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Forward
Global Talent Mentoring is a research project on its way to becoming a permanent educational service. The idea: Select outstanding youths as mentees when they are around
the age of 16 and afford them a specialized long-term online mentoring and networking
experience with volunteer experts working in science, technology, engineering, mathematics, and medical sciences (STEMM). Mentees remain a part of the program up to
major early-career milestones such as earning a PhD or an equivalent achievement in
corporate R&D. Thanks to full underwriting of the project and program by its owner, the
UNESCO-affiliated Hamdan Bin Rashid Al Maktoum Foundation for Distinguished Academic Performance (Dubai, UAE), and the pro bono support of STEMM-expert mentor
volunteers around the world, Global Talent Mentoring will be completely free of charge.
To date, over 160 STEMM-expert mentors have already committed to supporting the program and more than 500 youths are vying via a rigorous application procedure for coveted
spots in the first season of mentoring, which will start on 1 March 2021.
As part of a four-year mandate to conceptualize, plan, and implement Global Talent
Mentoring, the project hosted its first International Expert Meeting (IEM), from 13 to
15 September 2019 in Regensburg, Germany. The meeting’s writ was clear: Bring together experts on mentoring, talent development, and online learning, share with them
preliminary concepts for Global Talent Mentoring, and learn from them to improve these.
The document before you sums up what was learned over the three days of the 2019
IEM. It summarizes the keynote speakers’ presentations, their advice, and the lively ensuing discussions. Finally, it reproduces the abstracts of a special issue that informally
arose as a research synergy out of the 2019 IEM and was recently published in the Annals
of the New York Academy of Sciences.
The ideas generated during the 2019 IEM are helpful in at least two respects. They
are essential for our ongoing development of Global Talent Mentoring. Insights from the
2019 IEM corroborated and augmented our existing program concept, based on our own
extensive literature reviews and rigorous empirical studies. Good ideas from the 2019
IEM have been hardwired into Global Talent Mentoring over the past 13 months, and
many more will be implemented in later stages. The ideas undoubtedly will be of use also
for other mentoring programs in talent development and STEMM.
With this welcome outcome in mind, we close our forward with a word of sincere thanks
to the sponsor of the 2019 IEM and the visionary dynamo behind Global Talent Mentoring,
the Hamdan Foundation, whose investments in global education are improving the talentdevelopment infrastructure for worthy youths everywhere.
Heidrun Stoeger,
project director

