition, all 70 participants met face-to-face once a year for three years for horizontal networking with other
participants at the same career level and vertical networking with other participants within their diseipiinei Preiirninary results indicate these peer mentoring groups provided psyciiosoeiai beneﬁ& such as seif—esteern enhancement,

support for riskftaking, and increased career resilience. Participants also se[f—reported career beneﬁts such as increased grant writing and sciaoiarsnip activity. The strengtins and weaknesses of the alliance structure will be described.

LIEFELD, J.

Southern Connecticut State University

Beyond journals: Using creativity and whole brain mentoring in higher education

Beyond Journals will explore mixed media expression of the self of the student in mentorship training, and supervision of interns. Use of creativity to express process offers voice to critical “self of person” elements for
coiiege students-particuiarty those interested in human services. Participants will expiore concepts, case exarnp[es and iaeneﬁts of appiying creative expression in nigner education. Attendees will exptore the concepts
embedded in helping students develop their voice in ways that foster independent thinking and expression. This presentation directly addresses factors relevant in fostering student development in the areas of
independent tninking, motivation and taking initiative and suggests approaches to netp build bridges for millennial student adjustrnent to higher education settings. Use of mixed media expression faci[itates deeper
awareness in the self of student and offers a medium to deepen the dialogue about student process between professor/mentor and student/mentee. “Beyond Journals Project” was developed to help students, most
particularly millennial students develop self-expression and practice creative thinking and expression. The project applied creative expression as a tool to facilitate creative thought, deeper manipulation of the learned
materials. This project targeted the deveioprnent of; student initiative, richer intellectual expression, vibrant understandings and “a ha! moments” by assignments that pusned them “beyond where they are limited
iay ianguage and defenses",(Lowenstein&Sprunk,zmo). This Ppresentation will exptore potentiai iaeneﬁts, cnaiienges and possibiiities of using alternative rnetnodoiogies to promote deveioprnent n post-secondary
environments, specifically focusing on the introduction of projects and assignments that push students to experience materials in new ways(Harter, 2007).

Manciong, R.
St. Johw’s University

The Effect of a Peer Mentoring Program on At Risk African American and Hispanic Freshman

Peer mentoring programs are considered of vital importance because of disparities in retention rates, persistence, attrition, and academic success factors among traditional and nontraditional students. Mentoring, in
generai, isa potentiatiy qfective tool for engaging underrepresented and underserved individuals as stakeholders ci’lattenge the performance of institutions in nigher education. With permission ﬁorn the Institutional
Review Board (IRB), this quasi-experimental nonequivalent control group study assessed the effect of participation in a leadership development peer mentoring network on educational outcomes of at risk African
American and Hispanic ﬁesnman at an urban Catholic research institution during the ﬁrst two academic years of program irnpiementation The studywas grounded in the apptieation of traditional and nontraditional
student retention and persistence models, as well as academic advisement, mentoring, and student development theories related to acculturation, multicultural competency, and academic success. Student participants,
referred to as scholars, periodica[iy met with administrator and facuity coaches or mentors in a mixed race and gender deve[oprnenta[ network, as well as with upper class peer leaders or mentors. Research questions
sought to determine not only program efficacy, but also differential gender and ethnicity performance. Statistically significant results regarding program efficacy supported that participation in the program positively
irnpacted ﬁrst year academic success, as measured by cumulative grade point average and cumulative hours earned. Research questions testing diﬁerentia[ perforrnance did not produce statisticaity signiﬁcant results
regarding gender, ethnicity, or the interaction effect. Such findings supported that this leadership development peer mentoring program initially met the academic needs of the participants.
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MarTias, A.
Empire State Co“ege~State University of New York

Mentoring in informal after school programs: STEM graduate students as mentors

During 2013-2015, the State University of New York (SUNY) and the New York Academy of Sciences (NYAS) trained over 100 SUNY graduate students and postfdoctova[ fe[[ows to deliver STEM content and mentor
underserved middle-school students in an afterschool program funded by the National Science Foundation (NSF). Program training included teaching the graduate students and post-doctoral fellows the pedagogy and
skills necessary to teach STEM content through a 15-week online course developed at SUNY Empire State College. The mentors also participated in weekly interactions with on-campus program coordinators and were
supplied curricula materials ﬁ'om NYAS. Mentors were then p[aced at a local school participating of the program where thql mentor the middle-school students. Follow up interviews and. focus groups showed a positive
impact of the program on the mentors. Specifically, mentors referenced increased confidence in their teaching skills and ability, as well as applicability of these skills in other areas of their lives. Furthermore, mentors
fe[t they had a positive impact on the students in the areas of STEM [eaming and in motivating them to become STEMists aﬁev high school. Mentors’ attitudes about the value of mentoring experiences ﬁ)r themselves
in ﬁ,(ture career choices and employment also increased. Additiona“y, mentors stated that this experience would increase their emp[oyment opportunities in STEM ﬁe[ds. The program goa[ is repﬁcaﬁow thvoughout the

United States. Here, we discuss the program's components as well as the challenges and lessons learned in the process.

MaAvYER, L. & RoscreLLo, A.
Bergen Community Co“ege

Formalized [ong term mentoring Uu‘oug'h the tenure process

In 2013 Bergen Community College (BCC) initiated a new tenure process for new and untenured faculty. A systematic, meaningful mentoring relationship was a priority for the newer faculty. Mentoring was formalized
as group mentoring in the ﬁrst year and choosing a permanent mentor at the end of the ﬁvst year. The permanent mentor stays with their new facu[ty member fov the duration of their tenure process, four more years.
Mentors formally commit themselves to the new faculty member and the time requirement. Throughout the process, the mentoring relationship is monitored for its development, as the mentor should emerge as the
new faculty member’s advocate and guide. The faculty development chair ensures the mentors meet the meeting requirements and are properly compensated for their time. At BCC, faculty mentors are relieved of 14
hours of student advising in exchange for mentoring. To qua[fy as a mentor, facu[ty must be tenured and have received at least one promotion. New facu[ty members are encowaged to choose mentors ﬁ'om outside of

their discipline so there is a reduced possibility of mentors acting as gurus. Pairs are approved by the chair of faculty development. The mentor parings pairings are carefully considered for this long term relationship.

McLELLAN, M.
Wrigh[ State University

What's in your knapsack? Community engaged minors as setting for student success

The title of our studywovks oﬂ of awell-known article about White privi[ege, by Maclntosh. She discusses White privi[ege asa ’oackpack 0f assets that Whites usua[[y vmconscious[y have access to. Universities and co“eges
struggle with how to support "high-risk” students—such as first-generation, underrepresented minorities, and low-income students—as well as to develop meaningful inclusive experiences that enhance learning for
all students. There is a lack of empirica[ work that examines communityfengaged academic programs as settings to support “highfvisk" students. In this Ppaper, we discuss communityfengaged undergraduate minors
as sites where these students may ﬁnd that thq carry crucial resources in their knapsacks and where students can come together to build, share, and use skills to contribute to social chemge. The American Association
of State Colleges and Universities selected five institutions to develop an "Urban Civic Minor." The initiative was based on the model of the Public Achievement program pioneered by Harry Boyte and Dennis Donovan
at Augsbwg University and the University of Minnesota. At Wright State University, the Youth and Community Engagement is situated in the Co“ege of Education and Human Services and the core courses are cross-
listed with or oﬁéred thvough the Depavtment of Urban Aﬂaivs and Geography. The WSU minor, like other programs, stmgg[ed to attract the undevgraduate education majors targeted by AASCU; however, across our
three-year collaboration, faculty from all campuses reported a high-level of minority student envollment. This pattern is consistent with the WSU Nonprofit Administration certificate, another community-engaged
minor. These programs ve[y heavi[y on student interactions with facu[ty, community, and Ppeer mentors. Students are involved in sevvicef[eaming or co-curricular projects in urban settings. Students in the Urban Civic
Minors serve as "coaches" to urban youth engaged in community change in classroom or aﬁerschoo[ settings. As we have seen, students who may have educational dLsadvantages have expevienced cha[[enges that lead
them to store distinctive forms of "cultural wealth” in what the "knapsacks" that they carry with them to higher education. Community-engaged programs offer both intensive, high impact relationships with faculty and

community members and opportunities to [everage this cultural capitaL

MELIDEO, S.
Marymount University

Repeart after me, “ AM A TEACHER”: A 5 year review of professorate peer coaching studies

While university teaching pvofessors are experts in their chosen ﬁe[ds and a sigvxiﬁcant number are researchers as well, THEY-ARE-TEACHERS. Unless they had been fovma[ly trained on the art and science of teaching
earlier in their careers, they might not arrive at the university with a “packed teaching toolbox”. Most universities have been oﬂeving pvofessional deve[opwlent on topics such as engaging students, instructional de[ivevy,
and authentic assessments for ages. Yet many professors are seeking more. Peer coaching is not a novelty in the Kindergarten through twelfth grade educational arena, but at the university it is relatively novel. Over the
past fouv years, 1 have been smdying the eﬂécts of 1RB approved peer coaching projects with the professoviate ata metropo[itun area university. Participants agreed to read scho[av[yjowna[ articles on the topic, attend
Ppeer coaching training sessions, learn varied instructional de[ivery and assessment methods, video tape themselves teaching, and engage in the whole Ppeer coaching process ﬁ'am beginning to end with at least one peer
coach. Extra care was taken to match peer coaches from different schools and departments across the university. In addition, supervisors were not paired with subordinates as peer coaching is not evaluative in nature

whatsoever. Over the course of fouv years, the number of participants grew avmua“y and some fasc'mating results ensued. What should be my subsequent stride?

Morgcan, B.

University of Tennessee

I\fienloringfor motivation and purpose

Several authors, ﬁom various discip[ines, ve[ying upon both anecdotal and statistical evidence, have idevxtiﬁed three primary inﬂuences on motivational theovy A[though emp[oying various nomenclature, these three inﬂu~
ences may be described as autonomy, mastery, and purpose. In the absence qf these inﬂuences, gmwth stagnates, resulting n high persona[, prqfessiona[, and institutional costs. The lack of these inﬂuences has been par-
ticularly acute in the legal profession, resulting in negative consequences for the legal profession and legal professionals. In response to the same, several law schools, law firms, bar associations, and in-house legal entities
have dwe[oped mentoring programs with varying degrees of forma[it}c Such interventions have yie[ded positive results in terms of @fectuating change in the arenas of autonomy, mastery, and purpose. One such examp[e is
the mentoring program at the University of Tennessee College of Law which, over the past 5 years, has collected and analyzed longitudinal data indicating that participants in the college’s mentoring program experience—
with statistical signﬁcanceﬁmove positive association to these ideas. These results have driven growth of the program, as well as deve[opment of anew [eadevship institute that expands the mechanisms available for
development of these ideas beyond the laws of the college and into firms, non-profit organizations, and the bar association. This session will explore motivation theory, how serving as both mentor and mentee can foster

autonomy, mastery, and purpose thus promoting motivation, and how both anecdotal and statistical lessons learned from mentoring in the legal profession may be applied to broader audiences.
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NALBONE, L., ANTHONY, A. & WALTERS, L.
University ofCentra[ Florida

Success qf‘wnmen ﬁlcu[[y: Revisiting horizontal and vertical mentoring models

Borrowing upon the theovetical framework of horizontal and vertical models of mentoring identified by Keinéinen and Gardner (2004), this poster presents the design and outcomes of a peer-mentoring community
established by the Center ﬁ)v Success of ‘Women Faculty at the University of Central Florida. Whereas the vertical mentoring model embodies the traditional hierarchical ve[ationship between expert and apprentice (188),
the horizontal model positions the mentor/mentee relationship as more democratic and fluid in nature (190). This poster reframes the vertical-horizontal dyad to elucidate how the formation and practice of mentoring
communities might be aligned from the perspective of career goals as discussed in both small- and large-group settings. Our research suggests that framing mentor-mentee partnerships can contribute to developing
eﬁ%ctive partnevs'ai}as fov deve[opmenta[ relational pairings. As deve[opmenta[ velaﬁonships go beyond mentor-mentee velaﬁonships, in which there is a hierarchical dimension and the mentee typicaﬂy looks up to
the mentor as a “hero,” we suggest that such pairings based on definitions of success can offer new organizational approaches to networking that can scaffold support for faculty otherwise potentially segmented into
academic silos. As such, such triads and large-group peer mentorship can expand from current understandings of developmental relationships to support for career development and enhancement (Thomas 1990).
From a socio[ogica[ Pperspective such Ve[ationships are necessary for ovganizational advancement (Turner 1965). Our research oﬂevs new perspectives, which can contribute to supporting the integration of established

and potentially marginalized faculty through establishing and supporting the achievement of personal definitions of success.

Nastasia, D. & StepHEN, M.
Southern 1llinois University-Edwardsville

Teachers as mentor for STEM extracurricular activities: Experience and training needs

Numerous studies show that K-12 students’ participation in science, technology, engineering, and math (STEM) extracurricular activities, in which they work as teams to solve problems, complete hands-on projects, or
Pprepare ﬁ)r cha“enges and competitions, contributes to both improvements in students’ academic achievement and an increase in students’ STEM career interest. Research has also documented that successﬁ;t[ student
participation is impacteo[ by teachers’ capacity to guide student teams’ endeavors and serve as @feative and inspimﬁona[ coaches and mentors. This presentation examines how teachers view themselves as coaches and
mentors for STEM extracurricular activities. In an initial quasi-experimental study, 33 teachers leading student teams in a robotics competition were provided with different types of mentor training (best practices,
se[f»ejﬁcacy, or both) using a combination of online and face»to»face training. In a ﬁ)“ow»up qua[itative study, interviews and focus groups were conducted with nine teachers ﬁram the initial study, and an additional
nine teachers leading STEM extracurricular activities in schools and communityfbased or university envichment Pprograms in the same regions. Study participants expvessed in their own words who they are as leaders
of STEM extracurricular activities and also if the project’s training materials have helped or could help them. The teachers outlined their various mentoring experiences, reflecting on what is most fulfilling, what is a
stmggle for themselves and students, and how training can he[p This presentation will showcase the emergent themes ﬁrom the discussions and theorize how teachers transition ﬁrom coachivxg to mentoring, aided by

qua[ity training materials.

Nicnorts, C.
University of South Alabama

A multi-faceted mentoring approach for underrepresented minority pre-PA recruitment

The demand for a more diverse health care workforce grew due to the adoption of the Affordable Care Act. A diverse health care workforce has been associated with increased access to healthcare for racial and ethnic
minority popu[ations, greater patient saﬁsﬁmtion and increased pvovider/patient communication [eading to decreased health dispariﬁes and increased health equity. Yet despite the advantages of a diverse health
wokaovce the proportion of undevrepvesented minority (URM) physician assistants (PAs) has decreased over the past three decades. The percentage of practicing Aﬁican American PAs steadi[y declined ﬁ'om 9.5%
in 1980 to 3.9% in 2015. Over the past several decades the number of URMs applying for physician assistant (PA) school has remained low despite efforts to increase diversity within PA programs nationwide (4.1%
Aﬁrican American; 0.6% American Indian or Alaskan Native and 0.2% Native Hawaiian or Paciﬁc Islander). Tn order to increase the number and divevsity of PA gmdua(es, allied health programs are being called
upon to deve[op and imp[ement creative mechanisms to recruit URM students. PA programs have utilized site visit location presentations, pipe[ine programs and minority smdentftargeted presentations with limited
success however one linkage is lacking, mentorship at the secondary and post-secondary levels. The University of South Alabama Department of Physician Assistant Studies has implemented a multi-faceted approach
to recruit minority students Hnrough which mentorship is one facet, This presentation will demonstrate how mentoring students longitudina[[y as well as mentoring PA school app[icants who were denied admission,

converts to PA school matriculation.

Norwoob, D. & Burke, D.
Designs for Change and Adjunct with Fielding Graduate University

Coaching for equity: The transformative potential of coaching in education

In this presentation, we consider how coaching can be a powerful tool to help educators increase their ability to discern and remedy inequities in K-12 school culture and practices. We base our paper on findings from
our collaborative study where we exp[ored possibi[iﬁes ﬁ)v transformational coaching in education. We engage in cooperative argumentation ﬁom two perspectives: Norwood uses appreciative inquiry to look at the
transformative potential of educational coaching to promote equitab[e and inclusive Ve[ationships and practices, and Burke uses critical inquiry to investigate possib[e hegemonic and non—hegemonic barriers to this
potential. Norwood contends that holistic approaches can enhance the potential of educational coaching to transform school culture, provided that coaches have achieved advanced levels of emotional maturity, mastery
of their craﬁ, and the abi[ity to access different ways of knowing to he[p guide the coaching process. Burke argues that two aspects of school culture—both hegemonic and not—inﬂuence the viabi[ity of educational
coacfning: administrators’ abi[ity and wi[[ingness to understand and faci[itate coaches’ work, and varying degrees of educators’ awareness of, and openness to, equitab[e practice. We conclude that holistic approaches
to educational coaching can offer transformative possibilities if coaches strive to cultivate mastery in an eclectic range of coaching theories and practice, and if coaches also learn to detect and mitigate hegemonic and

non-hegemonic barriers to coaching in their schools.
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Pearson, M.
Ca[fornia Baptist University

Natural, holistic mentoring—best practices

When a mentoring culture is estabiished, mentoring re[ationsnips deveiop natwa[[y. The pvacticai, purposeﬁ/li vetationstaip of the mentors and mentees creates a natural holistic mentoring situation. The two types
of mentoring relationships examined in this study are mentoring relationships between fulltime faculty and professionals secking to serve as adjunct faculty members and relationships between student interns and
facu[tyi Both groups of mentoring re[ationsnips deve[oped with a common purpose. The purpose was to advance evnpioyvnent opportunities ﬁ)r the mentees. Surveys and interviews were conducted to establish eﬁéctive
practices fov natural, holistic mentoring retationsnips The ﬁrst category of mentees consists of seven pub[ic relations and marketing professionais who wanted to become adjunct pvoﬁ.ssors n pubtie vetations, a ﬁeid
they worked in, and were educated in. A mentoring relationship was established between fulltime faculty members and the professionals as they worked to meet the challenges of obtaining and teaching a college level

course in their area of expertise at the university level.

The second category was comprised of student interns who participated in a collaborative project with California Baptist University Online and Professional Studies and the Riverside Downtown Partnership. This
student group included 23 students who participated in paid and unpaid internships. The students were supported with an intricate support system in the form of in person and online mentoring relationships.
Interview transcripts were anatyzed to create best practices _for both categories of intevnships. A holistic, natural appmach to mentoring evnevgeo[, Data and best practices fov futwe projects were established through

this study.

