International Journal of Caring Sciences SeptembreDecember 2014 Volume 7 Issue 3 727

SPECIAL PAPER

A Mentoring Guide for Nursing Faculty in Higher Education

Danita R. Potter, RN, MScN, PhD
Associate ProfessorAssociateDeanGrambling State University, Grambling, Louisiana, USA

Danita Tolson, RN, MSN, EdD/CI
Nursing Professor, Coppin State University Baltimoe, MA, USA

Correspondence:Danita R. Potter, Grambling State University, 1eC8treet, Grambling, Louisiana 71245, USA.
E-mail potterd@gram.edu

Abstract

Aim: The purpose of this article is to discuss and desca mentoring model for faculty in higher educati
nursing. The authors describe the development efnientoring guide for the purpose of orientingjniray,
mentoring, and retaining junior level faculty agsaieducators in higher education. Lack of mengogmides exists
for the purpose of retention of nurse educatorsstitutions.

Results: Essential core elements regarding mentoring weseribed and discussed to support the retention of
faculty in nursing; and were formulated as a gualassist with fostering the retention of nurseaadiors in nursing
education.

Conclusions: A mentoring guide was developed with a focus demnton of faculty in higher education. Future
junior level faculty and nursing institutions wouénefit from a mentoring guide that would facti®@rientation
and retention of nursing faculty in higher eduaatio
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Mentoring Guide for Junior-Level Nursing A mentor is one who is wiser and more
Faculty experienced who facilitates, supports, guides, and

Mentoring has taken new heights in academia fro i (r::;r(?rg;i ?r?eli??:evégﬁiﬁl n c:?:r::i;??;nlﬂgo?rogﬁzs
engagement, motivation, priorities of the 9p y

professoriate, and entitlement. Higher educatiol?{"’mtIce (Casey & Clark, 2011). Mentorship is the

faces more and more demands while experienc\glsr(]e raa:]r:jd 2;2::“ﬁXp?r:':nrc]gsiégdll\gg?nagrp?;m;gé%
cut backs and economically adjustments. Highg\f 9

education, particularly nursing has to continue trcpammal potential (Sullivan & Decker, 2009). The

educate students while dealing with lack of facult ;Sr(l;[ge oarl]nd g::c?rt:;:itsmu(l)il Sl?e ;)nrgpzr)l(y erggt(i:cr)]r?g
Schools of nursing are often asked to identi P Y, 9 : P )

challenges it's faced with respect to the cut backso'[h the mentee and mentor should establish goals

of federal dollars and budget cuts. The purpose %Pd _expectations; each should be cle_ar and
this paper is to discuss and describe a mentoriR ecific. The mentee should state the learning styl

guide for nursing faculty in higher education. preferred. The experience belongs to the student
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and the facilitator helps the student get the moiite mentor has the status of a tenured faculty; one
out of the experience by providing appropriat&ho knows the rules and regulations of the
resources and support for learning” (Muir, 2007 university and department and is familiar with
Students who are mentored experience greatenure and promotion procedures. Strong attributes
levels of satisfaction while enrolled in nursingnust be evident for a mentor to be effective which
(Giordana & Wedin, 2010). The retention andre accessible, approachable, and supportive,
graduation rates are higher for minority studenistuitive and empathic.
who are mentored which results in increaskn/lentor. . . .

. . ing Guide for Junior-Level Nursing
revenue (Payton, Howe, Timmons, & R|chardsor||1<,jlcul,[y
2013). Mentors should provide academic and
professional support. In addition, feedback i¥he Mentor must have the ability to answer
necessary for growth and direction. Althoughguestions, and interpret situations. As the mentor
mentoring can be beneficial, some experiencgsovide direct help to the mentee, it is critidadit
may have negative effects and barriers. the mentee feels understood, accepted, and capable

. of moving toward functioning and growing. It is
The devel_opment b‘?ga” by the fgculty mak.'ngqually important that there is shared respongjbili
contact with a senior level nursing educatio

expert and asking them to serve as the studen oward maintaining a healthy work environment

mentor and auide them throuah a mentored ro.ewsth similar schedules and meeting times. It is
9 9 projg portant for the mentor to provide feedback to

related to mentoring. The relationship alread%emee regarding  faculty  role lectures

Brevious professional student teacher encountefLeSeNtaions, o graduate viork. The mentor
P P Fiould guide the mentee in the development of a

so this assisted the mentee with an establishnient . .
a guide. As part of the guide, we obtain Operations%holarly portfolio that reflects teaching, reséarc

definitions regarding mentoring concepts such §snd service.

the mentor, mentee, relationship, purpose, arr the scholarship of teaching, it is essential fo
contract. After defining the background, purpose dhe mentor to assist the mentee in preparation of
the mentoring, mentor, mentee, and thkectures by acting as a guide. The mentor acts as a
relationship, the mentee was charged to develople model by inviting the mentee to his/her
the mentoring guide based on evidence and withteaching in the classroom. The mentor acts as part
purpose. The following term and definitions wer@f evaluation process by allowing the mentee
used to develop the mentoring guide. evaluate him/her on the teaching he/she has
completed. The mentor also allows the mentee to
participate in a debriefing and reflection on
Characteristics of a good mentor are confidenckaching.