Linlin Luo,
postdoctoral researcher

Daniel Patrick Balestrini,
COO and coordinator

Chapter 1
Summary of the 2019 International Expert Meeting
The theme of the 2019 International Expert Meeting (IEM) was “Online Mentoring for
STEM Talent Development,” and the goal was to learn from a group of international experts by jointly exploring several important topics, including online mentoring and communication, mentor and mentee training, and mentoring for the gifted. Moreover, as an
expert meeting hosted by Global Talent Mentoring and sponspored by the Hamdan Bin
Rashid Al Maktoum Foundation for Distinguished Academic Performance, another goal
of the IEM was to seek experts’ inputs and suggestions on the Global Talent Mentoring
concept and program design. Five keynote speakers and four mentoring-program experts
from Europe and the United States were invited to gather in the UNESCO World Heritage city of Regensburg for three days to share their knowledge and research findings
on mentoring with the Global Talent Mentoring team. The meeting was led by Prof. Dr.
Heidrun Stoeger, as project director of Global Talent Mentoring, and Ms. Hessa Ahmad
Alamri, as representative of the Hamdan Foundation.
The IEM started with an introductory keynote presentation by Prof. Dr. Heidrun
Stoeger, project director of Global Talent Mentoring, professor of educational science,
and holder of the Chair for School Research, School Development, and Evaluation at the
University of Regensburg (Regensburg, Bavaria, Germany). In her presentation, Prof.
Dr. Stoeger gave an overview of the Global Talent Mentoring program, describing the
program’s mission and goals, mentoring concept, and design as well as the status of mentor and mentee recruitment (as of September 2019). Prof. Dr. Stoeger highlighted the
areas where the Global Talent Mentoring team especially welcomed inputs from the participating experts and encouraged the keynote speakers to address how their research
could inform the design and practices of Global Talent Mentoring.
Following Prof. Dr. Stoeger’s introduction, five keynote presentations were given. The
first keynote presentation, “A Developmental View of Mentoring Talented Students,” was
given by Dr. Rena Subotnik, director of the Center for Psychology in Schools and Education at the American Psychological Association (Washington, DC, United States of America). Dr. Subotnik’s research focus is on enhancing the achievement and performance of
youths with gifts and talents in all domains. In her keynote, Dr. Subotnik shared a developmental view of mentoring talented students in academic and non-academic domains
and suggested its application to Global Talent Mentoring. For example, Dr. Subotnik suggested that Global Talent Mentoring should encourage mentors to share insider knowledge explicitly with the mentees and promote mentees’ psychosocial skills in addition to
STEMM skills because her research shows that insider knowledge and psychosocial skills
are essential for reaching STEMM eminence.
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The second keynote presentation, “Promoting Positive Mentoring Experiences,” was
given by Prof. Dr. Thomas Keller, professor of children, youth, and families and director of the Center for Interdisciplinary Mentoring Research at Portland State University
(Portland, Oregon, United States of America). Prof. Dr. Keller’s research focuses on the
development and influence of youth mentoring relationships and strategies for improving
youth mentoring programs. In his keynote, Prof. Dr. Keller reviewed the development of
mentoring relationships and suggested key aspects for promoting positive mentoring experiences for Global Talent Mentoring. For example, from his research, Prof. Dr. Keller
stressed the importance of providing program support to mentors and mentees and encouraged Global Talent Mentoring to devote resources to provide such support.
The third keynote presentation, “Matching and Training,” was given by Dr. Rebecca
Stelter, research scientist at Innovation Research & Training Inc. (Durham, North Carolina, United States of America). Dr. Stelter has research expertise and project experience in developing web-based training for mentors and mentees. In her keynote address,
Dr. Stelter presented her recent work on co-developing STEM Mentoring: Supplement to
the Elements of Effective Practices for Mentoring.1 Dr. Stelter focused on evidence-based
matching and training practices and showcased examples of innovative mentor-training
materials, such as microlearning units for training.
The fourth keynote presentation, “Mentoring Programs: Diversity, Design, and Evaluation,” was given by Ms. Kirsten Poulsen, Director of KMP+ House of Mentoring (Virum,
Region Hovedstaden, Denmark) and co-founder and former president of the European
Mentoring and Coaching Council in Denmark. Ms. Poulsen is an expert in mentoring
programs in corporate contexts, with a focus on creating value for both the participants
and the organizations. In her keynote address, Ms. Poulsen presented a survey of mentoring programs in Denmark and reported on the development of an evaluation model
and questionnaire. Furthermore, she shared successful examples and lessons learned
in diversity-focused mentoring programs, which were highly relevant for Global Talent
Mentoring.
The final keynote presentation, “Online Mentoring: Design Principles and Program
Features to Encourage Collaboration,” was given by Dr. Helga Dorner, faculty director of
the Center for Teaching and of the Learning Mentoring Program of the Global Teaching
Fellows at the Central European University (Budapest, Hungary). Dr. Dorner’s research
focuses on online mentoring and computer-supported collaborative learning in higher
education and professional development. In her keynote address, Dr. Dorner presented
an online mentoring program for teacher education and reflected on the challenges she
and her team have encountered as well as program features and design principles that
addressed the challenges and led to the success of the program.
Following each keynote presentation, all keynote speakers, the Global Talent Mentoring
team members, and the invited mentoring program experts engaged in elaborated discus1