Perrz, C.
Eastern Michigan University

Evidences based mentoring program to support NCLEX-RN preparation

Mentoring has been ioientiﬁeoi asa key education program support structure to facititate student success. A mentoring program to address a decline in NCLEX-RN pe)fovmance was designed to address key ﬁndings
with regard to who students perceive to be their mentors and perceived support received from their mentors, as reported in prior research by Peltz and Raymond (2016). Method: Satisfaction scores of program kickoff
(N = 385) were obtained and focus group interviews (N = 22) conducted. Focus group questions pertained to: program orientation/kickoff: perceptions of mandatory attendance; family, peer, and faculty mentoring
@f‘ectiveness; enrichment sessions; and suggested program additions. Results: Participants rated their level of agreement using a scale ranging ﬁ'ovn 1 (strong[y utisagree) tos (strongiy agvee) fov kickoﬂ program
satisfaction overall rating (M = 4.73; SD = 0.54) and feeling informed (M = 4.83; SD = 0.55). Focus group interviews identified that all participants reported that program orientation/kickoff was beneficial. Student and
fami[y perception of mandatovy attendance was positive. Perceived support ﬁrovn favnity mentors increased. Perceived support ﬁovn peer mentors was ﬁmnd to be adequat& A quarter of the participants reported robust
support ﬁ'ovn their facuity mentor. Enrichment sessions were described as extrevneiy netpfut. Conclusion: Buitding on the ioientiﬁed strengtns of this program, such as continued integration of famiiy and consideving

modifications of the role of the peer and faculty mentor, our research agenda continues to move forward to offer an evidence base to support mentoring of nursing students.

PuiLipsen, M.

Virginia Commonwealth University

Focusing inward and outward: The design of a unit-based mentoring program

At most institutions of higher education, faculty and student mentoring programs abound. Virginia Commonwealth University is no exception but faculty mentoring exists in “pockets,” offered only in some
departrnents, and on[y to some famity, A covnpvehensive mentoring program is tackingi This paper details a tnougntﬁt“y designed mentoring program ﬁ)r one unit, a School of Education (SOE). Its design allows ﬁ)r
it to be scaled up to the university at—tavge. Based upon the literature on best practices, it intends to do both: focus inward by sociaiizing facu[ty into the culture of a unit (School of Education), and focus outward by
connecting faculty with individuals in the university and the field. The program has two components: 1) a public component consisting of career development workshops throughout the year, and 2) an individualized
component consisting of a customized mentoring porlfo[io fov each tenwefe[igibie facutty member. The program allows ﬁ)v growtn, and includes facuity across career stages. A mentoring coordinatorwill conduct needs
assessments with new facutty, assist in the utesign of the mentoring povtfo[io, use a database fov matctaing purposes, educate mentors/mentees about successfut mentoring tecnniques, organize worksnops, and monitor
the success of the mentoring relationships. Evaluation of the mentoring program will be conducted through a third party, the School of Education Office of Research/Professional Development and Office of Assessment.
The purpose of shaving the program is to show how the literature on best mentoring practices vnigint be realized in practice and to solicit feedback ﬁovn the audience to ﬁwtner reﬁne the program.

Porabiuk, N. & DYKE, R.
University of Victoria & Gustavson School of‘Bmsiness

Expioring the uniqueness Qf'mcntoring international business students

What makes a strong pvofessiona[ business mentoring re[ationsnip with international students ﬁ’om China, India, and South Korea? In this presentation, we will expiore this question by shaving relevant ﬁndings fvom
an ethnographic study focused on international students who joined a business mentoring program. Specifically, we will explore the relationships between international business students and their community business
leader mentors at the Gustavson School of Business at the University of Victoria on Canada’s west coast. Findings ﬁrom this stiwty are congruent with the [avger body of literature, which suggests that the core conditions
[eading to eﬂective mentoring outcomes are similar to those for domestic students. %a[ities such as mutual trust, respect, openness, and a sense of authentic connection oﬁen underpin successfui retationsnips Unique
findings show that a mentor’s capacity to see their international mentee, as “an individual” beyond cultural stereotypes is one key to success, while the ability to sort out the nuances between cultural, personal, and
developmental learning is another. Additionally, differences of language, behavior, and worldview need to be negotiated with curiosity, and viewed as valuable assets in our technological and globalized world. We will

provide recommendations fov emerging best practices in wovking with international student mentees and professionat community business leaders in fovmat mentoring programs.

Remnsma, C.
Kids Hope USA

Mentoring in the middle: Middle school mentoring and cicwtopmcntat assets

numbers of mentoring re[ationships end prematureiy however, oﬁen because mentors Pperceive dimensions of mentoring to be unsatisfying or beyond their skills. Using a quasifexpevimentai pretest posttest design,
the 20/20 Vision Project explored student outcomes and mentor experiences for a group of 15 5th and 6th grade students at an intermediate school in the upper Midwest. Students and mentors were matched in
developmental relationships that focused on building developmental assets over the course of one school semester. Matched pairs met for 40 minutes one time perweek for 132 weeks. Mentoring pairs spent time using
an asset focused activity curriculum, p[aying games, oioing crafts, and taiking Student outcomes were measured using the Deve[opvnenta[ Assets onﬁie (DAP) as well as comparing mentored versus non-mentored
students on behavioral referrals. Mentoring relationship quality was assessed from both the student and mentor perspective at one month and again at three months using survey, interview, and observational data.

In general both mentors and students reported a high level of relationship satisfaction.
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RicHarp, S.

Richard Associates Mav(eeting Consu[ting

Millennial leaders: Men(m’ing\for the new generation

How can we fostev leadevship qua[ities in the Millennial generation? Many young peop[e aspire to lead in organizations. With Baby Boomers in late career and innovative business models on the rise, Millennials are
poised to take a signmcant role in the workforce. As one of the [avgest generationa[ cohorts, Millennials will cfaange the way we work. Young professiona[s are seavching for Vneaningﬁ/l[ work and a sense of purpose that
enables them to make an impact. With a lack of experience and skills, young leaders look to seasoned professionals for mentoring and guidance for their development of management proficiency. To create increased
conﬁdence in young leaders, role models are necessary to assist in the eﬂ‘ecﬁve progression of [eadevship s{y[e to tmly inﬂuence others. The collaborative as well as competitive nature of the younger generation creates
an opportunity _for improvement in communication and strategy with crossfmncﬁona[ [mp[ications. Enhancing “Soﬁ skills” like social interaction, netwovking, emotional inte[[igence, critical thinking, and teamwork,
especially for a multi-generational workforce, mentors are able to build on the knowledge and skills already present. Based on over two decadles of practical experience, we'll have an interactive discussion on how to
cultivate [eadersnip in Millennials by ennancing their soﬁ: skills to develop the abi[ity to manage in a multifgenerationa[ workp[ace, The new generation will be tasked with the ambitious goal ofrevoluﬁonizing the

work environment fov all.

Rogerrts, S., Hinps, B., Guazi, F. & Morck, K.
Wayne State University

Mentors mentoring mentors: Bu[[c{ing networks to support women and gh’[s in STEM

The Gaining Options: Girls Tnvestigate Real Life (GO-GIRL) program includes a suite of outfoffschool initiatives fov adolescent girls in gvades 7 -12. The mission of the program is to increase the competence and
confidence of adolescent girls in the areas of mathematics, technology, scientific thinking, and communication by engaging them in experiences that promote an interest in STEM (Science, Technology, Engineering
and Mathematics) and build capacity to pursue STEM related careers. Undergraduate mentors supporting girls grade 7 through grade 12 to promote interest, accessibility and success in STEM careers is central to
all program activities. The initial program was launched in 2002 with 7th gvade girls attending a semester long Saturday envichment program supported by undevgraduate mentors. From there, the program grew to
include Saturday Keeping in Touch workshops for participants through grade 12. This paper addresses the most recent addition to the GO-GIRL program, Gaining Options: Girls Investigate Real Life through health-
related STEM Discip[ines, suppovted by the National Institute of Minority Health and Health Disparities. * The goa[ of this project is to increase the number of giv[s entering co[[ege with both the capacity and the intent
to pursue health-related STEM careers. Girls who attended the winter Satwday sessions and are incoming 8th ’through 12th grade students are e[igible to continue their mentoring experience by attending fow day
summer residential academies themed around health-related STEM fields. For the 4-day summer residential academies, three girls are assigned to each female undergraduate mentor. Girls and their assigned mentor
stay ina dorm suite and work side by side during collaborative [eavning activities, co[[ege campus experiences and [aboratory classes taught by STEM facu[ty Mentors and giv[s reconnect aﬁer the summer residential
academies thvough activities such as underwater robotics, bio[ogy and chemistry laboratory experiences and museum visits hosted at universities and in the local community. A[Hﬂough adolescent giv[s were the initial
target group for the mentoring component of the project, it has become apparent that informal mentoring relationships were developing between and among groups participating in the program. This paper reports
the Mentoring Continuum Model (MCM) that has evolved during the implementation of our project, a model that strengthens professional relationships among female mentors and mentees across a continuum that

includes giv[s, Mndevgraduate students, and faculty. In this Ppaper, we discuss the Mentoring Continuum Model and share strategies and lessons learned.

Roos, ].
Ca[fovn ia State University- Fresno

Leadcrship and collaboration through peer mentoring in physica[ fhcmpy education

Formal peer mentoring models have been used in medical education. Posbphysica[ therapy graduate mentoring exists online, in formal Yesidency and fe[[owship programs in the wovkp[ace fov new[y graduate physica[
tfﬂerapists. But, within the entry-[wel doctorate qf pnysica[ tfﬂerapy, mentoring programs are inconsistent and traditiona“y include facu[ty and clinicians as mentors. Peer mentoring, a[though it exists, has not been
formally studied or implemented at Fresno State, Department of Physical Therapy. To date, there is no evidence in the literature that supports formal peer mentoring programs in an entry-level Doctorate of Physical
Therapy (DPT) program. In alignment with the American Physical Therapy Association (APTA) and the Commission on Accreditation for Physical Therapy Education (CAPTE), Fresno State's entry-level DPT program
promotes advocacy and [eadevsnip fov the profession. Whitman and Fife described peer mentoring as a "subset of collaborative [eavning movement in hignev education.” The purpose of deve[oping a peer mentoring
program is to promote excellence, elevate professionalism, and enhance leadership skills amongst doctoral students and newly graduated DPT professionals. Collaborative skills will prepare students to successfully
interact with peers within a mu[tidiscip[inary team. Phase 1 in spring 2016 was a pilot study of pwposefu[ samp[ing across three cohorts of enrolled DPT students who vo[untavi[y attended focus group sessions to identify
emerging themes related to peer-mentoring. Phase 11 in suvnmev/fa[[ 2016 includes ongoing qua[itative data ana[ysis to aid in questionnaire deve[o‘pment to assess the needs of peer-mentoring across all three cohorts

of actively enrolled entry-level DPT students at Fresno State.

SANTILLAN-JIMENEZ, E.
University of Kentucky

Using research center-based mento ring to increase minority participation in engineering

Although a diverse workforce is considered critical to the advancement of science and engineering, assuaging the underrepresentation of minorities in these fields remains challenging. Mentoring is an effective tool for improving
academic pe)fonnance that has also proven capab[e of attracting and retaining minority students. However, albeit some reports exist on the mentoring of minority students in engineering, work in this area is still inchoate. For
instance, there is a lack qf literature on the potentia[ bengﬁfs of housing these programs in research centers relative to traditional engineering departmenfs. The latter is unfm’tunate, since research centers covnmon[y disp[ay anumber
of characteristics that make them an ideal venue for mentoring initiatives designed to increase minority participation in engineering, including higher research staff-to-student ratios, the absence of the role strain caused by the
teaching and administrative load of faml{y, and highly topica[ research porgco[ios. Nofab[y, amentoring program based at the University of Kenmcky Center ﬁ)v App[ied Energy Research is cuvrenﬂy striving to ﬁ[[ this know(edge gap,
the evnphasis being p[aced on addvessing the shortcomings found in previous mentoring studies. Indeed, both cross-sectional and [ongitudina[ components have been included in a quasi—experimenta( design comprising mulﬁp[e
controls. In adldition, both objective (e.g., GPAs and retention rates) and subjective (e.g, feelings of integration to the university environment and opinions on the importance of having a mentor of the same race and/or gender)
parameters are being monitored and evaluated in order to assess the gﬁ%cﬁveness of this intervention and understand the lived experience of participating students.
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ScHROEDER, R. & LEwis, D.
Albizu University

Developing a peer mentoring program in an ethnically diverse doctoral psychology program

Background: Mentoring in academic institutions, either in the fovm of Ppeer or faculty mentoring, has been shown to be a positive experience for mentors and mentees alike (Bige[ow &]ofanson, 2001; Kiersma et al.,
2012). Mentored individuals have reported experiencing personal, social, and academic benefits (Elman, lllfelder-Kaye, & Robiner, 2005; Kiersma et al., 2012; Sanchez, Bauer, & Paronto, 2006; Webb, Wangmo, Ewen,
Teaster, & Hatch, 2009). Minority mentees, speciﬁca[[y, have veported increased motivation and feelings of be[onging (Phivmey, Torres Campos, Padilla Ka“emeyn, & Kim, 2011). Objecﬁve: With the knowledge of these
beneﬁts and the lack of a mentoring program at Albizu University (AU), an ethnica[[y diverse and multicultural university, a needs assessment was conducted to assess students’ mentoring needs. Results: Of the 295
students registered, 43% (n=126) respondled to the survey resulting in 85% identifying as an ethnic minority with the largest percentage as Latino/Hispanic (64%), and more than 65% endorsing that a peer mentoring
program would personally benefit them and the Psy.D. program. Only 37% had a sense of belonging to the university, and 25% reported satisfaction with campus clubs and social activities, while 77% were satisfied
with ﬁ'iendships, and 70% with their pvofessiona[, _facu[ty re[aﬁonships, Conclusions: The needs assessment indicated a clear need fov a mentoring program and assisted in the objecﬁves and design of the program.
Constructed from these results, the Peer Educational Enhancement Resources (PE.E.R) program was specifically designed to meet the needs of minority graduate students at AU.

Simreon, T.

Northeastern Illinois University

The Student Ccntcrfor Science Engagement (SCSE): An urban Hispanic serving institution model Qf‘ac,hicvcmcntﬁw STEM Lmdergmduato recruitment and retention

The Student Center for Science Engagement (SCSE) at Northeastern 1linois University (NEIU), a Hispanic Serving Institution (HSI), was established in 2008 with the mission to support students majoring in science,
tecfrmo[ogy, engineering and mathematics STEM discip[ines with the cha[[enges they face in their academic and career deve[opment Mentoring Ve[ationships, critical components of the SCSE’s inﬂuevxce, are ﬁ)stered
by the SCSE’s adlvisors, mostly Ph.D.-level minority scientists. Accessibi[ity to STEM professiona[s who veﬂec’t the student popu[aﬁon has allowed students to envision themselves as scientists. SCSE advisors have
systematically implemented holistic advising, including but not limited to major and career exploration, research experience and fellowship identification, internship and graduate school application assistance, cover
letter and resume advice, as well as student pmfessiona[ deve[opment workshops ﬁ)cused on bui[ding social capita[. Furthermore, with the aim of improving student recruitment into STEM majors, advisors have visited
over 300 introductory and ﬁvs’tfyeav STEM courses. Course visits have had a signgiczmt impact on deve[oping mentoring velaﬁonships and ao[dvessing the needs of students beyond academics alone. The e_ﬁ‘kcﬁveness
of the SCSE’s support for approximately 200 students in undergraduate summer research projects with NEIUW's STEM faculty will also be highlighted A result of student participation in undergraduate research is an
increase in the number of students pursuing gvaduate studies, or science-related careers. The SCSE’s eﬁectiveness in recruitment and retention, the success of mentoring, and achievements of students as a result of

mentoring will be discussed.

Sousou, J.
The State University of New Jersey-Rutgers University

Trmu:fbrnm(ioml[ [eadel’ship Uwory in an academic nurse peer mcn[orship program

This project is a pilot study based on Bass (1985) transformational leadership theory. It is based on idealized influence (attributes and behaviors), inspirational motivation, intellectual stimulation, and individualized
consideration. This theovy has been identiﬁed as havivtg positive inﬂuence on [eadevship pe)formance, fa“owev pe)fovmance, and _jo’a satisfaction. The pvolalem identmed is the lack of a peer mentovship program at
a southern New Jersey nursing school guided by this particular leadership theory with a focus on improving leadership skills. A Two Phase pilot study, in which a Multifactor Leadership Questionnaire (MLQ) was
incorpmrated as baseline and summative evaluations, was rendered to assess [eadership tendencies. Phase 1 was the baseline in which no part of the theovy training session was rendered to upper level nursing students,
while Phase 11 had the imp[ementation of tfneory training. During both Phases, upper level students volunteered time mentoring lower level students in available campus skills and open lab sessions. Results do not show
statistically significant data demonstrating improvement of clinical leadership skills after implementation of theory training. Implications suggest broadening the scope of participants to other health-related schools
fov a [avgev N, number of participants, and more hetevogeneous population, revising the session [eaming objecﬁves, and covxsidering incorporating other [eadership theories dw'mg the session. This pi[ot smdy asked

whether clinical leadership skills improve among both upper and lower level nursing students aﬁev implemevttaﬁon of a training session guided ’ay transfovmaﬁona[ [eadership theory

StERN, M. & GINSBURG, D.
Texas State University

Ajzen's theory of planned behavior: Assessing mentorship in student retention

Most analyses examining student success rates for passing college courses and completing a degree program emphasize traditional factors like High School Class Rank and standardized tests and are often used for
co[lege admissions as a pvedicﬁon of student success and degree attainment. In our preparatory 2016 literature review of student %ﬁaivsjourna[s, no theory of p[avmed behavior for degree attainment has yet been
proposed and tested. Ajzen’s (1991) Theory of Planned Behavior (TPB) was constructed to describe and predict the relative strength of psycho-social factors contributing to achieving planned goals. It has been effectively
used with goa[s attainment ﬁ)r medical and health adherence, such as fac{ovs fov [ongfterm exercise, diet, and positive ﬁfesty[e change (Be“owsziecken etal., 2008). As such, the theory appears well-suited to evaluate the
role of mentoring as a factov in co[[ege graduation We predict that the presence of amentor may bea key element of university retention and students’ degree comp[etion. Mentoring may be equa“y or move important
than the strength of common factors in Ajzen’s theory: attitudes, subjective social norms (e.g., friends, family), an individual’s perceived control, and intent/motivation to pursue a plan leading to goal achievement. We
will present a mentoring model and how it may be useful in constructing a new predictive instrument to measure the likelihood of obtaining a col[ege degree among Hispanic students. A quantitative factov ana[ysis is

proposed to evaluate the TPB applied to a student obtaining a college degree and the extent to which mentorship is a key factor.

TikHONRAVOVA, K.

Nova Southeastern University

Networking and coachmgﬁ)r sales pl’oﬁssiona(s on managing velational anxiety

Mentoring and coaching services could be enhanced through the application of mental health practices that provide a clearer understanding of relational interactions. Human interactions represent connecting pieces
between professiunals in avariety of ﬁe[dsA Undevstanding effec{s of relational anxiety and relational calmness on human interactions helps improve communication systems with our clients, co[[eagues, leaders, and
fami[y. Relational anxiety and relational calmness comprise an emotional state, which inﬂuences our interactional patterns and aﬂects our perceptions on qua[ity of our re[ationships Relational anxiety encourages
relationships that are based on competition and needs to protect oneself. Relational calmness encourages relationships based on trust and support. This paper shares practices for managing relational anxiety by
app[ying an evidence based, Bowen mental health model that identiﬁes qfects of relational anxiety and relational calmness on our pvoﬁassiona[ and personal velaﬁonsfaips. This article examines factors that increase
relational anxiety, six negative effects of the need to self-protect, and how this could lead into a self-perpetuating anxiety cycle. These relational interactions are explained through examples based on work of the
Corporation Clinic, Inc., a company that provides mentoring and coaching services to professionals in sales and management, based on mental health practices. This paper then covers nine ways mentors and coaches
could increase calmness and help individuals improve their professional and personal relationships as taken from The Calm Before the Sale: Calm-Driven Selling Secrets of a Successful Car Salesperson (Tikhonravova

& Khan, 2015). 6 5
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Towers, G., CArr, D. & PouLSEN, J.