good I|_stener, matunty,_ motivator, eﬁe.cuveMentoring Guide for Junior-Level Nursing
communicator, advisor, committed, acult

knowledgeable, resourceful, and positive attitude y
(Arnold-Rogers, Arnett, & Harris, 2008; Haider,The mentoring guide for junior-level nursing
2007; Strong, 2000).The mentor must béaculty consists of mentee, a new faculty or
enthusiastic about teaching learning, angrotégé willing to be mentored while receiving
mentoring new faculty. It is essential that theupport and guidance from a mentor. The mentor
mentor exemplifies professionalism in terms of theutually agrees to a supportive system designed to
professoriate and the profession of nursing. Thwovide resources to undergird orientation to the
mentor must have extensive backgroundnit, college, and university. The relationship of
knowledge in nursing practice and nursinghe mentor-protégé relationship is one that is
education. The mentor must be a part of thespectful and receptive to a shared guided
university and the school of nursing vision and leelxperience that is nurtured. It may be important to
by example. Mentors must exemplify evidence diave frequent meetings for a designated period of
the scholarship in teaching, research and servi¢ene. To undergird the teaching role, it is critica
As a mentor to junior level faculty it is criticidat for the mentee’s first teaching assignment is to

Mentor
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assist the mentor in preparation of a lecture & tlaccomplishment of those goals. Mentor shares
classroom. Teaching is an essential part of the néws/her wisdom, knowledge, and expertise

faculty's role and the mentee’s next as&gnmeqihe mentor nurtures leadership and the mentee

should allow for attending and participating in th%1ccepts the nurturing role of the mentor. Both the

Iecture’ by ob§ervat|on and gvaluatlon of thﬁqentor and mentee enter into the relationship as a
mentor’'s teaching. After observing the mentor i

. - rofessional, nurturing, and engaging. According
teaching within the classroom the mentee prepar%)s Davis-Dick (2013) and Blakeney (2012), a

for his/her own lecture with the gwda_mce Qf th%olistic mentoring relationship must be caring and
mentor. After much necessary preparing with thri

mentor, the mentee will conduct a lecture witk ositive for best results and that mentoring

students and in the presence of the mentor Thé’owes commitment and dedication. ~ The
P ' eXpectations are to establish a healthful work

mentee and mentor debriefs on the Classroog?\vironment with collaborative peer and co-
teaching and guidance is offered to help faCiIit""tt%entoring. Ongoing commitment to the practice of

the next cla_ssroom teaching. The mentee Fﬁentoring requires support from administrators

allowed to review and accept the evaluation of the .
i and the entire faculty

mentor. This process may be repeated between

mentee and mentor until the mentee and the menBarriers to Successful Mentoring

feels Conf.'def“ that the mentee can condu r successful orientation and retention of junior

lectures with independence. The mentee must

that faculty should h ; ulty in higher education, mentoring is a must
aware that tacufty -shou ave ongoing pegfy e Unfortunately, some pressing issues of

evaluation and that all lectures require frequely;qoqqfy mentoring are often that the experienced

updates. In terms of research, the mentee is IVEShior faculty is unsure of how to mentor and lack
guide exists to ensuring successful mentorship

an assignment to utilize research. Resear%tﬁa
utilization is broad in topic. As it relates to thqt may also be that the senior faculty may have a
ack of interest to mentor and need an incentive;

priorities of the professorate, research utilizraatioI
may include any of the following: 1) Research ”?nay feel they do not have the patience, energy, or

classroom/lab; 2) Research in community servic%'me to mentor because of being overworked
3) Research in publication; 4) Research iﬂ '

. . aving overload, or having a lack of faculty. Some
presentation. The mentee will a research scholarrlr)( g g y

> X X entors may feel they are not good role models,
activity with the mentor. The mentee will engage y y 9

. . ; . on't have enough experience, or wisdom to
in service activities with the mentor. Service may. antor Faculty have expressed they do not want
be defined as service to the University, Colleg '

D . ¢ qc i Th : Y0 baby-sit, counsel, or problem solve for other
epartment, an ommunity. € mentee wi ursing faculty coming on. It is essential that fo

engage in scholarly ser_vice activities with th%uccessful mentoring to take place, the senior
mentor. The mentee will Qevelop a scholarl¥ culty as well as junior faculty must understand
portfolio related to Teaching, Research, an e importance of an ongoing nurturing
Service. environment; an environment that allows for
The Mentor-Protégé Relationship freedom of respectful expression and openness to

each other. It is clear those faculty members do no

e e stfate  clar picure of mentorsip an the roe cf
P P mentoring. Faculty feel they answer enough