J. Kupersmidt, R. Stelter, M. Garringer, & J. Bourgoin (2018). STEM mentoring: Supplement to the
Elements of Effective Practices for Mentoring: Research-informed recommendations for youth mentoring programs with a science, technology, engineering, or mathematics focus. MENTOR: The National
Mentoring Partnership.
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sions on how concepts and strategies from the keynote presentations could be applied
to Global Talent Mentoring. Four mentoring program experts were invited as discussants
and shared valuable insights from their diverse perspectives and backgrounds. Dr. Edward Crowe, from Teacher Preparation Analytics, LLC (Washington, DC, United States
of America), shared his rich experience in program evaluation and encouraged the Global
Talent Mentoring team to ponder the key evaluation questions from the beginning of the
program. Ms. Csilla Fuszek, director of the European Talent Center (Budapest, Hungary), secretary of the European Council for High Ability Qualification Committee, and
secretary and coordinator of the European Talent Support Network (ETSN), shared her
experiences implementing talent-support programs and strategies for program success.
Ms. Ildikó Győryné Csomó—project manager at the Hungarian Association for Talent
Support Organizations (Budapest, Hungary) at the time of the 2019 IEM and now part
of the Global Talent Mentoring team—shared her experiences working on a Hungarian
talent-support mentoring program including effective strategies to motivate participants.
Mr. Manuel Hopp, research scientist in the World Giftedness Center project at the
Friedrich-Alexander University Erlangen-Nuremberg (Nuremberg, Bavaria, Germany),
provided insight into online mentoring from his experiences with CyberMentor, a longstanding Germany-wide online mentoring program for girls interested in STEM. A group
portrait including most of the participants is provided in Figure 1.1.
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Figure 1.1: 2019 Regensburg IEM Participants

Back row from left to right: Matthias Mader (Global Talent Mentoring, University of Regensburg,
Regensburg, Germany), Dr. Daniel Patrick Balestrini (Global Talent Mentoring, University of
Regensburg), Csilla Fuszek (European Talent Center, Budapest, Hungary), Dr. Edward Crowe
(Teacher Preparation Analytics, LLC, Washington, DC, United States), Dr. Rebecca Stelter (Innovation Research & Training Inc., Durham, North Carolina, United States), Dr. Linlin Luo
(Global Talent Mentoring, University of Regensburg), Manuel Hopp (World Giftedness Center,
Friedrich Alexander University Erlangen-Nuremberg, Germany), Dr. Julia Steinbach (Global Talent Mentoring, University of Regensburg), Ildikó Győryné Csomó (Global Talent Mentoring, University of Regensburg), Prof. Dr. Thomas Keller (Portland State University, Portland, Oregon,
United States), and Faisal Ahsan (Global Talent Mentoring, University of Regensburg). Front row
from left to right: Christin Graml (Global Talent Mentoring, University of Regensburg), Prof. Dr.
Heidrun Stoeger (Global Talent Mentoring, University of Regensburg), Dr. Rena Subotnik (Center for Psychology in Schools and Education, American Psychological Association, Washington,
DC, United States), Dr. Helga Dorner (Central European University, Budapest, Hungary), and
Kirsten Poulsen (KMP+ House of Mentoring, Virum, Denmark). Not pictured: Hessa Ahmad
Alamri (Hamdan Bin Rashid Maktoum Foundation for Distinguished Academic Performance,
Dubai, United Arab Emirates).

Chapter 2
Lessons Learned
In the following, we summarize key points from the presentations, discussions, and written suggestions in five conceptual areas: recruiting and selection, matching, training,
mentoring, and additional ideas. Although some points are beyond the scope of the pilot
year of Global Talent Mentoring or may be more applicable for other mentoring programs,
all points are valuable for improving the quality of mentoring programs more generally.
In order to preserve the originality and spontaneity of the shared expertise and thoughts,
we present the key points in an outline form, with minimal editing.
2.1

Recruiting and Selection

Experts described strategies and suggestions for recruiting and selection in two areas: recruiting STEMM experts as Global Talent Mentoring mentors and recruiting intrinsically
motivated youths as Global Talent Mentoring mentees.
2.1.1

Strategies for Recruiting STEMM Experts as Mentors

Experts proposed five categories of strategies for recruiting STEMM experts to be mentors
for Global Talent Mentoring.
2.1.1.1 Emphasize the Unique Opportunities for Working with Talented,
Hardworking Youths
•

Emphasize the mission and purpose of the program, focusing on the worldwide scope
and supporting the brightest young talents.

•

Highlight the fact that Global Talent Mentoring mentees have high potential (emphasize how special the selected youths are) and need special support. Show mentors
what can happen if such high-potential students do not receive specialized support.