Indiana UniversityJMrdue University Columbus

Career self-efficacy mentoring for underrepresented pre-promotion faculty

E_ﬁrecﬁve mentoring fov undewepresented, Jpre-promotion facu[ty is an urgent issue facing universities. At Indiana University — Purdue University Columbus (1UPUC), 56% of facu[ty are women, 22% are minorities,
and, as an indicator of working-class origins, 48% are first generation college graduates. In 2015-16, TUPUC piloted a mentoring program on career self-efficacy for this faculty cohort funded with a grant from Indiana
University — Purdue University ]no{iemapo[is' Mentoring Academy, To inﬁ)rm the pi[ot, an assessment of mentoring needs was conducted. TUPUC’s uno{ervepvesented facu[ty rated mentoring on research, teacfning,
tenure, and promotion - crucibles of career success — highev than all other suggested needs. The assessment conﬁvmed that fov these faculty, charting a career in the unfamiliarwor[d of academia is davmtivtg Increasing
career self-efficacy, defined as confidence in one’s ability to direct their professional career (Anderson, Goodman & Schlossberg, 2012), was a primary program goal. Program elements included recruiting and pairing
10 mentees and 10 mentors, mentor training, an opening retreat, vegu[ar group feedbaek sessions, focus group assessments, and administration of qua[itative and quantitative fovmaﬁve and summative assessments.

Program assessment showed that mentoring on career se[ﬁejﬁcacy addresses faculty needs qﬁactive[y.

Vrias, G.
University of La Verne

How a mentoring mastermind group was launched & [mp[cmmtcd in Los Amgc[cs

Interest in Mastermind Gvoups is at an all-time high as leaders are [ooking for opportunities to connect with others in collaborative [eaming environments. n the spirit of peer mentoring, a Mastermind Gvoup is
comprised of people who meet regularly to learn from each other, give advice, share connections, and tackle challenges together. In 2013, Veas founded the LA Urban Educators Collaborative as a Mastermind Group that
would pvovide avenue fov educators to stand together to he[p guide and shape co[[ege students who are addressing the societal ills of Los Ange[es thvough service [eamingA Meeting quarterly, this group has now grown
to over one hundred administrators and pvofessors that represent over two dozen institutions. In this workshop, thejoumey of how this Mastermind Gvoup has deve[oped will be outlined, a[ong with a discussion on

what has been able to be accomplished. Participants will leave with an understanding of Mastermind Groups and tools that will enable them to cultivate their own peer mentor network.

Viswanathan, N.
Farmingdale State College-State University of New York

Peer-to-peer mentorship: Bui(d[ng intercultural com petencies ofco“cg e students

Bui[ding intercultural competence of co[[ege students has been an important educational nlajective fov international business educators. Drawing ﬁ'om social [eaming theory, we exp[ore how peer-to-peer mentoring
can develop intercultural competence of American and international college students. Through a pilot program, this study has three primary objectives. First, theoretically, we aim to identify the factors contributing
to successful peer to peer mentoring re[ationship& Second, we exp[ore the impact of peer mentovship on the cognitive process of intercultural [eaming. Third, to build a sustainable program fov [ongfterm implemew
tation, we aim to establish a reliable tool to assess the outcomes of students [eavniwg and intercultural competence fnv both American and international students. The pilot study pairs ten American students with
ten International students based on answers to a questionnaire. Each student in the pair serves as a peer to peer mentor and serves in both mentor and mentee roles. The peer pairs will formally meet with each other
at least three times during the semester, and meet informa[[y on a continuous basis. At the end of the pilot study in May 2016 an assessment of intercultural competence will be carried out. This smdy extends the

undevstanding of social and cultural [earning through Ppeer mentovship, and pvovides an educational environment to foster intercultural [eaming between domestic and international students.

WasT, J., Swanson, K. & CARRr, S.

Mercer University

Cognitive apy)rcn[iceship asa modelfm’ Lmdws[anding the role qfcouching in a doctoral program

This papevﬁ)cuses on our work uﬁ[izing the model ofcognitive appventiceship (Collins, 2006; Collins, Brown, & Holum, 1991; Collins, Brown, & Newman, 1989) to understand the role ofcoaching in the transﬁ)rmative
[eaming of doctoral students. Many doctoral students are not conﬁdent writers, and some even stmgg[e with the shft to scho[arly academic writing that is vequived at this educational level, particu[ar[y in dissertation
writing (Leichty, Schull, & Liao, 2009). Cognitive apprenticeship provides a way to understand that development, both for the students and for faculty members who work with them. Like apprenticeship in traditional
trades such as woodwovking or baking, cognitive appventiceship involves the appvenﬁces’ leavvting under the close supervision of expert mentors, gradua[[y gaining independmce, wovking thvougln prob[ems, and
bui[ding their own expertise. In cognitive appventices'aip, the [eavnivtg is internal, mental work; therefove, facu[ty mentors must intevttionaﬂy design experiences to make their internal academic work visible. Mentors
must provide progressive levels of autonomous practice at the skills required for success. In cognitive apprenticeship, this practice and support take the forms of modeling; coaching; scaffolding; articulating and
veﬂecﬁng; and trzmsfevring and exp[oringA We have come to understand that it is the coacfning, in pa‘rﬁcular, that oﬁen creates what Mezirow (1991 ; 2006) called a disovienﬁng dilemma that can u[timate[y lead to

signiﬁcant growth for the learner.

7.AMORA, H. & MARTINEZ ROGERS, N.
University of Texas Health-Science Center- San Antonio

Fostering dcvc[opmcnta[ velationsh ips

The Cultural Inclusion Institute was founded in2013 to bving togethev local, state, national, and international scholars, leaders, and experts to excfaange information on diverse issues regard'mg culture and sociaUusﬁce,
such as, the social determinants of health. The institute recognizes the importance of advocating for individuals’ rights of presence, identity, and expression. 1t hosts an annual conference where interprofessional
educators, practitioners, administrators, researchers, and students meet to exchange knowledge, expertise, and research. This collaboration facilitates the dissemination of innovative, dynamic strategies to integrate
cultural inclusion into education, practice, health care, and communities. The conﬁarences include information sessions that promote cultural inc[usivity g[oba“y They provide avenue where attendees, inc[uding nurses,
doctors, social workers, educators, administrators, and lawyers, can participate in scholarly dialogue and networking. Models of developmental velationships that focus on mentoring, coaching, and sponsorship guide
the conferences. A fundamental aim of the conferences is to promote cultural inclusivity in the development of informal and formal academic, organizational, and community relationships among its interprofessional
attendees. This presentation describes the founding and emergence of the Culture Inclusion Institute. The [eam'mg objecﬁves are: Describe the found'mg and emergence qf the Cultural Inclusion Institute. Deﬁne cultural

inclusion and developmental relationships.Describe the lessons learned in planning and hosting annual conferences.
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ZHANG, ].
University of Texas- Medical Branch

From research topic to master thesis: A progressive, mentoring and coaching collaborative

The Master of Science degree in Clinical Labovatory Science (CLS) in UTMB’s School (f Health onﬁassions is designed to prepare the clinical [abomtory scientist for a career in research, teaching or management within the
field of clinical laboratory medicine. There are three tracks available to students from different educational backgrounds with the goal of earning a Master of Science (M.S.) degree. These are (1) M.S. for individuals possessing a
Bachelor of Science (B.S.) in CLS, (2) M.S. in Transfusion Medicine for individuals possessing specialists in blood banking, and (3) M.S. for individuals with no CLS background. Tracks (1) and (2) offer the choice of on-campus
or distance classes while track (3) is only o_ﬁteved on-campus. All of the tracks require a thesis to be written and pvesented for covnp[etion of the program. The CLS depavtvnent deve[oped a progressive mu[tifvnentoving model
to help students succeed in CLS master program. The progressive multi-mentoring model includes a thesis chair; a course instructor, and master program committee from CLS department of clinical laboratory science and
research mentors ﬁrovn a clinical setting. The mu[ti—mentoving model oﬂevs research project deve[opvnent and psyehosocia[ support as well as being vole models ﬁ)v the student. Student outcomes show Covnpel[ing evidence that

this mu[ti—vnentoring model meets the needs of students and makes eﬁtecﬁve use of clinical [aboratory resources. This vnu[ﬁfvnentoring model has proven to be more successﬁ,([ thana single individual mentoring ve[ationship.

CARrr, M.
University ofNorth Caroﬁna—Wi[mington

SCU'—M(’ntormg: Learning How to Use the Love Child Qleenfor[ng and Coaching

Se[ﬁmentoring, the act of [eading onese[fin an unknown environment is the practice of deve[oping individuals as coaches and mentors. Oﬁ:en viewed as a blend of Coaching and mentoring - se[f—men’[oring highﬁgnts
the best techniques from both practices so individuals can apply both coaching and mentoring skills independently and as needed (Carr, 2015). One manner in which self-mentoring contributes to the development
of any individual, whether a nurse, co[[ege professov, teacher, pvineipa[, real estate agent, or high school student, is througfn increased conﬁdence and self»eﬁieacy (Band & Hargreaves, 2014) derived ﬁovn being in
control of their own success. When the se[feﬂ:lcaey of an individual increases, the e_[ﬁcacy of those around them increases (Bandura 1997), promoting nigner levels of performanee Those involved in over ﬁve separate
self-mentoring studies harvested benefits of self-mentoring through augmented motivation, but analogously in work-wide leadership roles (Carr, 2014; Bond & Hargreaves, 2014, Carr, Pastor, & Levesque, 2015; Carr,
2015). This paper will elucidate how to use self-mentoring to increase confidence and efficacy in any role. It begins with an overview of self-mentoring inclusive of theory and the results yielded from the research studies;

se{ﬁeﬂ(cacy and conﬁdence as it relates to individual [eadevsnip; and how self—mentoving supports the deve[opvnent of leaders in any settings and organizaﬁona[ citizenshi}a.

CruELL, G.
Ethnos Leadevsh'qo

Ethnos Leadership—]\’laking A D@ﬁermce T’ﬂ’ough Authentic Mentorsh ip

The word nations in the ovigina[ Greek fovm is ethnos. Ethnos may be deﬁned as a group of peop[e bound together by the same customs, conduct, [anguage, behaviors or other disﬁngulishing featwes. According[y, the
Ethnos Leadership Process (ELP) isa princip[e-centered [eadevsnip deve[opment Jprocess that is relevant in any context, situation, environment or organization. At the core of the ELP process is vnentorship, The premise
of Ethnos Leadlership (EL) is that leadership and mentorship are the opposite sides of the same coin. Leadership is genuine when mentorship is the quintessential fundamental element. The partnership of leadership
and vnentorship isa symbiotic re[aﬁonship that cannot exist without the other. As such, the ELP begins with puvposefu[ re[ationships that leads to authentic accountabi[iﬁy that is the mentoring leader’s professiona[
vesponsi’aiﬁty The focus of an Ethnos Leader is to expand one’s perspective of [eadership ’ay ’aecovning an intentional multi-ethnic, vnu[ti-genevationa[ inﬂuencer shaped ’ay a self-eva[uating and seU‘-reﬂecﬁve leadership
process of discovering, developing, and discipling (mentoring) that makes a difference. Whether a leader for many years or a new emerging leader, EL is a blueprint to reinforce, strengthen, and sharpen leadership
skills by exploring what it means to be (character), become (capabilities), and do (competencies) in any environment or organizational setting. Two questions will provide focus for this paper and assist in understanding

the philosophy that undlerlies the ELP: (1) What is Ethnos Leadership? (2) Why Ethnos Leadership?

Caske, V. M. & MarTINEZ, M.

Escuela Superior Politécnica del Litoral-Guayaquil, Ecuador

An unexpected consequence — Mentoring the next generation of scientists in Ecuador

Building on prior site-specific research, this case study explores the impact of mentoring on college students in Guayaquil, Ecuador through Semillero, a five-week summer program that is offered to the community’s
youth (ages 5-14). By participating as mentors, 36 college students have learned important life and professional lessons concerning their involvement in their community and the power they have in influencing the
next generation of scientists, mathematicians and engineers. The fundamenta[ ob_jective of the Semillero is to fostev a positive attitude of new generations towards the natural sciences, engineering and mathematics
through experimentation and play. As part of their graduation requirements, ESPOL (Escuela Superior Politecnica del Litoral) students must complete 160 hours of service learning; many students choose to participate
in Semillero, to ﬁAlﬁ[[ some of these hours, and/or because tney are interested in its concept. Mentors work c[ose[y with experienced professovs dwing the ﬁve weeks to support them in teacning the younger students.
anougfa an analysis of observations, surveys, and fovma[ written reports by Semillero’s co[[ege students, researchers gain 'msignt into the motivations fov participation, experiences during the program, and the impact
of the program on its mentors. In addition, vesearchers develop a better understanding of how to recruit college students, how to better prepare them for the mentoring experience, and why it is necessary to have more

covnpvehensive collaboration activities in advance of student participation.

DanieLs, G.
University of Alabama

The Power of Mentoring and Coaching Young Men of Color: Reflections on Three Initiatives

One of the highlights of President Obama’s second administration will be the launch of the My Brother’s Keeper Initiative. In February 2014, the President challenged the nation to address persistent opportunity gaps
faced by boys and young men of color and ensure that all young peop[e can reach their fuu potenﬁaL To pvovide outreach to these men of color, the phi[anthropic community vesponded by committing millions of
dollars. This presentation focuses not only on one such initiative—The West Alabama My Brother’s Keeper Initiative, but also the role played by the presenter as assistant dean in leading mentoring efforts through
his role as a faculty adviser to The Collegiate 100, an affiliate of 100 Black Men of America, Inc. Additionally, this administrator works with an elementary school journalism program, where half of the participants are
Aﬁican American males in grades two to ﬁve. This session examines these three initiatives that involve coacning and mentoring in three diﬂerent ways. The “Collective Tmpact” model was important to imp[evnent a
series of Youth Engagement Sessions that made up the West Alabama My Brother’s Keeper Initiative. Additionally, the presenter serves as faculty adviser for The Collegiate 100, an organization of black males, many of
whom are early in their college careers. Still, the Oakdale Eagle elementary school initiative requires one to “turn on” young men to potential careers in a co-ed environment. The presentation compares and contrasts

the appvoacfaes taken in each of the three initiatives.
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Firzry, N. & Lacaci, M.
University ofOttawa

Translation and Validation of the Reverse Mentoring Scale Among Canadian French Workers

Reverse mentoring is an innovative approacin to promote ieavning and faciiitate intevgenevationai interactions at work (Hewieti, Sherbin, & Sumberg, 2009; Meister &Wii[yevd, 2010). It consists of pairing a young, ju-
nior employee — mentor to share expertise (e.g. technology skills) with an older, senior colleague of experience — mentee (Allen, McManus, & Russell, 1999; Kram, 1996; Kram & Hall, 1996). There are very few known
tools to measure the outcomes of reverse mentoring, particularly in French. The purpose of the current studies is to translate and validate into French the reverse mentoring scale initially developed by Chen (2014).
Psychometric properties will be verified relying on two samples of native French-speaking participants from public and private companies in Canada. The properties of the translated scale will then be compared to
those of the oviginai scale. The cross-cultural validation pvoceduve proposed in Vallerand (1989) will be pvesented to determine the reiiabiiity of the translated scale and veviﬁ/ its psycimvnetrics properties. An Expiovf
atory Factor Analysis (Study 1) will first be conducted to get a sense of the structural factor of the scale. Finally, relying on Chen’s (2014) results, three factors are expected to be found through the Confirmatory Factor
Analysis (Study 2): career development, psychological support and role modeling. The translated scale will help establish an empirical foundation to quantify reverse-mentoring French programs in the Canadian

WOYIQP iaces .

Keywovds: reverse mentoring, translation and validation, Frenciifspeaking participants, Expioratory Factor Anaiysis, Conﬁrmatovy Factor Anaiysis

YArBrOUGH, J.
Texas Tech University

Franklin, Foundations and Unj itered i\'icniorsiiip

Benjamin Franklin’s quote, “Tell me and 1 forget, teach me and 1 may remember, involve me and 1 learn” oﬂers insigi'it into effective mentoring experiences. Mentoring should surpass “tell me.” Mentoring should surpass
“teach me.” Mentoring should be about inclusion of the protégé, in the process, with the goai of ieavning. Organizations that establish and deveiop inclusion mentoring and “unﬁiteved mentoring” programs, will
experience awide range of returns on their investment (Buddeberg-Fischer, 2006; Kasworm, 2010; Gotian, 2016). While, the benefits are clear, the formula for building, fostering and sustaining an “unfiltered” mentoring
veiaiionsinip is somewhere between i/iazy to ongoing trial and ervor. Herein we exp[ove an overview of ﬁmr professionai mentoring veiationsinips and the fow points identiﬁed by the author which combine to create
@f‘ective unﬁitered mentoring reiationsi'iips: Point One- Benjamin Franklin’s Yeiationsi'iip to mentoring. Point Two- Aiigned Mentor/Mentee Values Point Three- Mutual Wins, Hones Communication, Acceptance of
Development Point Four- Explain the significance of the formation process for a stable foundation to the mentoring relationship Summarize the value of seeking an inclusion based and “unfiltered” mentoring program

will minimize trial and error in the mentov/protégé experience.

SKURZEWSKI-SERVANT, M.
Mid-State Technical Coiiege

Mentoring: An Integral Part of the Career Journey of Female Leaders in Higher Education

While the number ofwomen attaining ieadersnip positions in i'iiginer education is on the rise, achieving these roles and being successﬁii in them comes with many ci/ia[iengesi Expioved in this presentation is a study
conducted vegarding the career journey of femaie leaders in upper administrative positions in i’iigi'iev education (n=12) ﬁom around the United States. Of paviicuiav focus are the participants’ cxpevienced barriers to
career advancement, the dynamics of their mentoring relationships they participated in — as a protégé and a mentor, their perceived benefits and pitfalls of mentoring relationships, and their reasons for mentoring
others. Addiiionaiiy ﬁ)cused on in this study is each women'’s mentor identity fovmaﬁon process and the meanings each femaie leader holds ﬁ)v their mentoring experiences and mentor identity. These ﬁndings will be
connected to fvivtiaev recent research swrounding mentoring and its impact on women’s career navigation tiwougii iaignev education in both administrative and _facuity positions. Details regavding forvnai mentoring
programs and informal mentoring, as well as information pertaining to additional forms of guidance beyond mentoring (i.e., role modeling, coaching, sponsorship) will be discussed. Also exploved in this presentation

will be the realization and ownevsnip of vnentorsiiip as a part of one’s idenﬁiy and the importance of providing this guiidance fov ﬁiture generations of fevnaie leaders in nigiier education.

