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Learning 
Outcome 

The participant will leave with knowledge of strategic leadership 
skills needed to successfully build a sound and sustainable 
mentoring program for current and future faculty.



Think 
About 

Mentoring 
Programs



Important 
Factors

Mentoring programs are different at each academic 
program

No clear “best model”

Often conceptualized as solving issues of faculty 
turnover and career progression 

Limited documentation related to actual impact on 
desired outcomes and ROI 

Development or refresh of mentoring programs appear 
to be more reactive than strategic.

There is limited evidence related to leadership skills 
needed to implement an effective and sustainable 
mentoring program



What are Key Components 
of a “Sound” Mentoring 

Program

• Administrative support

• Need clear purpose/vision

• Plan to provide support

• Promotes long term  
engagement by the target 
audience (mentee & 
mentors)

• Some structured processes 
but flexible 

• Metrics of process and 
outcomes

• Check points

• Documented ROI

• Support for Mentor & 
Mentee



Additional 
Process 
Factors to 
Include in 
Mentoring 
Programs

Program coordinator

Orientation to program

Dyads selectively matched

Faculty workshops

Reflective journaling

Facilitation of networking

(Knowles, Norris, Mrklas & White, 2017) 



Strategic Academic 
Leaders Skills...

• Visioning 

• Strategic thinking

• Influence 

• Change management 

• Communication 



Becoming a 
“Possibilitarian” 

A Strategic Academic Leader thinks about possibilities and creates a 
vision that drives the program development, implementation and 
evaluation 

• Recognizes the issue and examines alternatives 

• Examines best practice 

• Be willing to take a risks

Visioning is directional and actionable...otherwise it is just Dreaming



Strategic Thinking 
Reflects Broad Scope, 
Context  and expected 
Outcomes 



Strategic Academic 
Leaders Scope

• Know Your Context

• Stakeholders

• School profile

• Governance

• Finances/resources 

• Faculty developmental profile

• Current outcome

• Competition 

• Future plans of school and 
university



Strategic Academic 
Leaders: 

Use the development or 
refresh of a mentoring 

program as an 
opportunity to engage 

faculty as well as cultivate 
“Champions for  Change” 



Strategic Academic Leaders 
Identify Expected Outcomes 

Determine expected 
outcomes that will 
impact planning:

▪ Improve 
recruitment 

▪ Increase  retention

▪ Improve promotion 
progression

▪ Increase scholarship 
production

▪ Increase grant 
funding

▪ Cost benefit (ROI)

▪ Other?



Change Management



Strategic 
Academic 
Leader’s Skills 
for Change 
Management

• Create a sense of need with a clear  rationale

• Using knowledge of context and faculty to identify developers, 
implementors and champions  that will be needed to be 
considered in the process 

• Provide clear expectations to individuals and need

• Direct the development of  timelines check points for people 
involved in the process

• Remove Barriers 



Strategic 
Academic 
Leader’s 
Skills: 
Influencing 
Change

Recognizes own 
strengths and 
credibility

Garners support from 
key people

Recognize and engage 
faculty gifts

Use specific influential 
tactics to gain buy-in 



Strategic 
Academic 
Leaders Skills: 
Communication

Vertically and horizontally 

Keep work in forefront 
before and after 
completion

Report individual 
successes and program 
outcomes regularly.



Strategic Academic Leaders: 
Revisioning Future Mentoring 

Programs 



Now is the 
Time to 
Strategically 
Rethink 

• Programs need to be adaptable and agile

• Meet different needs based on career progression and context

• Have different modes of making connections that supports 
mentoring networks (McBride, 2020)

• Think about group mentoring for beginning faculty

• Continue to support tenure and non-tenure tracks mentoring

• Creating options to mentor non-faculty partners



May need to think about 
potential incentives 
(mentee does xyz, 
mentor receives 

recognition)

Dynamic assessment 
models that create 
adaptive mentoring 

options

Across the career 
continuum 

Use of external partners 
(nurses and other 

disciplines)
Outcomes Think Virtual!!!! 



Questions
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