•

Emphasize to experts that they can profit from being a mentor and working with
extremely talented, hardworking youths.

•

Point out that the experts will be working with very gifted, hardworking students.
Later, some of the mentors may be able to recruit some of the mentees as future
students.
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•

Emphasize that the mentors can acquire new perspectives on the knowledge they
already possess, learn about what motivates and engages younger generations (including what kind of leadership they need to grow and engage in their careers), and
experience the joy of seeing young people make the most out of their potential.

•

Emphasize the importance of mentoring for developing of talent. This will appeal to
some experts who have to make difficult decisions about how to best allocate their
time.

•

Emphasize the benefits of mentoring and online mentoring in recruitment materials.

•

Connect with mentors’ intrinsic motivation.

•

Make mentors feel exclusive. Explain that they can play a special role in the life of
their mentee because they themselves have achieved a lot.

2.1.1.2 Provide and Highlight Additional Benefits for Becoming Mentors
•

Provide professional opportunities for expert mentors through online and in-person
participation.

•

Point out opportunities for mentor learning (e. g., chances to learn about using the
mentoring platform, mentees’ interests, or mentees’ cultures).

•

Highlight opportunities for the mentors to interact with one another.

2.1.1.3 Use Effective Public-Relations Strategies
•

By securing a few “famous” mentors, the program will become more attractive for
other potential mentors.

•

Find influencers and well-known experts and institutions to endorse the program.

•

Create a brand around the program that reflects its prestige and uniqueness.

•

Encourage mentors to invite associates to work with them, also noting that the program will provide their team with opportunities for professional development in mentoring.

•

Publicize the program in all manner of local, regional, national, and international
mass media.

•

Provide visibility for the program through professional, academic, and research communities and media, and connect with the regional players to raise the prestige of
Global Talent Mentoring.

8

2019 REGENSBURG INTERNATIONAL EXPERT MEETING

2.1.1.4 Create Application and Selection Processes with High Standards
•

Create serious application and selection processes for mentors so all prospective mentors realize it is an honor to become a mentor in the program.

•

Carefully select mentors who are committed and responsive. It is not bad to have a
reputation as being selective—think of Nobel prizes!

•

Ask interested mentor volunteers for permission to contact their colleagues for a reference about their mentoring potential or ability.

•

Ask potential mentors to commit to the program, but be flexible with how long they
are expected to stay involved with the same mentee (e. g., start with 1–2 years).

2.1.1.5 Communicate the Mentoring Process Clearly to Potential Mentors
•

Provide developed ideas for how to structure the mentoring process. For example,
work out ways of making it easy for mentors to get in touch with mentees, giving
mentors some ideas for how they could / should spend their time and helping them
with technical arrangements for their mentoring time.

•

Reduce the cognitive load on mentors by making the process of mentoring as easy as
possible for them. Reassure them of this already during the recruitment process.

2.1.2

Strategies for Recruiting the Most Intrinsically Motivated Talented
Youth as Mentees

2.1.2.1 Identify and Communicate Expectations Clearly
•

Make clear what Global Talent Mentoring is offering and expecting (in terms of activities on the platform).

•

List things that the program concept does not want in the mentees.

•

Identify the main attributes that a mentee with high potential has to have (e. g.,
demonstrated interest to figure out how things work or a desire to disassemble things).

•

Inform the mentee-nominating institutions clearly what criteria to look for.

2.1.2.2 Assess Mentees’ Motivation in the Application Process
•

Request more reflective and subjectively orientated information in the application.
For example, applicants might submit audio-visual projects (e. g., simulations, podcasts, short clips, or mini-documentaries).

•

Ask potential mentees questions related to examples of intrinsic and extrinsic motivation and then select those applicants who gravitate more towards intrinsic motivation.

LESSONS LEARNED
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•

Consider the extent to which prospective mentees have been able to demonstrate
science interests and accomplishments relative to the opportunities and resources
available to them in their communities and families. Take care not to overlook to the
extent to which local resources will shape applicants’ achievements.

•

Include the mentees’ reflections on their motivation and their responses to relevant
and challenging questions about why they should be part of the program.

•

Interview potential mentees to explore their motivations and their readiness / maturity
for the program, if possible.