GuapaLupk Rios, G., MaNGuAL MarTiNEZ, 1., & OrT1iz LoPEZ, A.
University of Puerto Rico-Rio Piedras Campus

Peers as a Strategy of Primary Intervention in the Mentoring Process

For 50 years the Peer Counseling Program of the University of Puerto Rico has been helping freshmen students in their college adaptation process. Founded in 1966 as a research proposal, the National Institute of
Mental Health wanted to demonstrate that emotionally healthy students, motivated and well oriented have a great potential to give and receive help, promoting a positive and significant changes in them, in other college
students and all the community. Our goai now is to pvovide a selected group of students with an intensive ieavning experience, supervised, expevientiai, and enthusiastic that will iae[p them getting involved in their
educational process, i/ieiping other students and serving as an cﬁective liaison between the administration, the facuity, and the students. As part of our services a mui’tidiscipiinavy team of pvofessionai counselors and
social worker train the peers in their development of personal, social and professional abilities while strengthening important social values. Our program has achieved a positive impact inside and outside our campus
pvoviding primary prevention tnrough group meetings, wovksi/iops and institutional outreach. anough a constant evaluation of assessments we have grown as a program expanding our horizon with the goai of i/ieiping
students in their process of adaptation to coiiege iifa Previous studies have demonstrated the correlation of the rate of gradviation and retention of students beneﬁtting ﬁ'ovn the services of a peer student. Recentiy, we

have developed an online platform with the purpose of mentoring high school students, facilitating and empowering them in their college selection process.

Jackson, K., Jousen, L., & DArraH, M.
West Virginia University

Encouraging Sponsorship to Build Faculty Members’ Developmental Networks

Abstract: Women faculty lack sponsors, colleagues who advocate for protégés’ abilities, build their reputations and help them build social capital to provide access to developmental networks crucial for career
advancement. instead, women have been more iikeiy to receive psyciiosociai support or advice ﬁom mentors. The West Virginia L{nivevsity sponsorsi/iip program ﬁmded projects between facuity participants (assistant/
associate professor, tenure track/non-tenure track faculty) and sponsors the participants selected. The program aimed to catalyze a relationship that would propel the participants to their next career stage, generally
promotion or tenure. Aithougi/i open to undewepresented facuity across all discipiines, participants were privnariiy women in STEM ﬁeids. Participants submitted ﬁnai reports describing the pvogravn’s beneﬁts. Three
coders used the Gioia method, an iterative process, to select and group 255 excerpts from 41 veports (submitted over four years) based on types of benefits participants received from their sponsors. Categories included
build social capitai (e.g increase participant’s pvofessionai visibiiity), increase research productivity (e.g. feedback and direct collaborations), and other mentovship ﬁmctions (e.g, advice, support, role models). Sponsors
primarily helped build participants’ social capital through networking with sponsors’ colleagues at conferences. Research collaborations and feedback were the most common benefits listed. Support, advice and other
vnentovsi'iip functions were mentioned less ﬁ'eqvientiy. Thus, the program broadened pavticipants' deveiopmentai networks and strengtiaened the veiationships within the network. We use participants' responses to
suggest best practices for institutional mentoring programs to help women and other underrepresented faculty members build successful developmental relationships that will increase their social capital.
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LEE, S. & Escupier, M.

Austin Community Co“ege

Con‘tpelcncnyased Mentor Support to Foster Re[annship De\/e[opmenl

Co[[ege graduaﬁon/ transﬁzr and retention rates for minority and ﬁvs{ generation students fa[[ behind those of traditional students (DeAnge[o etal, 2011), One solution ﬁ)v the low retention and transﬁzr rates at Austin
Community Co”ege (ACC) is to provide academic and deve[opmenta[ support for students through avariety of mentoring programs. Support _ﬁnv these mentoring programs are provided through a central o_fﬁce and pvovides
the foundation by support new mentors to fill the different student needs. The initiative of this project was derived from a faculty innovation grant proposal to pair students with volunteer mentors working in the field. The
ensuing vesearch uncovered a wide range of existing mentor programs at ACC. They are categorized according to student needs or to the needs of an academic program. Our conversation with stakeholders revealed the
need fov a compvehensive mentor support system that includes training, data collection, a more eﬂ{cient process _fov communication and matching mentors with students. The design of this system involved several academic
and student support offices. Our approach was based on a Delphi study (ACC, 2015) of the key mentor competencies. Our development of the support mechanisms was based on this analysis. The design of the support
mechanisms includes mentor training, a central website to market the programs and share resources, and a web app[ication to support mentor-mentee matching,job exp[ovaﬁon, data collection, and communication ﬁ)v

mentor coordinators and participants. The purpose of this Ppresentation is to give an overview of this design and share the Pprocess of estab[ishing a holistic system to support dwe[opmenta[ re[ationships.

May, K. & BErenaTO, M

Neumann University

Coaching Nursing Students to Success

A peer-coaching model was used to facilitate learning and strengthen teaching skills in senior and sophomore baccalaureate nursing students. The nursing and educational literature suggest that coaching improves
student engagement and pvoduces deepev processing of course content and improved leaming outcomes. Second semester senior nursing students enrolled in a Community Health course were vequived to attend a
sa‘pl’wmove skills lab to reivtfovce teaching af basic skills such as; blood Ppressure, pu[se, and respiration assessment skills with the supervision of facu[ty. The collaboration of the groups pvovided senior students the
opportunity to practice leadership and coaching skills essential to professional nursing practice. Sophomore students were provided with reinforcement of basic nursing skills and the opportunity to engage in a co-

[eaming environment. This activity created a diverse leaming environment for students ﬁom various backgvm,mds to share their unique [eaming experiences and support the success of each other.

Nanez, J.E., Sr.', Gracia, F.", HERNANDEZ, A.%, Rivera, B.", Torres, L., & ZIMMERMAN, D!
'Arizona State University & Caﬁfomia State University-Los Ange[es

Effective Group Mentoring for Student Academic Success and University Acculturation

An academic achievement gap has deve[oped in America, producing an educational divide between low-income students, who tend to be minority without a histovy of family members with co[[ege or university degrees
and higher income students who tend to be European and Asian- Americans with college graduate family members. Although recent data indicate that rates in university enrollment have begun to equalize racially
and ethnica“y, Hispanics and Aﬁ‘ican Americans are much more like[y to attend institutions that lack resources to pvovide them with educational excellence. The gap is so evident that some researchers are using terms
such as “Separate and L{nequa[” to vefer to the considerable dispavity between Whites velative to Hispanics and Aﬁican Americans attending selective col[eges and universities. Enrolﬁng students that veﬂec’t America’s
diversity in all types of colleges and universities is an educational imperative to produce a sufficient number of graduates to meet the expanding needs of the U.S. economy. In depth discussion regarding best practices
and their imp[ementaﬁon fov accomp[ishing this goa[ is urgent. Here we discuss some factors that impede academic success, fo[[owed by presenting some factors that have been shown to enhance academic achievement.
Thivd[y, we present a group mentoring and coaching approach designed to address the academic achievement gap that is in line with growing evidence that co[[eges and universities that are successfu[ inretaining and

graduating academically under-served students, share enhanced academic achievement and university acculturation practices that are coupled with effective mentoring and coaching as a common core.

Persons, C
California State University-Fresno

FemSTEM Friends-Increasing Female STEM College Majors via a Two-Year

Drew-Marie, a college freshman majoring in STEM, arrives at the campus lab for the first time. She takes a deep breath, enters, and sets up her equipment as class begins. The professor calls the class to order. Raising
her eyes to scan the room, she is shocked to realize she is one of on[y fow fema[e students in a lab of twenty—ﬁve, Outnumbered, and fee[ing the outcast, she wonders fshe made a mistake. Will Drew-Marie remain
a STEM major? The national trend for the last thirty years tells us, likely, she will not. Based on Deci and Ryan’s (1975) Self-Determination Theory (SDT), we know when female students do not achieve Competence,
Relatedness, and Autonomy within SDT in selecting a career, they will choose a lesser option where all three needs are met. There is evidence in high school of academic achievement (Competence) and social
acceptance (Relatedness) for female students. But, absent female role models (Autonomy), women choose a different major. The result: male students outnumber female students by a 3:1 ratio in STEM-related college
majors. What could change for Drew-Marie if she had a female STEM mentor? FemSTEM Friends is a mentoring program created to facilitate the transition from high school to college STEM-related majors. Based
on Kram'’s (1983) Four Stages of Mentoring, FemSTEM Friends matches female high school juniors in advanced STEM coursework with local female STEM professionals in a two-year mentoring program. The outcome:

Drew-Marie has the resilience through mentoring to persevere and graduate in STEM.

Rojas, J. P., Nasn, J. B., & Rous, B. S.
University ofKentucky

Design Thinking & Coaching: Empa(hctic Interviewing in Devc[opmcn(al Re[a[ionshi}ds

We will introduce design thinking and the empatheﬁc interview as a new methodo[ogy ﬁ)r bui[ding deve[opmenta[ Ve[aﬁonshi‘ps. Design thinking is a human-centered approach that seeks to addvess comp[ex social and
educational prob[ems with a deliberate and thougfatfu[ solution seek'mg appvoach (Brown, 2008). The design thinking Pprocess includes several iterative p'aases inc[uding empathy and needﬁnding, bvainstorm'mg, rapid
prototyping, and feedback. In our research we used empathetic interviews as a data collection tool for needfinding in coaching relationships between child care providers and their coaches. Coaching is a common means
of providing technical and problem solving assistance to child care providers in states that are actively engaged in implementing Quality Rating and Improvement Systems (QRIS). This systemic approach promotes
qua[ity in assessment, improvement, and communication about the quality of early child care and education programs. We will describe the empatheﬁc interview process used with the “coachees” (child care providevs)
as well as the prototype development process used to meet the needs of providers. These prototypes are currently under consideration for wider implementation by state stakeholders. This particular technique holds
promise as a tool fov those responsib[e ﬁ)r coaching as well as a means of nurturing the deve[opmenta[ re[aﬁonships between those de[ivering child care services and those vesponsib[e fov coaching these providevs to

promote qua[ity. The impﬁcaﬁons of design thinking fov coach'mg will be explored, and practica[ tips for imp[emenﬁng these techniques in any context will be shared.
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STANIGAR, J. & CHAPMAN, D.
North Carolina State University

Using the Indicators of Effective Mentoring as a Needls Assessment for Entrepreneurs

Entrepreneurs are contemporary career actors who need to acquire, dwelop and use a variety of know[edge, skills, and attitudes to successﬁ/l“y create and grow new ventures. To meet these learning needs, aspiring
entrepreneurs seck out developmental relationships to build the necessary social and human capital that foster the growth and survival of the business (Davidsson & Honig, 2003). It is established that mentoring is a
source of gerlera[ advice for entrepreneurs and a channel for new ideas and irlsights to become embodied in the emerging organization (St—Jear\, 2012; St-Jean & Audet, 2012). However, an aspiring entrepreneur cannot
easily assess what kind of mentoring support is paramount in helping them achieve their goals. A recent study investigated the subjective viewpoints of 46 early-stage entrepreneurs using a method called Q-Sort
technique. This card sorting activity allowed participants to expose their thinking on the topic of effective mentoring support. A four-factor solution emerged as the primary finding in this study, meaning there were
four distinct viewpoints in regard to effective mentoring. n addition, the study revealed a set of indicators of effective mentoring support in the entrepreneurial context (Stanigar, 2015). The matrix of indicators shows
what kind of mentoring support is important and unimportant to each of the four viewpoints. During the paper presentation we will p[ace the ﬁrldirlgs in the scho[ar[y literature on mentoring ﬁmcﬁons and app[y the

findings as a tool to assess the needs of entrepreneurs who want to engage in developmental relationships, such as mentoring.

TresiaN, P. F.
Cardinal Stritch University

Faculty Development through a Developmental Relationship Process

There are many ways to view faculty development. This position paper contains content on faculty development that is between a program chair and adjunct faculty, "Faculty Development through a Developmental
Re[aﬁonship Process". Education [eadership is needed to create an environment of se[f—determinaﬁon, while bui[ding a respectﬁ,{[ and trusting re[aﬁorlship between a mentor and a mentee. Deci, Connell, & Ryan
(1989) state that se[fdeterminaﬁon “... means to experience a sense of choice in initiating and regu[ating one’s own actions” (p 580). Aﬂyuncts and Full-Time Facu[ty, through mentoring, coaching, and deve[opmenta[
practices by program chairs, start to sense that they are in control of their actions (self-determination), . .. while developing mutually respectful and trusting relationships” (Lumpkin, 201, para. 2). Combining Decis,
et. al. (1989) definition of self-determination and Lumpkin’s (20m) relationship building, the developmental relationship process may be seen as a process to define faculty control through guidance from the program
chair, and allow faculty to grow and own qua[ity and capability in the classroom. This deﬁnition of facu[ty deve[opment isa prefdeﬁned process that is a part of a [arger faculty [fecycle Faculty Deve[opment will be
shown in context of this larger faculty lifecycle that is the second paper in a four-part series for the Faculty Lifecycle.

GREER, J. & ZICCARDI, A.
i{CARE. Mentoring and Akron Public Schools; iC.A.R.E. Mentoring; a Community that Cares

1mp[cmentmg a Successﬁl[ School Based Mentoring Framework in Ohio’s 5”‘ Largest Public School District; Akron, Ohio

Akron Public Schools is located in Akron, Ohio and is the states’ ﬁﬁh largest district with 22,000 students in 48 bui[diﬂgs. Tn academic year 2014-15 the district looked to streamline and systcwlaﬁca[[y organize the
mentoring services taking place within their buildings, measure the outcomes of mentoring services and promote the positive impact and reach of mentors on youth. A community collaborative team was assembled to
provide the capacity for growth and deve[opment of a district wide mentoring program. This collaboration utilized the seeds from an existing youth mentoring program, “MAN-UP,” with the know[edge and support of
district and community leaders to raise ﬁmding and recruit mentors. The program entitled iCARE Mentoring (Creating Authentic Relational Energy) is focused on bui[dirlg positive purposefu[ re[aﬁonships for the
students of Akron Public Schools. www.icarementoring.org The iC.AR.E. design utilized several key resources: the MAN-UP’s pilot guidelines, The ABC’s of School Mentoring, a 2007 publication of the Hamilton Fish
Institute on School and Community Violence (GWU), the National Mentoring Center at Northwest Regional Educational Laboratory, and How to Build a Successful Mentoring Program Using the Elements of Effective
Practice, from the National Mentoring Partnership, The program is school based and fo[[ows specéﬁc gmideﬁrles of evaluation.

Henriksen, R. Jr.
San Houston State University

Training Mentors for Faith Based Mentoring in a Public School System

In recent years, eﬂorts to help children who are both in the crimirlaljusﬁce system and Alternative Behavior Units in pub[ic schools have moved to using mentoring programs to help those children charlge their current
paths in life. However, little research is available when the program is faith-based in a secular environment. The purpose of this session is to describe a faith-based/secular mentor training program that was developed
to support the imp[ementation of a faith—based mentoring program in a rural pub[ic school system. While the mentoring program itse[fwas for students in grades two through eight who were having prob[ems both
in school and out of school resu[ﬁrlg in poor academic and behavioral pe}formarlce, the program described was the training process and mentoring provided to the mentors of the children. Among the many topics
explored in the training was the cultural and environmental differences between the mentors and their mentees. Through the exploration of these differences, the training provided a way for the mentors to develop their
own persorm[ identities in order to faci[itate deve[opment in the re[ationship between the mentors and their mentees. The primary foms was on he[pirlg the mentors learn how to deve[op re[atiorlshlps with childven tht
led to a reduction in behavioval pro’alems and increased academic achievement. All mentors volunteered though the outreach eﬁ‘orts of a local Christian church. The mentor training process and some outcomes of the

training program are presented. Implications of the training and the need for additional research are also presented.

Jackson, L.
Alabama State University

Pathways to Success: An Executive Leadership Development Initiative for Collegians

The target audience is university leaders (faculty and staff) who interface with students in an advisory or teaching capacity as well as college students who want to understand how to enhance their professional
deve[opment skills while navigating the co[[ege Pprocess. The de[ivery format will be multimedia using Power Point and video. Will also utilize reaHife scenarios that students have experienced as well as showcasing
direct feedback that graduate schools and emp[oyers have shared when it comes to new hires ﬁom the co[[egiate ranks. Proposa[ Content: Coacfaing and guidarlce and how to best market themselves. The learner
will understand how to build and deliver training sessions to expose college students to professional development. The learner will understand sources that they can get current information on graduate schools
and emp[oyment feedback and needs for new emp[oymerlt. The learner will be able to understand the preferred and most impactfu[ way to communicate with students on the topics of persona[ and professiona[
deve[opment. Session Outline: This is a workshop focusirlg on ways facu[ty and staﬂ can structure professiorlal dwe[opment opportunities to enhance co“ege students as t'ney continue to go through the process of
learning. 1. Overview: The Definition of Talent (graduate school, professional school, employers) . 2. Sources for professional and personal development. 3. Technology and media that can support the development of

training. 4. Case Studies (interns, full-time hires and graduate/professional students. 5. Present a structure to deliver personal and professional development.
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Ticuy, M.
University of Northern lowa

Dynamic Pathway to Leadership Development: The Multicultural Leadership-Mentoring Program

There has never been a more important agenda for society and educational organizations than to deve[op the next generation of talent and [eadevsn[p for our communities and worlqa[aces. Tn an era when so many of
societies systems and organizations ave facing enormous challenges it is essential for individuals to become leadlers in their own right and become empowered to create the change they want to see in the world. One of the
major groups that has been most disenﬁanckised ﬁrom the higher power pat'nways to mentoring, talent deve[opvnent, and pevsona[ [eadevslnip deve[opvnent are ﬁrst generation co[[ege students and students of color. In

an e_ﬁrovt to reach these young peop[e who have so oﬁen been overlooked by the historical pipe[ines _for persona[ [eadevsnip deve[opment a partnevs'aip was created between three unﬁke[y partners in the Upper Midwest.

Crark, C.
Ubiquity University

Longing and Be[onging in the Contemporary World: Mentoring as Mooring

As human beings, we [ong for a deep connection that fosters a sense of be[onging within us, hea[ing our sense of isolation ﬁ'om one another and the natural world around us. The British poet David Whyte observed:
"Longing is the transﬁgwation of our aloneness." When we mentor another human being, our goa[ isto transﬁgwe their aloneness foy picking up the pieces of their ﬁ'agmentation, integrating all the disjointed pieces
within a place of wholeness and well-being, moving from isolation to intimacy. The Irish poet and philosopher, John 0'Donohue noted: "There is a huge abyss within every mind. When we belong, we have an outside
mooring to prevent us ﬁ’om fa[[ing into ourselves." The essence of mentoring is to ski“ﬁ/{[[y provide this outside mooring with beauty and emotional inte“igence and to take another individual within the circle of a
psycho[ogica[ embrace that creates order and a sense of be[onging, fnv those in an active mentoring Ve[ationsnip. The goa[ in mentoring is to keep those we mentor ﬁ'ovn fa[[ing into themselves, ﬁovn getting lost in their
personal abyss of loneliness and separation. A presentation on the methodology of 'mentoring as mooring,' as it applies to longing and belonging in the contemporary world, will be explored within the philosophical
context of the works of David Whyte and John 0'Donohue. During the course of this presentation, attenclees will become familiar with innovative mentoring techniques they can successfully utilize with all those who

enter into their circle of be[onging, opening new practice possi’aiﬁﬁes.

