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Mentoring for assistant professors

Background and Goals

Mentoring is a systematic approach to sustainable personnel development and the promotion of researchers
in early career stages. By being accompanied by a mentor, the mentees experience support in career-relevant
decisions, receive advice on expanding interdisciplinary competencies and qualifications, and gain access to
networks.

The Technical University of Darmstadt offers mentoring for all assistant professors (with and without tenure
track). For this purpose, the President, in agreement with the Senate, appoints a group of professors who are
available as mentors. Mentors are initially appointed for an indefinite period of time but may relinquish their
role at any time with appropriate notification to the University Strategy Unit (1A).

Contents of a mentoring

Mentoring can address and pursue the following contents, for example:

e Advisory support in the definition of goals, the development of individual career strategies, and the iden-
tification of challenges and opportunities for action for further development.

e Support in reflecting on one's own position, role, progress and developments to date.

e Advice and support in building networks, arranging contacts.

e Introduction to the organizational culture and informal conventions.

e Support in personal development, e.g. through seminars on the acquisition and development of career-
relevant key qualifications and interdisciplinary skills.

e Exchange on career management, work-life balance, compatibility of career and family.

e Constructive and respectful collegial feedback.

Basic requirements and conditions

e Mentoring is based on the principle of voluntariness, i.e. assistant professors can decide against mentor-
ing without any consequences, especially for tenure.

e Strict confidentiality of the discussed contents.

e Commitment to appointments and agreements.

e Openness to foreign professional cultures.

e Neither evaluation of the content nor assessment of the mentee’s fulfillment of the tenure target agree-
ment.

e Mentoring lasts for a period of time to be defined by both parties and can also be shortened or extended
by individual agreement.

e The mentoring ends with the tenure-track.

e Contents, duration, dates and working methods are determined by the mentor and mentee.

Criteria for the selection of a mentor

e A mentor should not be from the same department as the assistant professor.

e The mentor must not pursue any interests (of his or her own and acting as an agent) in the development
of the assistant professor.

e Professors from outside the TU, e.g. from RMU, as well as retired professors can also accept mentoring.
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Process for selecting a mentor

e Mentors decide for themselves how many mentees they would like to mentor.

¢ Within the framework of the appointment negotiation, the Strategy Unit informs the assistant professor
about the possibility of mentoring.

e The assistant professor selects a mentor from the available pool on his or her own initiative and based
on his or her own needs and interests.

e The assistant professor informs the Strategy Unit of the name of the mentor for the purpose of an over-
view.

e Mentoring is between mentor and mentee only; support regarding the search or questions about the ar-
rangement are provided by the Strategy Unit; an interview guideline for the first meeting is attached
(Appendix).

e |f the need for training for mentors arises, do not hesitate to contact the Strategy Unit.

Appendix
e Interview guideline for the first meeting
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Interview guideline for the first meeting

The handout is intended as a possible discussion guideline to accompany the process of getting to know each
other. It is completely up to the assistant professor how to design the mentoring. This guideline is only a sug-
gestion.

1. Getting to know each other

At the first meeting, the focus is on getting to know each other, which, for example, can take the form of a
dialogue between the two sides. A further aim of the meeting is to clarify expectations in terms of organiza-
tion and content.

N

. Clarification of the organizational framework prior to the content-related work

e Meetings: How often? Regularly or as needed? Who arranges them and when? In person or by email,
zoom or phone? Where do the meetings take place (quiet, trouble-free atmosphere)?

e Contact: via e-mail or telephone?

e |s there any agreement about conversation structure and culture?

e Are there rules that should be followed?

e Preparation / protocol: Who prepares meetings? Should a protocol be written?

[ ]

3. Content expectations

e What form of support is possible?

e What do mentor and mentee expect from each other?

e What should mentor and mentee not do?

e What are possible topics of discussion? Where is the need for mentoring?
e How and when do mentor and mentee give feedback?

D

. Clarification of goals
What should be achieved with the help of mentoring?

e What should be achieved by when?

e  Which “soft skills” and which “hard facts” are important for development?
e What concrete plans are already in place?

[ ]

5. Topics: Which topics are pending from today's point of view?

Naming of these topics

6. Feedback and further procedure: Short feedback after the meeting and clarification of the further proce-
dure