•

As part of each mentee’s application, include a reference or two by people who know
the applicant well and also know about their field of interest. Ask references about
their perceptions of the motivations of the mentees.

•

Ask mentee applicants to write an essay and solve problems. This will show whether
they are willing to spend time and effort on the application.

•

Use a variety of questions to gauge mentee applicants’ motivation, commitment, interest, and creativity. For example, ask them how they spend their free time and
about their favorite magazines, websites, etc. Ask them what they would think about
if they were in a cabin by themselves without technology for a couple of hours. Show
a picture and ask them what questions come to mind.

2.1.2.3 Other Considerations
•

Check whether there are international competitions in program-relevant domains and
then publicize the recruitment materials through regional agencies, institutions, and
organizations. From that pool, it will be possible to find high-potential students.

•

Determine whether Global Talent Mentoring is filling a gap in the existing resources
or support systems to which participants already have access.

2.2

Matching

Experts provided strategies and suggestions for matching criteria and matching procedures.
2.2.1

Matching Criteria

•

Cultural and regional issues are very important. Cross-cultural matching may not
always be beneficial for mentees due to cultural differences that could make forming
a relationship difficult.

•

Openness to less hierarchical relationships between mentors and mentees on the
part of the mentors is a must in certain regions. At the same time, too much mentor–
mentee relationship horizontality could be problematic for other mentors.
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•

One pitfall might be matching a very introverted student with a very extroverted
mentor—and the other way around. The application process and interviews with
mentors and mentees offer chances to assess this factor. The risk with an extroverted mentor and an introverted mentee is that the mentor becomes very dominant
and leaves little room for the mentee to develop in their own way. With a very introverted mentor and an extroverted mentee, the mentee might lose respect for the
mentor—regardless of the mentor’s accomplishments—due to the mentee perceiving
the mentor as not being challenging enough.

•

Keep in mind that Global Talent Mentoring mentees will be expected to excel in a
Western-dominant framework. Therefore, mentors from Western cultures may be
highly desirable to mentees.

•

The ability to meet virtually in real time is important, so Global Talent Mentoring
should keep track of mentees’ and mentors’ time zones.

•

Align mentees’ expectations (e. g., increasing their content knowledge, developing
STEMM skills, gaining insider knowledge, or exploring career possibilities) with mentors’ domain-specific areas of expertise.

•

Good mentor traits include being inclusive, good listeners, and having empathy.

•

Ask about mentors’ and mentees’ previous mentoring experiences.

2.2.2

Matching Procedures

•

Both mentors and mentees need to feel that they have an influence on the matching
and that they trust the matching process and the people in charge of the matching.
Interviews can help.

•

A good way for mentors and mentees to feel involved and have some influence on the
matching process is to ask questions about mentors’ expectations and motivation and
to ask them what they would like to contribute. Ask mentees about their expectations,
motivation, and what they want to learn.

•

Consider screening mentors for their attitudes towards youth, their expectations for
their mentees, and any potentially problematic stereotypes.

•

Eventually, the program should start using a matching algorithm. For example, it can
use cosine similarity with weights on single dimensions (e. g., weights on STEMM
interests).

•

Include consideration of concepts such as learning and educational capital and other
measures of other constructs that foster or hinder career learning for both mentees
and mentors. This can improve matching results.

LESSONS LEARNED
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•

Also consider using “couple–marriage” algorithms to find matches for mentors. Repeat the same algorithm without the first person on each preference list (of the marriage algorithm) in order to get more match proposals.

•

Make an effort to use within-participant experiences to enhance subsequent rematching. For example, Global Talent Mentoring might have each mentee or mentor complete a brief assessment at the end of each match (as a sort of exit interview) that asks
for a reflection on self and partner and what would be important in a new match.
Global Talent Mentoring might, for example, ask mentees and mentors what they
learned to look for in a future mentor or mentee based on their experience in Global
Talent Mentoring. Another question Global Talent Mentoring might pose: What
type of mentor or mentee would make a good new match for their former mentor
or mentee?

•

To achieve a better mixture of participants from different countries, Global Talent
Mentoring should maintain a minimum number of three mentees per country, if possible.