MANDREKAR, J.
Mayo Clinic

Importance of Developmental Relationship for Biostatisticians in Healthcare Setting

Recent[y, statistical associations have started recoghizing the importance of deve[opmenta[ re[ationsnip in the career advancement of statisticians by oﬂev'mg short courses and presentations at national meetings. anl
have started a few pilot programs where the mentor and mentee matching (from diffevent institutions) is done. Statistician in a health-care setting routinely collaborates with multi-disciplinary teams which include
clinicians, nurses, lab scientists, administrators and 1T professiona[s. Primary collaborators here are busy clinicians, who are expected to engage in research. Eﬁcﬁve communication, managing resources and meeting
expectations thus become the necessary, fovmu[a fov success. One has to pick up these skills while on the J'ob. Deve[opmenta[ velationship is critical to this [earning Pprocess. With need for diverse set of interactions and
expectations, a team of multiple mentors may be needed to cover different domains in such complex work setting. These may includle senior biostatisticians, clinicians, administrators etc. Roadmap needs to be developed
so that team members are able to spend time with the mentee vegu[av[y to groom them ata scienﬁﬁc, academic, personnel and time management. This process should involve assessment of the comp[ete portfolio of the
biostatistician at least annua[[y and encouragement of the facu[ty to attend clinical meetings (netwovking). Some such eﬂorts done in academic medical center setting and insights ﬁ'ovn pevsona[ experience as mentor

and mentee will be discussed. Novel ideas and strategies for effective communication, making organizational impact and navigating through career path will be.

QUINTANA, A. & Ramos-Diaz, M.
Pacﬁc Northwest University of Health Sciences

An Update on the Roots to Wings Mentoring Program: Creating a Health Science Degree Pathway

This is an u‘pdate on the Roots to Wings mentoring program which was pvesented at the University of New Mexico mentoring confevence in 2015. This article will present how the program grew, cnanged, what we
learned from this expansion, and where we are heading as we plan for the third year implementation. The foundations of the program was to expose junior and high school students living on the Yakama Nation
Reservation to careers in the health field and it remained a key component of Roots to Wings. Additionally, co-mentoring was strengthened as this year the program included the Yakama Nation Tribal School (YNTS).
The partnerships between Pacific Northwest University (PNWU), Heritage University (HU), Mt. Adams School District (MASD) and the Yakama Nation Tribal School (YNTS) gave birth to a deeper understanding of the
Yakama's values and traditions. These partnerships broadened the circle of influence and opportunities for Native American students and other underrepresented populations of the Lower Yakima Valley by providing
them opportunities they would otherwise not receive such as partnering with the National Institute of Health (NIH) Summer Internship Program (SIP). This presentation will provide the data supporting the growth,
changes and outcomes of the second year of the Roots to Wings mentoring program.

WeLLs-Epwarps, A., Evans, T., & Munoz, L.
Everett Community Co“ege

Engaging the “Reluctant Mentee”

At Everett Community Co[[ege (EvCC), we have ivnp[emented a successfu[ mentoring program fov new Adjunct Facu[t}c In our fowth year of a ﬁve~year fedeva[ grant, we have valuable lessons to share. Our program
pairs experienced faculty mentors with new Adjuncts in their first quarter at EvCC. Not every new faculty member is initially veceptive to this mentoring opportunity, however. In this session, we discuss current research
on the essential mentor/mentee re[aﬁonship and oﬁEV ideas ﬁ)r engaging the “reluctant mentee.” Key to the success of a mentoring pavtnership is the fuﬂ investment of both sides; because mentoring is sometimes a
mandatovy component of emp[oyvnent, the parties are not a[ways equauy invested at the start. Typica[ conversations around mentoring assume the eager participation of all involved, so this is an important discussion.
Tn our presentation, we explore the dynamics and paradigms around the basic mentor/mentee partnership and examine the causes of hesitation or resistance among mentees, as well as offering possible ideas for
increased protégé engagement in the mentoring process. Factors preventing fu“ commitment to the pairing vary but all revolve around “culture” of varying types. Signiﬁcant[y, itis on[y thvough the fuﬂ investment of

both mentor and mentee that the maximum potenﬁa[ of the velaﬁonsfaip can be reached, which is what makes this dia[ogute (and our session!) essential. In addition to being UNM conference alums, we are ﬁ'esfa ﬁom

hosting our own ﬁvst annual mentoring conference at EvCC and are eager to share our deptn of experience with UNM con_f(arence participants!
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Hucnes, J., Fuentes, D., & PaoLEra, M. D.
Pacific University School of Pharmacy

Mentorship at all Levels: A Culture of Mentorship in a Health-Professions Degree Program

OBJECTIVES: 1) Conduct an assessment of current mentorship, 2) Describe formal and informal mentorship practices for faculty and students, and 3) Use data to refine the mentorship programs. PROCESS:
Mentovship was sought out independent[y by facu[ty and students. Student and Facu[tyfdriven appvoaches worked with the program’s administration to deve[op initial mentorship methodologies. Both student and
facu[ty mentoring programs have imp[emented surveys to assess futw’e needs and improve their appvoaches. Facu[ty needs arose ﬁ'om being anewer program with many junior members, while students wanted peer
mentorship in addition to faculty mentorship (from assigned advisors). For faculty, a task-force assessed needs and initiated a formalized mentoring program. For students, organizations developed their own processes
to connect mentors-mentees across cohorts. For facu[ty mentoring of students, improvement was informed by survey data, facu[ty feedback, and accreditation requirements. OUTCOMES: Facu[ty Yepovted hlgh initial
interest (83%) in deve[oping amentoring program. Facu[ty favored a vo[untary program, a ﬂexib[e structure, and a seU‘-se[ected peer-mentoring approach. The faculty program had 86% participation (year one) and
79% (year two). Additionally, 85% of faculty reported value-added from informal mentors. Student surveys showed a preference for loosely structured meetings (66%), also suggesting peer mentorship occurred more
frequently in a one-directional manner (58%). Formalization of the faculty-student mentorship relationship led to an increase in students’ feelings of faculty support. IMPLICATIONS: A program-wide mentorship

culture can be of benqﬁt when students, facu[ty, and administration approach mentovship from mu[tip[e directions. Continued forma[ized activities and events are necessary to maintain a culture of mentovship.
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Sousou, J.
State University of New Jersey-Rutgers University
Santa Ana A

Transformational Leadership Theory in a Mentorship Program to lmprove Leadership Skills

This project is a pi[nt study based on Bass (1985) transfovmationa[ [eadevship theovy, 1t is based on idealized iwﬂuevtce (attributes and behaviors), inspirationa[ motivation, intellectual stimulation, and individualized
consideration. This theory has been identified as having positive influence on leadership performance, follower performance, and job satisfaction. The problem identified is the lack of a peer mentorship program at
a southern New Jersey nursing school guided by this particu[av [eadership theory with a focus on improving [ea,dership skills. A Two Phase pilot study, in which a Mu[tifaciov Leadership Questionnaire (MLQ)‘was
incovpovated as baseline and summative evaluations, was rendered to assess [eadership tendencies. Phase 1 was the baseline in which no part of the theovy training session was rendered to upper level nursing students,
while Phase 11 had the implementation of theory training. During both Phases, upper level students volunteered time mentoring lower level students in available campus skills and open lab sessions. Results do not show
statistica[[y signiﬁcant data demonstrating improvement of clinical [eadership skills aﬁer imp[ementaﬁon of theory training. lmp[icaﬁons suggest broadening the scope of participants to other health-related schools
fov a [avgev N, number of participants, and more heterogeneous popu[ation, revising the session [earning objecﬁves, and considering incorporating other [eadership theories dwing the session. This pi[ot study asked

whether clinical leadership skills improve among both upper and lower level nursing students after implementation of a training session guided by transformational leadership theory.

McLeLLaN, M.
Wright State University
Santa Ana B

What's in your Knapsack? Community Engaged Minors as Settings for Student Success

Thetitle of our study works off of a well-known article about White privilege, by Maclntosh. She discusses White privilege as a backpack of assets that Whites usually unconsciously have access to. Universities and colleges
stmggle with how to support ”highfvisk” students—such as ﬁrstfgeneration, undewepvesented minorities, and low-income students—as well as to deve[op meaningfu[ inclusive experiences that enhance [eaming ﬁ)r
all students. There is a lack of empirica[ work that examines community—engaged academic programs as settings to support “faigh-visk" students. In this Ppaper, we discuss community-engaged undergraduate minors
as sites where these students may find that they carry crucial resources in their knapsacks and where students can come together to build, share, and use skills to contribute to social change. The American Association
of State Colleges and Universities selected five institutions to develop an "Urban Civic Minor." The initiative was based on the model of the Public Achievement program pioneered by Harry Boyte and Dennis Donovan
at Augsbwg University and the University of Minnesota. At inght State University, the Youth and Commvmity Engagement is situated in the Co“ege of Education and Human Services and the core courses are cross-
listed with or offered through the Department of Urban Affairs and Geography. The WSU minor, like other programs, struggled to attract the undergraduate education majors targeted by AASCU; however, across our
threefyeav collaboration, faculty ﬁom all campuses veported a highf[eve[ of minority student enrollment. This pattern is consistent with the WSU Nonpvoﬁt Administration cerﬁﬁcate, another communityfengaged
minor. These programs Ye[y heavi[y on student interactions with facu[ty, community, and Ppeer mentors. Students are involved in sevvice-[earning or co-curricular projects in urban settings. Students in the Urban Civic
Minors serve as "coaches" to urban youth engaged in community change in classroom or afterschool settings. As we have seen, students who may have educational disadvantages have experienced challenges that lead
them to store distinctive forms of "cultural wealth" in what the "knapsacks" that they carry with them to higher education. Community-engaged programs offer both intensive, high impact relationships with faculty and

community members and opportunities to [everage this cultural capita[,

SKURZEWSKI-SERVANT, M.
Mid-State Technical College
Acoma B

Mentoring: An Integral Part of the Career Journey of Female Leaders in Higher Education

While the number of women attaining leadership positions in higher education is on the rise, achieving these roles and being successful in them comes with many challenges. Explored in this presentation is a study
conducted regard'mg the career journey of fema[e leaders in upper administrative positions in higher education (n=12) from around the United States. Of pavticu[av focus are the participants’ expevienced barriers to
career advancement, the dynamics of their mentoring relationships they participated in — as a protégé and a mentor, their perceived benefits and pitfalls of mentoring relationships, and their reasons for mentoring
others. Additionally focused on in this study is each women’s mentor identity formation process and the meanings each female leader holds for their mentoring experiences and mentor identity. These findings will be
connected to fwthev recent research suvrounding mentoring and its impact on women's career navigation tfnrough fnighev education in both administrative and faculty positions. Details regarding formal mentoring
programs and informal mentoring, as well as information pertaining to additional forms of guidance beyond mentoring (i.e., role modeling, coaching, sponsorship) will be discussed. Also exploved in this presentation

will be the realization and ownership of mentorship as a part of one’s identity and the importance of providing this guidance for future generations of female leaders in higher education.
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BeHRrENS, S.
Bem(oﬁi State University

Luminaria

First Generation: Bui[ding a Community While Provid ing Co“egc Access

Our mentoring program, one component of the Upward Bound program at Bemioﬁi State Llnivevsity, provides ﬁrst generation and/or low income students with unique resources aimed at fostering the desire and
abi[ity to pursue post—seconda}'y education. The students we serve are ﬁ'om seven area high schools, covering over 200 miles and three American Indian Reservations The program provides positive role models, improves
students’ self-esteem and confidence, and creates a relationship with higher education. All components of our program involve college students as mentors for our students. With only 45% of the seven area high
school graduates envolled in postsecondaly education in 20m, we hire mentors who are students cuwently envolled at BSU. This unique experience of having a mentor that is a current co“ege student makes the dream
a rea[ity for our L{pwavd Bound students. In this presentation, 1 will high[ight our training tools, call week [ayouts, Back to Campus activities, and the six week summer program, and address cha“enges we face with

participation in our program.

GouLEr, J. S.

Ecole des Hautes Etudes Commerciales-Montréal
Alumni

Mentoring as a Pedagogical Approach

This article reflects on mentoring as a pedagogical approach. Mentoring is used to be seen as a practice related to professional activities. However, it is also used as a pedagogical approach in academic environments.
First, we discuss the role of teachers in mentoring at an individual level. Also, how mentoring could be used in the classroom. We plaee emphasis on the teaching of management and [eadership as a context to study
mentoring as a pedagogica[ appvoach, Then, a case is pvesented as an examp[e. Fina[[y, we present a ﬁzw suggestions for various mentoring practices in the classroom, and the importance of an academic institution’s
involvement in mentoring programs. We propose that each academic institution supports the training of teacher-mentors, develops a network of contacts for students, and encourages a range of mentoring approaches

to education level: between students and teachers, among teachers, and between teachers and their academic institution. Key words: Mentoring, mentor, pedagogy, pedagogica[ appvoach, teacher-mentor, leadership

Jongs, P.
Kent State University
Isleta

Coachimg: Clients ave the Experts offheh’ Lives... Reﬂedivc. S(’U;discowry. Success!

The essence of coaching is to create a trusting environment for others to open themselves to New Possibilities and Options through Self-Discovery to Increase Success ... At Kent State University this is Success Coaching!
Success Coaching focuses on creating [Efe balance thvough providing a space for students and non-students to gain insight into how one sees his/her world and to discover factors that iwﬂuevtce decision-making
to ultimate determine if his/her decision-making is working well. Success Coaching is about the student. Student: Vision. Goals. Success! ... Defined by the STUDENT. Developing effective goal-setting, confident
decision—making and critical pvob[emfsolving begins with a trusting environment and a muma[[y Yespectfu[ coaching re[aﬁonship that supports making se[ﬁdiscoveries, increasing se[ﬁawareness, and being open to
new possibi[ities, options and new ways of tfainking to increase success. Success Coaching honors the student as the expert of his/her [ife. This being the core element for dweloping a trusting and respectful coaching
relationship. Methodology, assessment and evaluation practices will be reviewed reflecting Success Coaching populations of different nationalities, gendler, etc. Studlent testimonials will be shared. Through Success
Coaching, students recognize, embrace, and, begin deve[oping inherent skills, talent, gifts, creativity, and Vesourcefu[ness to inspire and maximize their individual potential. Participants will:

1.Exp[0ve strategies to increase the dwe[opment of trusting coaching re[aﬁonships,

2.Increase individual self-awareness through making self-discoveries to assist with enhancing interactions, conversations and the overall coaching relationship.

3.Receive an abbreviated handout of International Coach Federation (ICF) Coaching Core Competency strategies Veady to practice.

RicHarp, S.
Richard Associates Mavket'mg Consu[ting
Fiesta A

Millennial Leaders: Mentoring for the New Generation

How can we fostev leadership qua[iﬁes in the Millennial genevaﬁon? Many young peop[e aspire to lead in organizations. With Baby Boomers in late career and innovative business models on the rise, Millennials are
poised to take a significant role in the workforce. As one of the largest generational cohorts, Millennials will change the way we work. Young professionals are searching for meaningful work and a sense of purpose that
enables them to make an impact. With a lack of experience and skills, young leaders look to seasoned pmfessiona[s ﬁ)r mentoring and guidance ﬁ)r their deve[opment of management proﬁciency, To create increased
conﬁdence in young leaders, role models are necessary to assist in the eﬁ%ﬁcﬁve progression of [eadevship sty[e to ’tmly inﬂuence others. The collaborative as well as competitive nature of the younger generation creates
an opportunity for improvement in communication and strategy with cross-functional implications. Enhancing “soft skills” like social interaction, networking, emotional intelligence, critical thinking, and teamwork,
especia[[y fov a vnu[ﬁ»genemﬁona[ workforce, mentors are able to build on the knowledge and skills a[veady present. Based on over two decades of practica[ experience, we'll have an interactive discussion on how to
cultivate [eadership in Millennials by enhancing their soﬁ skills to dwelop the abi[ity to manage in a multifgenerational wovkp[ace. The new generation will be tasked with the ambitious goal of Vevoluﬁonizing the

work environment for all.

CuLLEN, D.
Indiana University
Fiesta B

Intersecting Relationships: Meta- Synthesis of Nursing Faculty Mentoring Experiences

Human interactions and deve[opmenta[ Ve[ationships are powelfu[ experiences in mentoring Ye[ationships. While academic mentoring fov new nurse faculty tends to focus on the faculty role and their research Jprogress,
little is known about developmental relationships between a nurse faculty in non-tenure track and his/her mentor during a mentoring process in in higher education. The purpose of this study is to meta-aggregate
the extent of deve[opmenta[ ve[aﬁonships vepovted in the qua[itative literature ﬁ)v mentoring nurse facu[ty in the non-research tenure-role. A literature search of pub[ished nurse mentoring qua[itaﬁve studies was
conducted and data ﬁom six studies of high qua[ity were included in the ana[ysis. lnfovmation ﬁ'om each study was extracted inclwiing the method, setting, geographical and cultural context, participants, and data-

analysis techniques used. Synthesis was performed by aggregating experiences with academic mentoring, which describe the robust successes as well as impediments in mentoring relationships. The meta-aggregation
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fovmd Intersecting Relaﬁonships that were both ﬁrulstraﬁng and empowering fov protégés and mentors. Conﬂicﬁng ideals and impressions by protégés were balanced by the mentors’ perspective and communications.

Protégés and mentors initiated a Ye[ationship beneﬁcia[ to both as protégés shed their novice status and became more accustomed with existing academic comp[exities,

Corrins, H.
Texas Woman's University
Acoma A

Supp(cmcnfa[ Instruction and Tutori ng at Texas Woman'’s University

Supp[emevtta[ Tnstruction (S1) is a program designed to support co“ege students as they transition to the rigors of higfaer education coursework. Since the model’s creation in the 1970’s S has grown signﬁcant[y
providing academic support to college students in courses that demonstrate high failure rates. Colleges have adopted this system as a stopgap to reduce student failures and attrition. This paper explores a hybrid SI
system currently operating at Texas Women's University under the title of Supplemental Instruction and Tutoring (SIT). The hybrid system will be evaluated through Banathy’s (1992) three lenses of system analysis:
the system-environment lens, the functions~stmcture lens and the Jprocess lens. Based on this ama[ysis, recommendations will be pvovided to SIT stakeholders as a systematic appvoach fov improving and sustaining

the program.

SANTILLAN-JIMENEZ, E.

University of Kentucky
Sandia

Using Research Center-Based Mentoring to Increase Minority Participation in Engineering

Although a diverse workforce is considered critical to the advancement of science and engineering, assuaging the underrepresentation of minorities in these fields remains challenging. Mentoring is an effective tool for
improving academic pel(formance that has also proven Capable of attracting and retaining minority students. However, albeit some reports exist on the mentoring of minority students in engineering, work in this area
is still inchoate. For instance, there is a lack of literature on the potenﬁa[ beneﬁts of faousing these programs in research centers relative to traditional engineering departments, The latter is unfortunate, since research
centers commonly display a number of characteristics that make them an ideal venue for mentoring initiatives designed to increase minority participation in engineering, including higher research staff-to-student
ratios, the absence of the role strain caused by the teaching and administrative load of facu[ty, and hlgh[y topica[ research povtfo[io& Notab[y, a mentoring program based at the University of Kenmcky Center for
App[ied Energy Research is cwrent[y striving to ﬁ[[ this know[edge gap, the emphasis being p[aced on addvessing the shovtcomings fovmd in previous mentoring studies. Indeed, both cross-sectional and [ongitudinal
components have been included in a quasi-experimental design comprising multiple controls. In addition, both objective (e.g., GPAs and retention rates) and subjective (e.g., feelings of integration to the university
environment and opinions on the importance of having amentor of the same race and/or gender) parameters are being monitored and evaluated in order to assess the @fectiveness of this intervention and understand

the lived experience of participating students.

