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Mentoring Junior Faculty at GSU

The success and retention of junior faculty is reflected in the formal and informal mentoring they receive as they begin their careers and navigate through their new positions. GSU recognizes that successful mentoring programs for junior faculty are vitally important for the recruitment and retention of highly motivated, engaged and productive colleagues. To this end GSU administrators have identified four mentoring categories that are key goals serving to increase the likelihood of a successful transition from junior faculty through promotion and tenure. They are: 
1. Make the expectations and criteria for promotion clear from the 
beginning

2.  Facilitate the acquisition of resources to meet these expectations 

3.  Give frequent and accurate feedback 

4. Reduce the impediments to progress towards promotion

GSU has several programs designed to support and mentor junior faculty using all four of the suggestions listed above in both professional development and instruction.  Some formal programs include the assignment of a senior faculty mentor with whom a new junior faculty will meet with on a regular basis (this match is made using multiple factors including gender of both the mentee and mentor, research interests, and personality) and yearly annual reviews conducted by senior faculty and administrators. Junior faculty are provided with information outlining detailed requirements for professional development, instruction and service expectations, etc. Junior faculty are typically protected from heavy service loads during their first three years after their initial appointment, however, service is one of the three areas for evaluation for promotion and tenure and evidence of departmental and college level service will be part of a successful promotion portfolio. 

Informal mentoring does not just involve one faculty mentor but the collective actions of all senior faculty in the new faculty member’s department and elsewhere and can take many forms from casual lunches and coffee breaks, manuscript and grant reviews, discussions on instruction, and a supportive and friendly work environment.

Mentoring in professional development also takes on many forms including advice on how to set-up a laboratory, advice on recruiting and mentoring graduate students, grant development, and how to navigate the university environment. Mentoring in instruction should also include course development, classroom management, how to develop a course syllabus, etc. New faculty should be advised to participate in the interactive programs implemented by the GSU Center for Teaching and Learning which hosts a faculty luncheon series and numerous workshops on successful teaching strategies scheduled throughout the academic year.

Mentoring programs available for female junior faculty at GSU include participation in the Leadership Academy for Women. The academy has developed a collection of resources to support women in academic careers. In addition, all GSU female junior faculty members are strongly encouraged to apply for a GSU Faculty Scholarship Mentoring Grants for Women during their first three years. In addition, the Professional Education Faculty (PEF) committee has instituted a series of workshops and lunches for junior faculty from different disciplines to meet and interact during their first two semesters at GSU. These lunches are designed to facilitate discussions and encourage university- wide networking for new junior faculty.

GSU also has a mentoring program for junior tenure-track ethnic minority faculty to enable them to acclimate to GSU and to their profession and are available in addition to the mentoring provided to junior faculty in general. Junior minority faculty who are employed in a majority institution often face cultural and professional obstacles, both direct and indirect, that their majority colleagues do not. Mentoring by a more senior faculty member may contribute significantly to the career development of such junior faculty, and assist GSU in the retention of such faculty. A hospitable social climate for minority faculty has been shown to be perhaps the most important measure for retaining such faculty, and effective mentoring one of the key factors in creating such a climate.