2.3

Training

Experts suggested important training topics for mentoring programs in general and for a
special mentoring program such as Global Talent Mentoring.
2.3.1
•

Fundamentals of Mentoring

Training topics should cover areas such as
–

the overall purpose and goals of the mentoring program,

–

the definition of mentoring used for the program,

–

the roles and boundaries of mentors and mentees (stressing in particular what is
not the role of the mentor),

–

clarifying and aligning mentors’ and mentees’ expectations (in general and for
program-specific requirements),

–

a general recommended sequence of activities and discussions that reflect the
course of the mentoring relationship (i. e., major tasks or milestones for the beginning, middle, and end of relationship), and

–

prompts or examples of actual conversation starters (e. g., questions to ask).

•

Training should help establish a structure for the mentor–mentee learning conversations and describe what should be happening between these conversations (i. e.,
what the mentees should be working on).

•

Training should facilitate an understanding for learning as a process, not just a form
of knowledge transfer.
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•

Additionally, training units shoud provide participants with a simple, straightforward
list regarding what to do and what not to do (e. g., dos and donts, ground rules, or a
code of conduct).

•

Global Talent Mentoring should also provide a mentoring handbook. An online handbook might also incorporate short videos that sum up the handbook’s main messages
and offer useful links.

2.3.2
•

•

•

•

Special Aspects

The first aspect pertains to Global Talent Mentoring being an online mentoring program. Therefore, training topics should cover areas such as
–

the use of the Global Talent Mentoring platform,

–

safety and ethics on an online platform,

–

building trust online (e. g., consistency and confidentiality), and

–

intercultural communication.

The second aspect pertains to Global Talent Mentoring as a mentoring program focused on STEMM mentoring. Training topics should thus cover areas such as
–

strategies for inquiry-based and project-based learning,

–

STEMM stereotypes and barriers to STEMM achievement, and

–

supportive skills for reaching eminence in a STEMM domain such as presenting
scientific results, communicating with colleagues, or giving presentations.

The final aspect pertains to Global Talent Mentoring as a mentoring program focused
on talent development. For mentees who aspire to becoming eminent STEMM professionals, training topics should cover areas such as
–

self-knowledge (e. g., via questions such as: How do I act? Why do I act the way
I do? Where do I feel uncomfortable and how do I adapt that?),

–

psychosocial skills (e. g., managing distractions, presentation anxiety, and writing
blocks), and

–

teamwork.

For mentors who work with high-achieving and highly motivated mentees, training
topics should cover areas such as
–

listening and feedback skills (e. g., giving constructive feedback),

–

formative assessment,

–

being an advocate and a connector,

–

sharing insider knowledge explicitly, and

LESSONS LEARNED
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reflecting on their own career trajectories to learn from their own “mistakes” and
to avoid assuming that the only way of doing things is their way and imposing
their way on the mentee.
Motivating Mentors to Engage in Training

2.3.3.1 Convey the Task Values to Mentors
•

Only require essential training (i. e., an orientation) for mentors (e. g., program goals,
policies, procedures, and expectations). A thorough orientation at the beginning
seems warranted and should be required.

•

Provide research-based evidence for failures and the negative impact of not participating in training appropriately. This might sound harsh, but very often experts speak
this “language.”

•

Consider offering two levels of training—basic and more in-depth. Many mentors
will initially opt for basic but then go to in-depth if or when they realize they need it
during the relationship.

•

Consider brief, just-in-time training units offered right before mentoring interactions.

•

Provide evidence for how mentors can use these skills and knowledge in their own
professional contexts.

2.3.3.2 Provide High-Quality, Effective Training Materials and Formats
•

Provide state-of-the-art training—so mentors feel privileged to participate.

•

Call it “kick-off” and “master classes” instead of training.

•

Invite prominent guest speakers from time to time.

•

Require pre-match training and use video if you are doing synchronous training.

•

Consider a minimum of 30 minutes of training, which is the same as what mentors
are expected to do for mentoring each week.

•

Initially, use one-on-one training sessions via video conference.

•

Set a deadline by when mentors must complete the training.

•

Provide “micro-learning” topics for mentors as ongoing training.