Scumupe, M. & KOERWER, S.
The Commonwealth Medical Coﬂege
Spirit

A Case Study in Appreciative Advising and Positive Psychology for Student Success

The Master of Biomedical Sciences (MBS) Program at The Commonwealth Medical Co“ege (TCMC) pvovides an opportunity for students to exp[ove and prepare for careers in biomedical, pharmaceutioa[ and health
science flelds. Utilizing the theories and practice of positive psychology (as articulated by Dr. Martin Seligman in pursuit of personal growth and a satisfactory life) and appreciative advising (as articulated by Dr.
Jennifer Bloom grounded in positive, open ended discussions between advisor and student) a student success model was developed and incorporated into the Professional Development course content of the MBS
Program fov the 2014-2015 academic year. Student outcomes, speciﬁc to p[acement results in pvofessiona[ school and health-related careers, one year after graduaﬁon served as the foca[ point for measuring student
success. In 2015, sixty-three students graduated and fifty-nine were accepted into a professional school or employed in health-velated careers within one year after graduation. The researchers believe the deployment of

appreciative advising, positive psychology and associated tools, served as a key to the success in student placement. Keywovds: positive psychology, appreciative advising, student success, career p[acement

Loor,].
Ithaca Co“cge
Scholars

Deciphering the Role of Undergraduate Tutors in the Classroom

The Film Aesthetics & Analysis (A&A) course in the Roy H. Park School of Communications at Ithaca College upholds a global standard of screen studies curricula. As one of only a handful of large lecture courses within the
school, it is also suppovted ’my aprivatel [yfumded tutoring program. In the 2015-2016 academic year, a strategic interviewing, training and Vecovd~keep ing strategy was imp| lemented fov this tutoring program. This Ppaper exp[oves
the successes, failures and lessons learned, as well as the scaffolding established for continued growth of this program and potential expansion to support additional large-lecture courses as the school continues to see enrollment
growth. The methodology of this program is based on that of a traditional group formula in which mentors share knowledge with mentees (tutors) over a long period of time to benefit both the group internally and externally.

Of the 10 undergraduate tutors in the Fall 2016 semester, six were deemed “successfu[ and pvoductive" by the teaching team. This led to a vevamped and fovmalized interview and pre-hiring process now being imp[emented.

CONCURRENT SESSION 10:00 AM - T0:45 AM

LEE, S. & Escupier, M.

Austin Community College
Santa Ana A

Competency-Based Mentor Support to Foster Relationship Development

College graduation/transfer and retention rates for minority and first generation students fall behind those of traditional students (DeAngelo et al., 20m1). One solution for the low retention and transfer rates at Austin
Community Co[[ege (ACQ) is to provide academic and dwe[opmen‘ta[ support for students tfarough avariety of mentoring programs. Support for these mentoring programs are provided Hﬂrough a central ojﬁce and pvovides
the foundation by support new mentors to fill the different student needs. The initiative of this project was derived from a faculty innovation grant proposal to pair students with volunteer mentors working in the field. The
ensuing research uncovered a wide range of existing mentor programs at ACC. They are categorized according to student needs or to the needs of an academic program. Our conversation with stakeholders revealed the
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need for a comprehensive mentor support system that includes training, data collection, a more eﬂ:lcient process for communication and matching mentors with students. The design of this system involved several academic
and student support oﬁice& Our approach was based on a De[phi study (ACC, 2015) qf the key mentor competencies. Our deve[opment of the support mechanisms was based on this analysis. The design of the support
mechanisms includes mentor training, a central website to market the programs and share resources, and a web application to support mentor-mentee matching, job exploration, data collection, and communication for

mentor coordinators and participants. The purpose of this presentation is to give an overview of this design and share the process of estab[ishing a holistic system to support deve[opmenta[ re[ationships.

KRAMER, L. & BARRERA, I.
National University & University ochw Mexico
Santa Ana B

Paraclox and 3rd Space: The Forgotten Elements in Successful Mentoring

Successfu[ mentoring involves two major components: the velaﬁonship between mentors and mentees and the tmnsfer of know[edge/ skills ﬁom mentor to mentee. Typica[[y, the mentee is pevceived as the “giver" or he[per
and the mentee as the “receiver” or he[}oee in relation to these components. A review of research evidence by Lord, Atkinson, and Mitchell (2008) on mentoring and coaching deﬁnes mentoring “as ’aeing concerned with
‘growing an individual,’ [presumably the mentee] both professionally and personally. It is linked with professional and career development [presumably of the mentee], and is somewhat characterized by an ‘expert-
novice’ re[ationshi]a, It is not surprising then, two common issues become critical: the mentee’s degree of investment in the mentoring process and the degree towhich the mentee’s unique strengths and capabillties are
tapped and [evevaged to achieve desired outcomes. This Ppresentation facuses on two concepts designed to address these issues: pavadox and 3rd Space, a concept associated with the Skilled Dialogue appvoach (Barrera
and Kramer, 2009). These concepts have been found by the presenters to result in increased mentee buy-in as well as an increase in mentors’ ability to identity and leverage mentees’ unique strengths and talents. The
first half of the presentation reviews selected literature in relation to the two issues identified above. The second half focuses on the benefits of addressing paradox and 3rd Space in mentoring relationships. Specific

strategies fov deve[oping them in mentoring re[aﬁonships will be given and concrete examp[es ﬁ'om the presenters’ experience will be shared.

SterN, M. & GinsBURG, H.

Texas State University
Acoma B

Ajzens Theory of Planned Behavior: Assessing Mentorship in Student Retention

Most analyses examining student success rates for passing co[[ege courses and compleﬁng a degree program emphasize traditional factors like High School Class Rank and standardized tests and are oﬁen used fov
college admissions as a prediction of student success and degree attainment. In our preparatory 2016 literature review of student affairs journals, no theory of planned behavior for degree attainment has yet been
proposed and tested. Ajzen’s (1991) Theory of Planned Behavior (TPB) was constructed to describe and predict the relative strength of psycho-social factors contributing to achieving planned goals. It has been effectively
used with goa[s attainment for medical and health adherence, such as factovs fov [0v1g~tevm exercise, diet, and positive lg‘esty[e chamge (Be[[owsRiecken etal., 2008). As such, the theory appears well-suited to evaluate the
role of mentoring as a factor in college graduation. We predict that the presence of a mentor may be a key element of university retention and students’ degree completion. Mentoring may be equally or more important
than the strength of common factors in A_jzen's theory: attitudes, subjective social norms (e.gq ﬁiends, family), an individual’s pevceived control, and intent/motivation to pursue a plan [eading to goa[ achievement. We
will present a mentoring model and how it may be useful in constructing a new pvedictive instrument to measure the likelihood of obtaining a coﬂege degree among Hispanic students. A quantitative factov ana[ysis is

proposed to evaluate the TPB applied to a student obtaining a college degree and the extent to which mentorship is a key factor.

Icarp, A., THRAKER, S., & SHEPHARD, E.
Bethany Co“ege
Luminaria

Digital Dialogue: A Narrative of Reflective Practices

For the educator, deliberate reflective practice enables professional growth and development. Reflection is a cognitive process that involves active consideration and deliberate dialogue (Sellar, 2013). When video reflective
practice is encouraged, an increased depth of reflection is promoted (Orlova, 2009). For teacher candidates, scaffolding and guidance is critical for an in-depth reflection (Dewey, 1933) (Vygotsky, 1978). A qualitative
content analysis provides a representation of teacher candidate reflective dialogue. The tilization of video to record teaching and employ as a reflective tool enables educators an authentic view of their teaching practice.
When teacher candidates are asked to critically analyze their teaching and are provided with essential questions, it is imperative to discover their zone of proximal development to improve mentoring and increase
learning (Vygotsky, 1978). The codes and categories that emerged in the data analysis provides valuable information that enhances teacher candidate mentoring and advising. The presented narrative is a representation

of teacher candidate concerns, inc[uding pedagogica[ strengths and weaknesses, for an impvoved mentoring and support system.

Towers, G., CARrr, D., & PouLSEN, J.
Indiana University—Pwdue University Columbus

Alumni

Career SeU‘ Eﬂlcacy Mentoring for Pre-Promotion Unde}tRem‘esen[ed Facu[[y

Eﬁecﬁve mentoring ﬁ)v lmder-represented, pre-promotion facu[ty is an urgent issue facing universities. At Indiana University — Purdue University Columbus (IUPUC), 56% of facu[ty are women, 22% are minorities,
and, as an indicator of wovkingfc[ass origins, 48% are ﬁvs’[ generation co[[ege graduate& In 2015-16, TUPUC pi[oted amentoring program on career se!f—eﬂicacy fov this facu[ty cohort funded with a grant ﬁ'om Indiana
University — Purdue University Indianapolis’ Mentoring Academy. To inform the pilot, an assessment of mentoring needs was conducted. UPUC’s under-represented faculty rated mentoring on research, teaching,
tenure, and promotion - crucibles of career success — higher than all other suggested needs. The assessment confirmed that for these faculty, charting a career in the unfamiliarworld of academia is daunting. Increasing
career se[feﬂ:tcacy, deﬁned as conﬁdence in one’s abi[ity to direct their professiona[ career (Anderson, Goodman & Sch[ossberg, 2012), was a primary program goa[. Program elements included recruiting and pairing
10 mentees and 10 mentors, mentor training, an opening retreat, regular group feedback sessions, focus group assessments, and administration of qualitative and quantitative formative and summative assessments.

Program assessment showed that mentoring on career se[f-eﬂ{cacy addresses facu[ty needs effecﬁve[y.
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Lusiant, N. & Fong, A.
Stanford University
Isleta

Maintaining the Intimacy of Coaching while Focused on a Reﬂcction Tool

An @fective coaching velaﬁonship needs to strike a balance between the teacher fee[ing safe to take risks and the coach being able to push the teacher toward research-based best practices. This session will consider
the question, “How can a coaching Jprogram use a rubric to measure a teacher’s growth without negaﬁve[y aﬂ‘ecting the nature of the intimate, invested coaching re[ationship?" The Discussion Reﬂection Tool (a rubric-
like document that includles criteria for high quality student talk as well as a spectrum depicting typical stages that students move through as they achieve greater success with their classroom talk) has been proposed
for use with teachers participating in a feuowship through Stanford University’s Center to Support Excellence in Teaching. The Houyhock Fe[[owship is a two-year experience for secondavy teachers consisting of two
components each year: summer professional [earning at Stanfovd University and virtual coaching duving the school year. The tool was designed for video-based coaching and measures ways in which the teacher is
supporting students on a trajectory towards engaging in rigorous disciplinary talk. Two instructional coaches will facilitate a conversation about this tool and its use through viewing sample videos and participant-

focused collaborative discussion.

Jackson, L.
Alabama State University
Fiesta A

Pathways to Success: An Executive Leac{m‘ship Dew[opmcnt Initiative for Co“egiams

The target audience is university leaders (facu[ty and staﬂ) who inte}face with students in an advisory or teaching capacity as well as Co“ege students who want to understand how to enhance their pvofessiona[
deve[opment skills while navigating the co[[ege process. The de[ivery fovmat will be multimedia using Power Point and video. Will also utilize rea[—[ife scenarios that students have experienced as well as showcasing
direct feedback that graduate schools and employers have shared when it comes to new hires from the collegiate ranks.

Proposa[ Content: Coaching and guidance and how to best market themselves. The learnerwill understand how to build and deliver training sessions to expose couege students to pvofessiona[ deve[opment The learner
will understand sources that thql can get current information on graduate schools and ernployment feedbaek and needs for new emp[nyment. The learner will be able to understand the prefevred and most impactfu[
way to communicate with students on the topics of personal and professional development.

Session Outline: This is a workshop focusing on ways facu[ty and staﬁ can structure pvofessional development opportunities to enhance co[[ege students as they continue to go through the Pprocess of [eaming
Overview: 1. The Deﬁniﬁon of Talent (graduate school, pmfessiona[ school, employevs), 2. Sources fov pmfessiona[ and pevsona[ deve[opmewt 3. Technology and media that can support the deve[opment of training. 4.
Case Studies (interns, full-time hires and graduate/professional students. 5. Present a structure to deliver personal and professional development.

Turts, K. A., WiLEs, L., Hawkins, J., & Rurrin, S.
Old Dominion University
Fiesta B

Mentorship makes the Difference for Nurses Envolled in University RN-to BSN Program

The increasing diversity of the ULS. population requires an educationally prepared nursing workforce from diverse cultural, ethnic, racial, and socioeconomic backgrounds to provide culturally competent, high quality
health care services and address health care dispa‘riﬁes. In Virginia, as in other states, eﬂ‘orts are undevway to increase the proportion of nurses with a baccalaureate z){egree ﬁom 60% to 80% by 2020. The “Eastern
Shore Nurses (ESNs) RN-to-BSN” project was well a[igned with these eﬂbvt& The purpose of the project was to faciﬁ’[ate the dwelopment of a more e’thnicauy and economica[[y diverse and more educated nursing
workforce that is able to serve the health care needs of a culturally diverse rural population. Peer mentorship was employed to support the educational achievement of this cohort of nurses. The authors believed that
Ppeer mentors who have a[ready earned the BSN and thus have walked in their shoes would pvovide the best support to these students. Thewfove, Ppeer mentors were assigneo{ to ESNs who are currenﬂy envolled in the
RN to BSN program. The mentor-mentee ratio was one-to-three. There were ﬁﬁeen mentees. Peer mentors were selected because of their prior educational success as well as their diverse ethnic, cultural, and geographic
backgrounds. Selected mentors participated in formal training that explored the scope and purpose of mentorship relationships, highlighted strategies for executing effective mentorship, and provided information

about how to communicate mentor/mentee expectations. To date, 100 % of mentored ESNs have successﬁ,{[[y comp[eted their ﬁrst RN-to-BSN courses.

CovVELLL B.

University of St. Francis
Acoma A

Using Coaching to Drive Strategic Change in Higher Education

Serving as a change agentisa diﬁicu[t and oﬁen [one[y vole. Motivating emp[oyees and co“eagues to fuﬂy and vo[untavi[y participate in a cfaange Jprocess can be a tough cha“enge especia[[y n [ight of inevitable cynicism
and defiance within organizational structures. Employees fear change for numerous reasons including personal and ego-centric misconceptions about how the change will affect them. However, when change agents
approach their role as a coach, the interpevsona[ connection created he[ps overcome barriers to a successfu[ process. The coach creates an environment conducive to chavxge, This ana[ysis outlines relevant {heovy to
support that change is diﬁicu[t, but necessary, and change within highev education can be used to drive innovation and success. The primary purpose of the ana[ysis is to describe several models for proactive and

purposeful change using coaching as a leadlership strategy. Change is a process, and approaching the process as a coach eases the transition for both the employee and the institution.

CAVALCANTE, R.
Northern New Mexico Co[lege

Sandia

Cognitive Strategies (CBT) as Consultation Tools to Improve Self Efficacy of K-12 Teachers

Teachers who work with students that present behavior problems, in addition to having high levels of stress may also have difficulty implementing effective management and positive behavior support strategies (PBS)
fov their students. Aecording to the CogniﬁvefBehaviova[ (CBT) model, these di_ﬁqcu[ﬁes may be due to teachers’ cognitive distortions that aﬁect negative[y their selffeﬁicacy. Tn order to ensure teachers’ e_ﬁrecﬁveness n
dealing with challenging students, it is important for professionals who routinely consult with teachers to be sensitive to those issues and use consultation/coaching strategies that address their low self efficacy and
cognitive distortions. This paper will discuss the use of CBT strategies in consultation/coaching with K12 teachers, the main tenets of CBT and examples of programs in the literature that have successfully employed

those consultation/ coac'ning strategies.
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Friper, T.
University of South Carolina
Spirit

Mentoring,

Background: A key goal of the National Cancer Institute (NC1)’s Community Networks Program Centers (CNPCs) Initiative (2011-2016) is to train students and early-/mid-career investigators [hereafter trainees],

Training, and Academic Outcomes among Underrepresented Scientists

particularly those from backgrounds underrepresented in science, in community-based participatory research (CBPR) to reduce cancer-velated health disparities. Research suggests that differences in the mentoring
and training experiences of investigators ﬁom underrepresented groups may contribute to national research achievement gaps [e.g, obtaining National Institutes of Health (NTH) Rors]. Purpose: To exp[ore potential
diﬂerences in the mentoring, training and academic experiences of CNPC trainees by undevrepresented status. Methods: Using data ﬁrom web-based questionnaires of 144 trainees ﬁom the 23 CNPC sites in the
US. (70% overall response rate), we conducted descriptive statistics on trainees’ personal characteristics, mentoring and training experiences, and academic productivity (e.g., funded grants) and satisfaction by
underrepresented status, as defined by the NTH. Results: Sixty-six percent of trainees (n=95) identified as being from an NIH-designated underrepresented group. Underrepresented trainees were more likely to be
ﬁvstfgeneration co[[ege graduates (10% vs. 51%, p<o.001), and report ﬁm/ev ﬁvstfauthored pub[ications (m=7+6vs. 4 + 4, p<o.001) in the previous ﬁve years than their nowundevrepvesented counterparts. However,
there were no statistically significant differences in the receipt of NIH Rots (p=0.07) or in mentoring or training experiences by NIH underrepresented status. Conclusion: The CBPR training and mentoring methods

pvacﬁced by the NCI/NIH CNPCs were successﬁ/t[ at bvinging lmdewepvesen{ed trainees on parwiﬂn nowlmdewepresented trainees in terms of securing Ros.

