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The University Mentoring Scheme
The mentoring scheme aims to encourage and support staff to explore their leadership potential within an academic or professional services career at the University.  For example as a leader of people, projects or services at varied levels of seniority.
What is mentoring?
Mentoring is a highly valuable development activity. At the core of the activity is the relationship between the mentor and the mentee, where the development of the mentee is the key focus. The mentor is not there to provide ‘all the answers’, but to guide the mentee towards ‘the answer’ that is right for them. The aim is to enable the mentee to develop their own skills, strategies and capability so that they can tackle the next hurdle more effectively with or without the mentor’s presence.  For the purposes of this scheme mentoring is defined as, ‘a professional relationship in which an experienced person (the mentor) assists another (the mentee) in developing specific skills and knowledge that will enhance the mentee’s career and personal growth’.  
Benefits of Mentoring
There are many benefits of a good mentoring relationship both for the mentee and the mentor. 
Some benefits for the mentee might be:
· Increased confidence and self-awareness
· Better employability
· A way to influence career development
· Better understanding of how the organisation works
· Strategies to overcome setbacks and obstacles
· Help to identify and set small achievable steps towards goals.
Some benefits for the mentor might be:
· A new and exciting challenge
· Experience of a new set of people and circumstances
· The reward and satisfaction of enabling people to make positive changes and informed choices
· An increase in self-esteem, confidence and self-awareness
· A way of enhancing own professional development
· Access to training.
What does the scheme involve?
The scheme is designed to be flexible and centred on the needs of the mentee/mentor.    Pairs will want to establish their own rules around their relationship in terms of time commitments, frequency of meetings, methods of communication and roles.  It is envisaged, however, that for most pairs the scheme will involve an initial meeting to set some ground rules and ongoing meetings as mutually agreed, e.g. 1 hour per month, depending on the requirements of the mentoring situation. The expectation is that mentors will commit to mentor between one and two mentees during the course of an academic year.

Underlying principles of the scheme
· The mentoring relationship is confidential
· The nature of the relationship is adult-to-adult
· The mentor should not line manage or supervise the mentee
· Participation – of both parties – is voluntary
· The Scheme Coordinator will put the mentee in touch with the mentor, checking that they are both content with the match
· Either party may break off the relationship if they feel it is not working and a new mentor/mentee can be found
· Both parties will respect each other’s time and other responsibilities, ensuring they do not impose beyond what is reasonable. 
How are mentees matched with mentors?
Mentees and mentors are matched through a process carried out by the HR team, taking into account, the ambitions or development needs of the mentee relative to the career trajectory and current role of the mentor.  The benefits and advantages of working in similar and differing fields or areas will also be considered. All mentees will get an initial briefing meeting about the scheme so that they understand their role and what is expected in the mentoring relationship.  
How to participate in the scheme?
[bookmark: _GoBack]The mentoring scheme will open for applications each academic year and will typically run between September and May, with an evaluation of the scheme taking place over the summer months. All staff are eligible to apply for the mentoring scheme irrespective of grade or levels of seniority. The mentee must be committed to their own personal and professional development and be willing to explore career development opportunities at the University.  Mentors can be working in academic or professional services roles and should be experienced professionals.  It is not necessary that mentors should have mentoring experience as training and guidance will be provided.  Mentors should also be in a position to commit time to the mentoring relationship.
Staff who are interested in having a mentor or in being a mentor for someone else should first speak to their Line Manager. This conversation is likely to explore issues such as the reasons why they want to be involved, the time commitment required and how the manager might support with the request.  Assuming that there is an agreement, the next step is to complete and return the Mentoring Application Form. 
How will the scheme be evaluated?
Feedback on the participant’s experiences of the scheme will be gathered throughout to ensure that the scheme is operating effectively and to resolve any practical issues.  Longer term, the scheme will be evaluated against the following criteria:
· Extent to which it is supporting and contributing to its aim
· Practical issues e.g. matching processes
· How well the mentoring relationship worked
The detail of what was discussed in the mentoring sessions is confidential between the mentor and mentee and this will not form part of monitoring or evaluation.
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