14
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2.4

Mentoring

2.4.1

Strategies for Ongoing Online Mentor–Mentee Interactions

2.4.1.1 Create Excellent Content and Activities on the Online Platform
•

Identify and track milestones for mentoring. Create a timeline for these milestones.

•

Provide meaningful, structured projects to engage mentors and mentees (e. g., preparing for poster sessions, opportunities for groups to interact on projects).

•

Provide discussion prompts to help mentors and mentees initiate learning conversations.

•

Create new materials for the online platform continuously to ensure that participants
have sufficient inspiration to continue using the platform exclusively.

•

Make sure the platform is easy to use (e. g., easy to upload videos, photos, and files).

•

Organize an online event (e. g., a group-synchronous event with video) every two or
three months where selected mentor–mentee dyads showcase their findings, project
results, and key ideas.

•

Invite guest speakers regularly (i. e., as part of a guest-speaker series).

•

Consider “gaming.” For example, once a milestone is reached, a badge or some sort
of certification would be given to the mentee.

•

Consider a project marketplace where mentees’ project ideas are showcased to attract
a “sponsoring” mentor and other interested mentees to work together.

•

Give more experienced mentors the possibility to mentor more than one mentee at
the same time.

•

Present possible rewards for excellent participation (e. g., the possibility of participating in a conference held in Dubai). Find out what mentors and mentees consider to
be a good incentive.

•

Consider the use of competitions within discipline areas, with recognition or even a
monetary award to build and maintain momentum.

2.4.1.2 Provide Monitoring and Support
•

Monitor important aspects of participants’ activities (e. g., watched training units,
usage of online tools, communication records, projects) and use adaptive / suitable
push notifications. Make sure that the platform is fully compatible with all smart
devices (iOS, Android, etc.), then push-notifications can be employed.

LESSONS LEARNED
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•

To the extent possible, create a regular system for monitoring participant engagement.
Also create mechanisms for responding to any questions or issues interfering with
participation.

•

Schedule regular check-in contacts with mentors via email or platform tools to ask
how the mentoring and their mentee’s learning are progressing. In the meantime,
provide them with links to additional resources about developing mentees’ STEMM
skills and about strategies for effective mentoring.

•

Provide a space for the mentors to create a knowledge base where they can exchange
ideas about any problems they have encountered (e. g., for questions such as: What
did you do when your mentee showed low motivation?) and provide one another with
suggestions and support.

2.4.1.3 Recognize Mentoring-Relationship Growth and Mentors’ and
Mentees’ Achievements
•

Show mentors where their mentees are when mentoring starts, and show mentors
their mentees’ growth over time so they see the impact they are having on their
mentees.

•

Give mentor–mentee dyads their “history together” and show them automatically
highlights of their time together (see Facebook or Google photos for an idea).

•

Have visible ways for mentees to show that they actually worked with very prestigious
mentors.

•

Recognize anniversaries of relationships, birthdays, and achievements of individuals
in the program.

•

Provide occasional, spontaneous notes to mentors and mentees expressing appreciation for their participation in the program. These surprise “thank-yous” should be
outside of regular or routine communications.

•

At the end of every cycle (annually), select a group of students to meet somewhere.
Experts could also be invited to join.

•

Ask mentees to create short video documentaries or comments on what they have
learned and accomplished and upload them. Likewise, ask mentors to create short
video documentaries or comments on what they have learned and how they do the
mentoring. Additionally, selected mentor–mentee dyads could do short videos together and share these insights with the program community. It would be really
interesting for others to see. This is also a way for the mentees to practice their
presentation and communication skills.

•

Send a note to each mentor’s department chair or director or to each mentee’s principal etc. about how great it is to have the person involved.
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•

Carry out interviews with the public-relations department of mentors’ universities.

•

Showcase and recognize excellence in mentoring using awards or other forms of appreciation.

2.4.2

Strategies for STEMM-Focused Platform Activities

2.4.2.1 Create Appropriate Platform Structures and Offerings
•

Establish clear expectations for program participants about what kind of monitoring
and support they must engage in to be a participant in the program.

•

Provide opportunities for the mentor–mentee dyads to showcase their work together
(i. e., mentee accomplishments) through portfolios, symposia, etc. Tangible products
are important.