SmircicH, P.
Kean University

Scholars

The Other Side of[he Desk: The Perceived Eﬂéc(i\wncss ofa New Teacher Mentoring Program in Northern New Jersey
Mentoring programs are useﬁ/l[ in he[ping novice teachers link the theory of instruction learned in their teacher Ppreparation programs with the practice of classroom teaching, Six research questions guided this s{uldy:
(a) What was the overall perceived eﬁkcﬁveness of the new teacher mentoring program by the novice teachers? (b) What were their Pperceptions of the types of support that they received ﬁ'om the mentors? (c) the type
and effectiveness of communication used by the mentor? (d) the mentoring program’s efficacy in furthering professional growth (e) its influence on their future plans and (f) the differences in the overall perceptions
of the mentoring program by novice e[ementary, middle, and high school teachers. Data were ana[yzed to describe the @fectiveness of the mentoring program in terms of providing appropriate support ﬁ)r ﬁrstfyear
teachers. The factovs determined to be important to the mentoring program included pvoviding professiona[ and emotional support, ﬁaedback on instruction, resources, reﬂectiovt, and overall support of the induction
program. The perceived effectiveness of the mentoring program was strong in areas of support (informational, emotional, instructional) and professional growth, such as being an effective teacher and affecting student
[ea‘ming. Eﬁ‘ecﬁveness was stronger in the areas of wovking co“abovatively with other teachers and deve[oping pmfessional goa[s than in areas such as he[ping to prepare new teachers fov communication with parents

and p[avming for di_[ferentiated instruction. Results revealed that participation in the mentoring program had a positive impact fov teachers who chose to stay in the profession

PLENARY SESSION | T1:00 AM — 11:45 AM | BALLROOM B

TAMARA THORPE
Organizationa[ Development Consultant

The Power of Mentoring Millennials with Generational Competence

Economic shifts over the last twenty years have made the multi-generational workforce a reality, with up to four generations in the workplace today. Millennials became the largest
segment of that workforce in 2015, and these increasing numbers are creating significant shifts in the workplace. Organizations not only struggle to navigate age diversity, but also
to engage and retain millennial talent. Mentoring is a powerful tool organizations can utilize to develop Millennials professionally and create age-friendly work environments. Of the
Millennials in the workforce, fifty percent are in leadership positions already, and a majority of them feel unprepared to lead. Millennials also report that the skills gained in higher
education contribute just a small percentage to their ability to carry out their daily responsibilities. To feel more confident and engaged in their work, Millennials want hands-on
experience and training which mentoring can provide while increasing productivity, engagement, and retention. The multi-generational workforce requires generational competence and
an age-friendly work environment that draws on the strengths of all generations. The ability to understand and accept generational differences facilitates the mutual respect and equity
necessary to foster successful intergenerational relationships as co-workers and mentors. In this session, the presenter will define generational competence and its role in age diversity
and mentoring, She will discuss the common characteristics of different generational groups and identify specific areas of difference to bridge and commonalities to build upon. She will

then outline strategies for developing generational competence and creating powerful intergenerational mentoring relationships.

CONCURRENT SESSION 1:00 PM- 1:45 PM

Hevvie-Mason , L.
Tarleton State University
Santa Ana A

Bold Women: A Qualitative Examination of an Undergraduate Women's Mentoring Program

After conducting a focus group with women of color about their experiences at a Predominantly White Institution (PW1), it was apparent that college women of color were experiencing internal conflict, low confidence,
and fe[t disconnected ﬁom campus. As a result of this conversation, a women'’s mentoring program was created with the intent of focusing on [eadevship and conﬁdence. Inan eﬁovt to maximize mentoring impact
without draining limited funding and faculty time, a two-tiered program called Bold was created. The program incorporated mentoring with a faculty mentor while emphasizing a group-based peer mentoring
process where women served as mentors to one another. The name Bold was chosen by women in a focus group who determined it was a trait they would need to successfully complete college. By incorporating service
[eaming, speaking opportunities, and outreach, this program steadily grew. %antitaﬁve data showed programmatic success. Within the Bold program, over 80% of women continue on to graduate programs and
the program has 96-100% retention rates annually. Women’s mentoring programs, particularly for women of color at PWIs, are not often highlighted in academic research. To better understand the perception and
impact of a mentoring program for women of color at a PWI, phenomenological qualitative research was conducted. Through interviews, transcripts, and subsequent content analysis, several primary themes emerged:
Empowerment, role of the mentor, culture, and resources. This paper pvovides 'mformation about a two-tiered mentoring program, shares program content, and emphasizes the emergent qua[itaﬁve themes. Keywords:

Women of Color, Mentoring, Predominately White Institutions, Retention Rates, Empowerment, Culture, Resources
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DanieLs, G.

The University of Alabama
Santa Ana B

The Power of;\'lcn[or[ng and Coaching Young Men o{["Color: Rqﬂcd’ions on Three Initiatives

One of the highlights of President Obama’s second administration will be the launch of the My Brother’s Keeper Initiative. In February 2014, the President challenged the nation to address persistent opportunity
gaps faeed by boys and young men of color and ensure that all young peop[e can reach their ﬁA“ potentia[. To provide outreach to these men of color, the phi[anthropie community vesponded by committing millions
of dollars. This presentation focuses not on[y on one such initiative—The West Alabama My Brother’s Keeper Initiative, but also the role played by the presenter as assistant dean in leading mentoring eﬁrorts tnrough
his role as a faculty adviser to The Collegiate 100, an affiliate of 100 Black Men of America, Inc. Additionally, this administrator works with an elementary school journalism program, where half of the participants are
Aﬁriean American males in grades two to ﬁve This session examines these three initiatives that involve coacfaing and mentoring in three diﬂ‘erent ways. The “Collective Tmpact” model was important to ivnp[evnent a
series of Youth Engagement Sessions that made up the West Alabama My Brother’s Keeper Initiative. Addiﬁona[[y, the presenter serves as facu[ty adviser fov The Co[[egiate 100, an organization of black males, many of
whom are early in their college careers. Still, the Oakdale Eagle elementary school initiative requires one to “turn on” young men to potential careers in a co-ed environment. The presentation compares and contrasts
the appvoacnes taken in each of the three initiatives.

Lusiant, N. & Fong, A.
Stanford University
Acoma B

A Two-Year, Two-Tiered Appmach: Proj essional Deve[opmen[ and Coaching

What is the role of coaches in supporting eav[y career teachers in strengthening their practice so that all students have opportunities to learn? What role does sustained professiona[ deve[opvnent have in partnering
fov an optimum [eavning experience and the dwelopment of a network beyond the teacher-coach ve[ationship? Tn this paper we examine the qﬁectiveness of a pvoﬁassiona[ deve[opment model that is based on the
characteristics of practice-based PD (Grossman et al, 2009) and transformative PD (Thompson & Zeuli, 1999) coupled with key ideas about coaching from Aguilar (2013). The program is comprised of a summer institute
that engages the participants in developing pedagogica[ expertise in a core content area, examining issues of equity as a teacher leader, bui[ding community, and deepening content know[edge; and vnonﬂn[y, video-based
and avtfacbbased coaching sessions during the _fo“owing school year. Over the course of eight coaching sessions, participants up[oad videos of their classrooms, share resources, delve into issues of equity, and build a
community with each other. Formative evaluation data indicates that 91% of teachers rated the summer institute as “better” or “far better” than all other PD that they had attended. 94% of teachers rated their coaching
experience as “very good" or “excellent” in being individualized to meet the needs of the teacher. In this session, presenters will illustrate the key characteristics of a research-based PD model comprised of a summer

institute and instructional coaching by snaring exavnp[es and ana[ysis of videos ﬁ'om both the summer institute and the coacning conversations.

Swmirn, L.
Prairie View A&M University
Luminaria

Accountability, Growth, and Excellence: Mentorship Through the AGEs

“When people are held accountable - to themselves and their stakeholders —- tfaings get done. Good t'aings" (Tobak, 2012)4 Oﬁen, the covnfort level of most leaders when it comes to accountabi[ity, especiaﬂy across
workplace generations (Management Mentors, 2012), is to take a more passive approach or avoid disputes altogether hoping that solutions will magically appear and problems will fix themselves. When real issues
are brought to the foreﬁont, leaders ignore or address them indiveet[y by either punisning the party who bvought the issues to bear or trying to solve the prob[em with a collective approach, There is no better way to
learn the art of accountabi[ity than U’wough the coaching of a seasoned mentor and dwe[opmenta[ networks. “As [eavning is the primary purpose of mentoring, accountabi[ity must be a major part of the re[aﬁonship"
(Austin Community College, 2012, p.2). Additionally, accountability requires courageous conversation, and that's no easy feat in leadership and especially reverse generational mentorship. Many theories come into play
inc[uding emotional inte[[igence and persona[i{y types. It tests the limits of mastering C5E (Communication, Collaboration, Conﬂict Management, Creativity, Critical Tninking and Ethics), soﬁ skills that are key to
[eadevsnip excellence (Hairston Green, 2015; Hairston-Green & Smith, 2015). Individual accountability can have both positive and negative conclusions. 1t is the purpose of this text to exp[ore (1) best practices fov keeping

healthy accountability at the forefront of leadership and (2) the influence of reverse generational mentorship on accountability. These, we believe, will support professional and personal pursuits towards excellence.

SALLER, M.
Bratner E[ementary School
Alumni

Creating a School-Wide Collaborative Coaching Community

“Coaching is the art of creating an environment, tnvougn conversation and a way of being, that faci[itates the process by which a person can move toward desired goa[s ina fu[ﬁ“ing manner.” Tim Ga[[wey, Coaching
can achieve what no other professional deve[opment can; it can build will, skill, know[edge, and capacity because it goes into the intellect, behaviors, practices, beﬁefs, values, and ﬁaelings of an educator (Agutilav, 2013).
The strategies used to achieve this can be used by anyone where there is an environment of growth and development of an individual and authentic integration of skills and passion for the greater good. So, why do we
limit the skills of coacning to one personina bui[ding that has the label of “coach”? How can one person tm[y imp[evnent and drive the level of transfownaﬁon that owr modern day education system despevate[y needs?
We believe that fwery staﬂ member is empoweved to learn and imp[evnent the basics of coacfaing, then thvough a collaborative covnvnunity of coaches tfm’oughout the scnoo[, the correct environment will be created fov

authentic, engaging learning that leads to real, school-wide transformation. Learn ways to build the proper environment where all conversations turn into coaching conversations. Participants will be given a year-long

PD schedule that will introduce the collaborative coaching philosophy to your staff and then walk you through the process of developing the conditions for unlocking the true potential of the adults in your building.

Varabez, G.
Ca[fomia State University-San Marcos
Isleta

Project Based Learning as a Foundationfor Teacher Mentoring

As teachers transition ﬁom higfa stakes test-prep pedagogy of the fading NCLB era, there is a need for pvofessiona[ development in designing curricula that is consistent with the deptfn and covnp[exity demanded
from the Common Core State Standards. This paper will detail the efforts of professors at a California State University and teachers in a public school districts undertaken to develop skills and knowledge required
to design performance-based assessments and teaching methods aligned to district and California learning outcomes. This paper will articulate how Project Based Learning can be implemented as a framework for
@fecﬁve teacher vnentorship. n pavticu[ar, the fo[[owing key concepts ﬁrom Project Based Learning will be articulated as #ctive vnentorship eﬂovts: n Depth Inquiry, Driving Questions, Teacher Voice and Choice,

Need to Know. The paper will also describe a six-month process of structured daylong teacher workshops completed in 2016. Notably, we will discuss field observations during school-site visitations, application of
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project overview design templates, peer collaboration and fecdback. Both university and school site teachers collected resources and built projects a[igned with district expectations and state standards using Project

Based Learning concepts.

Cronkite, R., WeITLAUF, J., & HAGER, M.
Veterans Aﬁab’s, Palo Alto Health Care System & Stanford University
Fiesta B

En hancing National Dcvelopnwntal Networks in Academic Medicine

The Veterans Administration (VA) Health Services Research and Dwe[opment (HSR&D) Career Deve[opment Award (CDA) Program, established in 1991, is the primary mechanism ﬁ)v recruiting, supporting, and
retaining promising health services researchers in VA. A multi-phase evaluation of the CDA Program, including a 20-year retrospective assessment of awardee career outcomes, indicates that the program effectively
selects, mentors, and retains promising health scientists into producﬁve VA and university—zyfﬁﬁated academic careers. With the adoptlon of the deve[opvnenta[ networks perspective, the VA CDA Enhancement Initiative
(CDAei) Program, established in the fa[[ of 2014, addresses mentees’ and mentors’ expvessed desire for greater opportunities for mentorship and pvofessiona[ netwovking nationwide. The overall o’ajective of the CDAei
program is to further strengthen the national HSR&D CDA community of scholars via virtual and in-person opportunities for supplemental mentoring, education, and professional networking. Key components
include: (1) the creation of a national cadre of supp[ementa[ senior mentors, with faci[itaﬁon of mentee/mentor matches based upon mutual interests, skills, and needs; (2) a virtual curriculum (vnontn[y webinars),
compvised of one series on mentoring and career dwe[opment, and another series where CDAs present their vesearch‘in‘progress; (3) virtual and in-person professiona[ netwovking opportunities; and (4) an online
Resource Toolkit that serves as an up-to-date repository of all CDAei Program activities and resources. A comprehensive evaluation of CDAei Program outcomes indicates successful implementation of the program and

stakeholder saﬁsfacﬁon with each component, as well as enhanced deve[opmenta[ networks and academic productivityA

Hurr, M.
University ofNew Mexico
Acoma A

MimU ul Leaders hip: How to Create a Productive Work Environment Uﬂ’ough Mentoring

In the context of developmental mentoring (coopevaﬁve or mentee-driven) velaﬁonships, a mentor must ﬁrst know, understand, and trust themselves before proceeding to deve[op an authentic velationship with a
mentee. Only then can s/he focus on the wants and needs of the mentee. Sebcknow[edge, listening deeply, avticu[ating cleav[y, setting realistic goa[s, deve[oping trust, and deploying compassion are all skills vequired to
practice mindful mentorship. Mindfulness in this setting is non-judgmental, present moment awareness. This workshop will step through these skills. Self-knowledge: taking stock of strengths and weaknesses, being
open to new experiences, able to accept responsibi[ity, and veﬂecﬁve of experiences. Knowing your partner: by asking questions, making connections, and snaring onese[f, Listening deep[y: by actively paraphvasing what
is heard and ’aeing aware of biases, ﬁ[tevs, triggers, and assumptions (blocks). Avticn[aﬁng c[early: by avoiding ambigdity, being honest and direct in speech. Setting realistic goa[s: by discussing possib[e outcomes and
agreeing on a direction for the relationship to be sure the mentee will benefit, both in the short and the long term. Developing trust: by keeping commitments, accepting responsibility. Deploying compassion: by using

all the skills listed above and being empatheﬁc and not attached to emotion or ego.

Gray, P.

Wlinois Wesleyan University
Sandia

Working Without a Net(work): Mentoring in Teacher Education

This paper exp[ores ways of supporting beginning teachers through an extended process of se[fstudy. This sebqstudy process begins ideaﬂy during the teacher preparation program prior to teacher licensure and
supports vmdcrgradnates as th@/ examine their own practice under the gdidance of faculty. Once licensed, beginning teachers are then eqnipped to take selﬁstddy skills into their ﬁrst year of teaching. This preparation
for self-study opens up the potential for beginning teachers to enter the realm of the profession by equipping them to present at professional conferences and in turn creates a powerful cycle of contribution to and
beneﬁt ﬁom the research on pvofessiona[ teaching Furthermore, se[ﬁstudy skills enable beginning teachers to examine and pevhaps solve their own educational quandaries when more fowna[ mentoring programs

are not available.

Jasso, L.
Concordia University-Trvine

Spirit

Teacher Perceptions of Effective nstructional Coaching in Professional Development

To support the ivnp[ementation 0f pvofessiona[ dwelopment initiatives in the classroom, many school districts are uti[izing instructional coaches. An instructional coach is a professiona[ partner that supports teachers
in implementing “research-based instructional practices into their teaching” (Knight, 2009, p. 30). While the role of the coach should be supporting the teacher in implementing change in the classroom (Killion &
Kennedy, 2009; Knight, 2007), there are gaps in the research addressing the eﬁkcﬁveness of speciﬁc coaching practices (Croﬁ, Coggsha[[, Dolan & Powers, 2010; DeNisco, 2015). To address this issue, teachers who were
vecent[y engaged in professiona[ dwelopment on supporting Kindevgarten thvongh Grade Eight Eng[isn learners with the [anguage demands of the Common Core were survqled to identgy which aspects of coaching
they find most effective in supporting change in the classroom. Data was collected to measure the correlation, if any, between the principles of adult learning, or “andragogy” (Knowles, Holton, & Swanson, 1998) and
what teachers perceive to be eﬂécﬁve appvoacnes to coacningA As adult learners, it was anticipated that the pvincip[es of andvagogy would have a positive correlation on teachers’ perceptions of coaching asa forvn of
their pVQfessiona[ [eavning inc[uding teacher-coach Ve[ationsnips, and teacher receptiveness to engaging in instructional coac'ning as part of their pvofessiona[ dwe[opment. By examining coacning practices alongside

the principles of andragogy, this study sheds new light on adragogical coaching practices to inform the coaching profession as well as the body of literature on coaching.
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CorLer, V.

University of Arkansas
Santa Ana A

The Dialogic Nature of Mentoring: Supporting Student Teachers using the GIR Modlel

This study evaluates the Gradual Increase of Responsibility (GIR) model as guide and descriptor for a mentoring process that uses school-based mentors to support teaching interns. The study examines whether
mentoring using this model leads to more eﬂ‘ective teaciﬂing by interns. Mentors are tasked with supporting student teachers’ acquisition of understanding and conﬁdence so that they are equipped to take up the
teacning profession in a classroom of their own. Findings indicate that mentoring using the GIR model appeared to faciiitate instructional cnange for interns with diﬂerent ranges of proﬁciency by aiiowing for
appropriation of ideas through modeling and through the dialogic interactions of recommending, questioning, affirming, and praising. By varying their mentoring approach depending on knowledge of the learner,
mentors faciiita{eo{ their interns’ growth tinrough adapiive scaﬁb[ding based on learners’ needs. The Gradual Increase of Responsibiiity model, a research-based descvipﬁon of how mentoring changes over time, has the

poten’iiai to guioie mentors as ’ii/iey ’[i/iougintfu[iy engage their student teachers in diaiogue to improve instruction.

CrugLL, G.

Ethnos Lcadership
Santa Ana B

Ethnos Lcacicrship—i\'iaking a Dﬂi’rcncc Through Authentic Mentorsh ip

The word nations in the originai Greek form is ethnos. Ethnos may be deﬁned as a group ofpeop[e bound togetiner by the same customs, conduct, [anguage, behaviors or other disiinguishingﬁaatures. Accoroiingiy, the
Ethnos Leadership Process (ELP) is a principle-centered leadership development process that is relevant in any context, situation, environment or organization. At the core of the ELP process is mentorship. The premise
of Ethnos Leadevship (EL) is that ieadership and vnentorsnip are the opposite sides of the same coin. Leadersinip is genuine when mentovship is the quintessentiai ﬁmoiavnenta[ element. The partnership of ieadership
and vnentorsnip isa symbiotic reiationsnip that cannot exist without the other. As such, the ELP begins with purposefui re[ationsnips that leads to authentic accountability that is the mentoring leader’s professionai
responsibility. The focus of an Ethnos Leadler is to expand one’s perspective of leadership by becoming an intentional multi-ethnic, multi-generational influencer shaped by a self-evaluating and self-reflective leadership
process of discovering, deveioping, and discipiing (mentoring) that makes a oiiﬁérencei Whether a leader fov many years or a new emerging leadler, EL is a biueprini to reinforce, strengthen, and sharpen ieadersinip
skills by expioring what it means to be (character), become (capabiiiiies), and do (compeiencies) in any environment or organizaﬁonai setting. Two questions will provide focusfor this paper and assist in understanding

the philosophy that underlies the ELP: (1) What is Ethnos Leadership? (2) Why Ethnos Leadership?

Stevens, K. L.
Columbia Basin College
Acoma B

New Faculty Mentoring at a Community College: Lessons Learned over the First Three Years

Although there is much research on the benefits of mentoring (Finkelstein & Poteet, 2009), relatively little has been written about faculty mentoring at community colleges. Columbia Basin College (CBC), a community
co[iege in southeastern Wasnington State, dweioped and irnpievnented a mentoring program for new facuity starting in the faii 0f 2013. This paper and presentation will describe the design, ivnpiementation, and
evaluation of the program over its first three years. Program review data was originally presented at the University of New Mexico mentoring institute in 2014, after the end of the first year of the program. This paper and

presentation will examine the lessons learned over the course of the ﬁrst three years of the program. ivnpiications for the oiesign and impievnentation of a successfui new facuity mentoring program will also be discussed.