\(/:v(i)trr‘lnilgtl(;rrltsmtla?\t n;#tlgfoll(iascicolmguntl(gzifnslng%glr?qg uestions from the students and they don’t want to
P ; P y ’ %nswer additional questions. Most universities,

Ssﬁqﬁtﬂ?tnti’onn?;%?s Tieensr:’i’ntorciguzgseeasgr? lleges, and schools would like to have already
Y . . T £ ined, experienced faculty, but unfortunately

faculty cultlv_ates a relationship that is situated here are not enough experienced nursing facuity

common interests and  mutual respecgjue to faculty retiring, burn-out, turn overs, @op

and carng: he dentiication of mutual goal, angar: In additon, they may simply not know how
9- 9 ' 0 mentor. The lack of mentorship from senior

regular, ongoing dialogue to ensure th?aculty may cause the junior faculty to be
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unsatisfied and have a lack of motivation. WheHassouneh & Lutz, 2013; & Moreno et al, 2006).
the junior faculty feel a lack of mentorship, the)fVI
seek employment and run to other organizations,
which leads back to the problem, an increase in tAdle Mentoring Guide consists of four core
lack of faculty and increase in the faculty turnove elements/concepts: 1) mentor; 2) mentoring
Kosoko-Lasaki et al (2006) described mentoring ggogram; 3) mentee; and 4) supportive systems
a process that could last months, to years, or ave(see Figure 1). For the mentoring guide to have
career. Moreover, it is essential that mentorintpculty buy-in it should be undergirded by the
benefits both the mentee and mentor when thesehool of nursing philosophy and adopted by the
are signed agreements by both and that the néaeulty. The philosophy of the school is
junior faculty meets with the director and thecompilation of faculty values and beliefs regarding
mentor over a specified time of the mentoringaursing, patient, health, and environment. The
Rockquemore (2011) asserted that two majonentee is a willing participant in a mentoring
errors exist in mentoring minority faculty whichprogram, one who accepts responsibility and
are denial of differential experiences and takingentorship of a mentor. The mentee brings a
differences to an extreme. Minority faculty have svealth of knowledge and skills to the department
unique background and different experiences froof nursing. At the core of the model are four major
other ethnic and racial groups in higher educatioparadigms these are 1) mentor; 2) mentee; 3)
The second error in mentoring minority faculty isnentoring program; and 4) supportive systems.
that often times taking differential experiences tWithin each individual paradigm are intricate
the extreme with the belief that only unrepresenteaspects for successful mentoring of a faculty. For
faculty can only mentor underrepresented facultyhe success of the person being mentored, the
Open-mindedness is the key here with allowing theentee’s personal values, beliefs, credentials, and
mentee and the mentor to agree to work togethexperiences must be taken into account prior to
because of their unique similarities and workneshing them with a mentor or hiring them. For a
ethics. successful fit of mentee to the institution and
. institution to the mentee, the chief nursing
gcvl\ﬁ;kpilsc?]Otthactmflc;stﬁ;scgsrggfrt; ‘i";f‘sd ;?itrir;r';n tg dministratc_)r must consio!er 'Fhe_ attributes that the
mentee brings to the institution. The second

32:35:2?? getvc\)lurf%(f:l:gg ct;mj(ﬂg ngge b(;ogeezzegr'ntricate aspect is the mentor who also has special
Y. P y d unique experiences not only in practice, but

! - needed Bh
showcase the diverse cuitural at the university a %rticularly in higher education. For a successful

}'(\;'rth;n r;[qheeetdzprj;zllrtrczgil (l)tf rgearB:iObr efggljﬁfugr? dagf[)h nr1entoring, or mentorship, the mentor must not
9 i Y %nly be willing to mentor successfully but also be
newer faculty to break the ice and socialize. Newer

very capable of doing so. The mentor should be
faculty have to feel as though they are a part (.)fa"?forded the opportunity to have a decrease

group and gain camaraderie. Also, by d'SpIay"gﬁeaching load and/or fewer responsibilities due to

the 'h|story .Of. the_ SChOOI mcludm_g publishe extant of mentoring and orienting roles. The third
readings outlining historical and prominent Persong. . ote aspect is the supportive systems, for

\eltvrrtli?a(?tzlaeil? aﬁcs)ff/lbr:svt:/e:h;ciﬁho:rl{ Obu'(l;:![z%?’ ‘?n ample, the environment that to be conducive to
y pp 1y support the essentials of the relationship inclgdin

decide if this could be a permanent institution t?he four essential aspects is the mentoring

plant thelr. feet and grow. Therefore, creating th|8rogram must be updated periodically and must be
right environment is crucial to retention of

o . active and ongoing. It must be welcoming and
minority faculty (Sethna, 2004; Abriam-Yago,. ~ .~
2002: Aguirre, 2012: Mkandawire, et. al, 2010: inspiring to current and new employeds.must

also mesh with the university mission, philosophy.

entoring Guide Diagram
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Figure 1. Mentoring Guide for Nursing Faculty Aguirre, A. (2012). Women and minority faculty ihet
academic workplace: Recruitment, retention, and
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