DorrerwricH, D.
East Tennessee State University
Luminaria

Best Practices in Undergraduate Business Honors Thesis Advising

Over the past thirteen years, 1 have served as Honors Thesis Advisor to approxirnateiy 50 undergraduate business majors. At my institution, many facuities serve as thesis advisors. The reiationsnip between mentor and
mentee is left to the advisor and advisee to work out together. This can result in a number of undesirable outcomes including: a student failing to successfully complete their thesis; the mentor being inaccessible and
unresponsive to students’ requests; or the student faiiing to contact the facuity member with questions. These situations have led to dissaiisfaction among both parties and unwii[ingness by other students or facuity to
take on future thesis assignments at my institution. The purpose of this paper is to provide a set of principles or policy guidelines for an academic unit that is overseeing thesis experiences. Even very talented students
find conducing applied research to be very challenging and dissimilar to anything they have experienced in the past. There are twenty (20) principles included in the paper. Honors students at our institution provide
feedback on the honors program and their thesis experiences both informa[iy and at their thesis defenses. Those reporting a positive thesis experience indicate that tnql foiiow many of the principies contained in this
paper. Their facu[ties are generaiiy wi[[ing to oversee another mentee in the ﬁitwe, Those students or facuities inaving a negative mentoring outcome most commoniy do not ﬁ)iiow these guideiines and do not want to

participate in a mentoring reiationsiaip again.

OzGEN, M.

Kog University
Alumni

Appreciative Intelligence as a Determinant of Mentoring Intentions in the Workplace

This paper explores if Appreciative Intelligence® (the ability to perceive the positive inherent generative potential in a given situation and to act purposively to transform the potential to outcomes) can act as a
determinant of an individual’s wii[ingness to mentor others. Using a survey deveioped using the Appreciative ]ntei[igence® scale (Whitaker, Tnatchenkevy & Godwin, N.d.) we hoped to ideniif}/ the characteristics
that mignt di.stinguisn those who are more wii[ing to mentor others from those who are less wiiiing. Personnel ﬁovn a university and a local security company in Istanbul, Turkey participateoi in the stuidyi Survey
responses from 6o participants with minimum two years of full time work experience were sought and 45 responses from both the university and the security company were received. The research design was based on a
quantitative vneinodoiogy using evnp[oyees na ﬁeid setting and the data ﬁrom individual responses were ana[yzedi Surprisingiy, initial results did not indicate a statisticai[y signiﬁcant reiationship between Appreciative
]nteiiigence‘@ and wiiiingness to mentor. We will Ppresent various scenarios regarding what rnignt have produced such counter-intuitive ﬁndingsi Possible expianations include cultural aspects velated to mentoring or the
psychodynamics associated with being put on the spotlight regarding one’s intention to mentor. We hope that further studies will contribute not only to the scholarly literature on mentoring but also to the practitioner

world by providing more guideiines for the eﬂicient recruiting and training of candidates wiiiing to mentor others.
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Busn, P.
Emory University
Isleta

50 Years of Orthopedic Mentoring: What has Changed?

The training environment for pnysicians is suspected to have negative eﬁects on humanism and pvofessionaiism for some trainees that advevseiy impacts their fuiure wovkpiace Ve[ationsnips (Coulehan & Williams,
2001). Many believe professionalism results from a combination of mentoring and role modeling. Only one report of a study was found in orthopaedic literature on the subject of mentoring during residency although
calls fov better mentoring have abounded since the 1980s (Fiint,_]anangir, Browner & Mehta, 2009). This grounded tneovy Study was designed to understand whether mentors ne[p maintain humanism among
orthopaedic surgeons. Results from 32 participant interviews about mentor/mentee experiences were compared. Eleven surgeons had been in practice between 31 and 50 years (34%), six had been in practice between
1 and 30 years (18%), and 15 had been in practice less than 10 years (48%). Anaiysis vevealed 1) ieavning and wovking environment cnanges negaiive[y inﬂuenced mentor avaiiabiiity and facuity time for eﬁective
mentoring, and 2) the youngest surgeons were more prone to seck mentors out for specific purposes to fill in gaps in their knowledge than they were to have long relationships with a couple of mentors. Whether this
new pavadigm of medical vesidency mentoring, that elﬁaciive[y means residents are creating their own deve[opmenta[ networks of mentors, will also continue to allow passage of humanistic values that are expecied of

physicians to future mentees, is an important question that remains to be studied in the future.

Hinnenkame, C.

Whitworth University
Fiesta A

Culture Change on the way to Accreditation: Engaging in Research at a Teaching School

Perhaps the most challenging aspects of the accreditation process for small teaching schools is the formation of faculty capable of publishing peer reviewed journal articles. Standard fifteen of the AACSB (Association
fov the Advancement of Coiiegiate Schools of Business) standards requires a school to maintain participating facuity who co[iectiveiy and individuaiiy demonstrate signiﬁcani academic engagement sustaining the
intellectual capital necessary to achieve quality outcomes consistent with the school’s mission. Of the four categories of AACSB qualified faculty, two involve the ability to engage in research that can be disseminated
tnvougn peer reviewed presentations, articles, books, or acceptai)ie media. While Scno[aviy Academics (SA) and Scinoiav[y Practitioners (SP) genevai[y diﬁer in their level of pvofessiona[ experience, the key fov both
categories is the ability to actively engage in research in their fields and then turn that research into acceptable forms of publication. Although most faculty have engaged in research at some point in their careers, a
surpvising[y small number have pui)[isned research in Ppeer reviewed pubiication& A variety of factovs expiain this lack of sciaoiav[y pvoduction, however, ﬁ)v ieacning schools where research is generaiiy undervalued
and not rewarded, the challenge of creating research productivity is enormous. Such productivity is necessary if a school is to be accredited by AACSB. This paper provides a transformational model delineating how
a teacning oriented business school can integrate research and pubiication into its mission i)y creating a culture where research is a normative, sociaiiy desirable behavior that can result in the pvoduction qf Yefereed
Jjournal articles independent of faculty members’ attitudes toward research. Keywords: faculty mentoring, faculty development in accreditation

Hucwues, J., PaoLErA, M. D., & FuenTEs, D.
Pacg'ic University School ofPhavmacy
Acoma A

Mentorsh ip at all Levels: A Culture Qf'i\'ieniorsh ipina ]‘iez;iiihfi’mfi’ssions Degree Program

OBJECTIVES: 1) Conduct an assessment of current mentorship; 2) describe formal and informal mentorship practices for faculty and students; and, 3) use data to refine the mentorship programs. PROCESS:
Mentovship was sougnt out independently i)y facuity and students. Student and facuityfdriven appvoaciaes worked with the program’s administration to deveiop initial mentovsnip Vnetnodoiogie& Both student and
facu[ty mentoring programs have impiemented surveys to assess future needs and improve their appvoaci/ies, Facu[ty needs arose ﬁorn being anewer program with many junior members, while students wanted peer
mentorship in addition to faculty mentorship (from assigned advisors). For faculty, a task-force assessed needs and initiated a formalized mentoring program. For students, organizations developed their own processes
to connect mentors-mentees across cohorts. For facuiiy mentoring of students, improvement was inforvned i)y survey data, facuiiy feedback, and accreditation requirements. OUTCOMES: Facu[’[y repovted inign initial
interest (83%) in developing a mentoring program. Faculty favored a voluntary program, a flexible structure, and a self-selected peer-mentoring approach. The faculty program had 86% participation (year one) and
79% (year two). Additionally, 85% of faculty reported value-added from informal mentors. Student surveys showed a preference for loosely structured meetings (66%), also suggesting peer mentorship occurred more
frequently in a one-directional manner (58%). Formalization of the faculty-student mentorship relationship led to an increase in students’ feelings of faculty support. IMPLICATIONS: A program-wide mentorship

culture can be of benefit when students, faculty, and administration approach mentorship from multiple directions. Continued formalized activities and events are necessary to maintain a culture of mentorship.

Loor,].

Roy H. Park School ofCommunicaiions
Sandia

In-School /\dvising Methods ﬁ)r First-Year Students

Ongoing research explores the university model, professional advising practice instituted by the Roy H. Park School of Communications at Ithaca College during the 2015-2016 academic year. With its largest freshman
class ever of 500 students, the school ivnpiemented a new model ﬁJY ﬁrst»year students, which combined one facuity vnembev/professionai advisor and one pmfessiona[ advisor ﬁom the Co[[ege's Academic Advising
Center. At the start of the spring semester, the school made one adjustment: removing the pvofessionai advisor, located in the Co[[ege's central advising oﬂice, and p[acing another facuity member into that position.
This paper explores the advising model, which the Park School attempted to emulate and the intricacies of what worked (and didn’t) in one institution’s adaptations. This study explores the steps faculty are taking
to navigate the roles of pmfessor, advisor, and mentor to ﬁvst—year students; the transition ﬁovn ﬁrstfyeav to uppevfc[ass advising and mentoring; and the ﬁituve of the O’Banion Model of advising in the Park School.
Keywords: collaboration, facuity advising, pvofessiona[ advising, metacognition, 0’Banion Model, Proactive Advising, Intrusive Advising

HarrieLp, J.
Kansas State University
Spirit

The TOP TEN Mentoring Principles Everyone Needs to Understand

As mentors, we have a hign caiiing to empower and impart wisdom. Numerous mentors enter the mentoring veiationsnip underdeveioped and under skilled having minimal impact on those mentored. Equipped
mentors will not only have a greater impact but also leave a better example for those mentored. Obviously, how we were mentored will significantly affect how we will mentor. It is imperative that we provide the highest
possibie training to mentors. These top ten pvincipies every mentor needs to know, will give insight to mentoring dynavnics and assist the mentor in conﬁdence and skill. As mentors, we have a nigh caiiing to empower
and impart wisdom. Numerous mentors enter the mentoring relationship underdeveloped and under skilled having minimal impact on those mentored. Equipped mentors will not only have a greater impact but also
leave a better exampie ﬁ)r those mentored. Obvious[y, how we were mentored will signiﬁcantiy aﬂect how we will mentor. 1t is imperative that we pvovide the highest possib[e training to mentors. These top ten pvincipies
every mentor needs to know, will give insight to mentoring dynamics and assist the mentor in confidence and skill.
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A Handbook for Managing Mentoring Programs

Drawing on research on mentoring and coaching in psychology,
education and organizations, this handbook translates research

into practice by helping program administrators learn more about
the behaviors of mentoring, stages of mentoring relationships,
elements of high quality relationships, and recognizing and avoiding
dysfunctional ones. The book includes diagnostic surveys and case
studies that coordinators might use in their programs and makes an
important contribution to the literature on mentoring, providing a
NR( practical, up-to-date resource for those working in the field on how to

AINUDL set up, run, and evaluate their mentoring programs.
MANAGING [iesiss o

|

FOR
MENTORING
PROGRAMS

“A valuable and evidence-based addition to the resources for mentoring
programme managers - full of examples and practical guidance. Laura
Lunsford captures both the complexity and the simplicity of making
mentoring work in a wide variety of contexts. A welcome addition to my
bookshelf and recommended reading lists.”

David Clutterbuck, David Clutterbuck Partnership ’

“Incorporating best practices, empirical research, and reflective exercises, Lunsford’s Handbook will be an asset to any
current or aspiring program manager looking to develop, execute, and evaluate a successful mentoring program, no
matter the field. The easy-to-digest conversational style, hands-on exercises, and practical advice will make the reader feel
like she has Lunsford as her own personal program consultant.”

Allison McWilliams, Wake Forest University, USA

“At last, the definitive Quide for mentoring program managers! Lunsford is a meticulous scholar and a superb writer; the
delightful result is an exceptionally reader-friendly guide. Jam-packed with case-studies, tools, and outcome measures,
this is truly the nuts and bolts manual the mentoring field has been waiting for. This handbook is immediately the new
standard on how to develop and run a winning mentoring program.”

W. Brad Johnson, United States Naval Academy and Johns Hopkins University, USA

About the Author

Laura Gail Lunsford is the Director of the Swain Center at UNC-Wilmington's Cameron School of Business.
Prior to becoming the director she was a tenured Associate Professor in Psychology at the University of
Arizona. She studies leader development and the psychology of coaching and mentoring. She has published
30 chapters, peer-reviewed articles, and case studies on mentoring and leadership. Over the last six years she
has given 30 peer-reviewed talks at conferences on mentoring in the U.S., Mexico, and Europe and she consults
with organizations interested in leader development and mentoring/ coaching programs.

https:/ / www.routledge.com / A-Handbook-for-Managing-Mentoring-Programs-Starting-Supporting-and-
Sustaining /Lunsford /p/book /9781472463227
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a\UNM

Mentoring Institute

Participating Organizations

Adelphi University
Advokids
Akron Public Schools
Alabama State University
Albizu Univeristy
American Sentinel University
Appalachian State University
Arizona State University
Association of Biomolecular Resource Facilities
Austin Community College
Babson College
Bank Street College
Barry University
Bemidji State University
Ben Mentored, LLC
Berea College
Bergen Community College
Bethany College
Boston University
Bowman Middle School
Brooklyn College - City University of New York
Bucknell University
California Baptist University - Online
California State University - Channel Islands
California Sate University-Fresno
California State University - Fullerton
California State University - Long Beach
California State University - Los Angeles
California State University - San Marcos
California State University-Fullerton
California University of Pennsylvania
Cardinal Stritch University
Carleton University
Casper College
Central Intelligence Agency (Retired)
Clemson University
College of Coastal Georgia
College of Southern Maryland
College of Staten Island - City University of New York
College of the Canyons
Colton Joint Unified School District
Columbia Basin College
Commonwealth Medical College
COMSATS Institute of Information Technology - Pakistan
Concordia University - Irvine
Concordia University - Saint Paul
Concordia University - St Paul
Concordia University Chicago
Dallas Baptist University
Designs for Change

Designs For Change and Adjunct with Fielding Graduate University

Duquesne University
East Islip School District
East Tennessee State University
Eastern Michigan University
Eastern New Mexico University
Eastern University

Ecole des Hautes Etudes Commerciales-Montréal
Edinboro University Of Pennsylvania
Elon University
Emory University
Empire State College - State University of New York
Escuela Superior Politecnica del Litoral

Ethnos Leadership

Everett Community College

Farmingdale State College- State University of New York
Florida Atlantic University
Florida International University
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Florida State University
Gonzaga University
Gustavson School of Business
Guttman Community College-City University of New York

Himalaya Drug Company
iCARE Mentoring
lllinois Wesleyan University
Indiana State University
Indiana University
Indiana University - Purdue University Columbus
Indiana University - Purdue University Indianapolis
Inter American University of Puerto Rico - Fajardo
John Carroll University
Kean University
Kendall College
Kennesaw State University
Kent State University
Kern High School District - Ridgeview High School
Kids Hope USA
Koc University
LaSalle University
Leadership Mentoring Institute
Legal Aid - Ontario
Lighthouse Educator Development
Lipscomb University
Los Alamos National Laboratory
Lourdes University
Luther College
Marine Corps University
Marquette University
Marymount University
Mayo Clinic
Menlo College
Mercer University
Mid-State Technical College
Morehouse School of Medicine
National Geospatial-Intelligence College
National Louis University
National University
Neumann University
New Mexico State University
New York City College of Technology
New York City Department of Education
North Carolina State University
Northeastern lllinois University
Northeastern University
Northern Arizona University
Northern New Mexico College
Norwich University
Nova Southeastern University
Oak Ridge National Laboratory
Odessa College
Ohio University
Ohio University - Chillicothe
Oklahoma State University
OId Dominion University
Pacific Lutheran University
Pacific Northwest University of Health Sciences
Pacific University - Oregon
Pennsylvania State University
Pennsylvania State University - Erie
Pennsylvania State University - Behrend
Peru State College
Philadelphia Regional Noyce Partnership
Pittsburg State University
Portland State University
Prairie View A&M University
Reflective Resource Inc.
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Mentoring Institute

Participating Organizations

Regent University
Richard Associates Marketing Consulting
Roosevelt University
Roy H. Park School of Communications
Rutgers University - State University of New Jersey
Sacred Heart University
Saint Mary’s University of Minnesota
Sam Houston State University
Samford University
Samuel B. Huey Elementary - School District of Philadelphia
San Jose State University
Schreiner University
Shenandoah University
Shippensburg University
Southern Connecticut State University
Southern lllinois University - Edwardsville
St. Catherine University
St. John's University
Stanford University
State of New Mexico
Stella & Charles Guttman Community College - Clty University of New York
Stephen F. Austin State University
Stonehill College
Tarleton State University
Tennessee State University
Texas A&M University - Central Texas
Texas A&M University - Commerce
Texas Christian University
Texas State University
Tiffin University
Tompkins Cortland Community College
Trellis Education
TRIO- Student Support Services
Ubiquity University
Univeristy of Central Florida
University of Alabama
University of Arizona
University of Arizona-South
University of Arkansas
University Of Calgary
University of Central Florida
University of Central Missouri
University of Cincinnati
University of Cincinnati - Corrections Institute
University of Colorado-Boulder
University of Houston - Downtown
University of Kentucky
University of La Verne
University of Michigan
University of Michigan Medical School
University of Missouri
University of Nevada- Las Vegas
University of New Mexico
University of New Mexico - Taos
University of North Carolina - Chapel Hill
University of North Carolina - Greensboro
University of North Carolina - Wilmington
University of North Carolina - Wilmington
University of North Florida
University of Northern lowa
University of Ottawa
University of Pennsylvania
University of Puerto Rico
University of South Alabama
University of South Carolina
University of South Carolina Upstate
University of Southern Mississippi
University of St. Francis
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University of Tennessee
University of Texas - Arlington
University of Texas - Dallas
University of Texas - El Paso
University of Texas - Health Science Center
University of Texas - San Antonio
University of Victoria
University of Washington - La Crosse
University of West Florida
University of Wisconsin - Stevens Point
University of Texas - Medical Branch
Vaal University of Technology
Veterans Affairs - Palo Alto Health Care System & Stanford University
Virginia Commonwealth University
Wake Forest University
Washington State University
Washington State University - Extension Skagit County
Water Resources and Policy Initiatives
Wayne State University
West Chester University of Pennsylvania
West Texas A&M University
West Virginia University
Whitworth University
Widener University
Wright State University
Women's Engineering Network
Xilinx
Yale University



SAVE THE DATE!

2017 MENTORING CONFERENCE

A F OB RN e B R N N . g S A ™

MONDAY, OCTOBER 23 — FRIDAY, OCTOBER 27, 2017

CALL FOR PROPOSALS RELEASE:
MARCH 15, 2017
SUBMISSION DEADLINE:

MAY 15, 2017
ACCEPTED PROPOSAL NOTIFICATION:
hMAY 30, 2017
PAPER SUBMISSION DUE:

JUNE 30, 2017
PEER. REVIEWED PAPER SUBMISSION RETURNED:
JuLy 30, 2017
FINAL PAPER SUBMISSION DUE:
AUGUST 30, 2017

ADDRESS
1716 LAS LOMAS NE
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