•

Enable online portfolios for mentees—for showcasing, assessing, archiving, and future personal use.

•

Consider setting as a standard program expectation that mentors eventually prepare
letters of recommendation for their mentees. On one hand, the mentees would want
to demonstrate their commitment and skills to receive a positive endorsement. On
the other hand, it would focus mentors on the mentees’ development and help the
mentors to be be attentive to what the mentee is capable of doing and encourage the
mentors to try to make sure there will be accomplishments to report.

•

Regularly inspire the mentors and mentees with stories of what the most successful
mentor–mentee dyads are doing to focus on their long-term goals.

•

Share stories of successful researchers who have made it in spite of difficulties. It
might suffice to simply share the career stories of the mentors on the platform.

•

Create a guideline for meeting agendas for the mentor–mentee dyads. The guideline
could include points such as
–

always talking about short-term topics and long-term topics even if you only spend
5 minutes on one and the rest of the time on the other topic;

–

always spending some time talking about what has happened since the last conversation—regardless of whether the conversation turns on a STEMM-related
topic or on a personal event;

–

always ending meetings with an evaluation (e. g., about most valuable insights or
options for doing something differently the next time); and

–

always ending meetings by agreeing on a time for the next meeting.

LESSONS LEARNED
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2.4.2.2 Provide Monitoring and Support
•

Use ongoing formative evaluation including the periodic administration of short questionnaires to the mentors and mentees about the mentoring activities.

•

Program automated short questionnaires with an option for “I need help from a staff
member.”

•

Develop questions that prompt mentor reflection about what has happened over the
last six months such as
–

How would you say the mentoring activities are helping your mentee to grow and
develop?

–

What mentoring activities do you think would be most beneficial for the next six
months in contributing to the ongoing development of your mentee?

•

Give feedback to the mentors about the kinds of activities underway around the world
that might (a) give them some ideas for their work with individual mentees and (b)
help the program staff to redirect mentoring back towards a stated long-term goal
when it gets off track.

•

Organize regular meetings for all mentors (regionally or disciplinary) where they are
asked to reflect on the developments their dyads are making. This debriefing should
happen on a semester basis or annually.

2.5

Additional Ideas for Program Design and Implementation

•

Come up with a design for formative evaluation that allows Global Talent Mentoring to
learn relatively quickly from unexpected challenges or “adverse” events and outcomes,
and in time to make adjustments during the year and to have data that feed into some
kind of annual assessment of the past year’s performance. Consider using interviews
to (a) check mentees’ progress on goals set from the previous review and (b) identify
areas to which the participant needs to pay attention in the coming year.

•

When reviewing data from the pilot year, think through in advance what might have
led to problems or failures before moving to full implementation. Use the results of
the team’s brainstorming and conversations to adjust the program and come up with
careful monitoring processes to deal with anticipated challenges. Nothing is ever
perfect in such large, complex enterprises. The best thing to do is to expect problems
and have procedures in place to recognize them early so you can address them before
they become significant barriers to overall success.

•

Consider using cloud-based (real time) transcription of the voice chats and video
chats in the future.
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•

Recruit a machine-learning expert into the Global Talent Mentoring team in the future
to develop self-adjusting or self-learning recommendation options for feedback.

•

Think about the overall trajectory for mentees over multiple years with (possibly)
multiple mentors. How can it be sequenced so that each new relationship builds on
the previous one and contributes to the next?

•

In the case of re-matching, how will the program minimize comparisons across mentors by mentees (i. e., this one is not as nice / good)?

•

Create guidelines for the amount of continuing contact, if any, between the mentor
and mentee after the formal relationship has ended.

•

Consider whether outreach information should be provided for parents or guardians
and whether they will be expected to support program participation.

Chapter 3
Special Issue
A propitious research synergy arose organically during and after the 2019 IEM amongst
the participants. Prof. Dr. Heidrun Stoeger (University of Regensburg, Germany) and
Prof. Drs. Albert Ziegler (University of Erlangen-Nuremberg, Germany) proposed and
edited a special issue of the Annals of the New York Academy of Sciences, entitled “Mentoring: Theoretical Background, Empirical Findings, and Practical Applications,” that
afforded some of the IEM participants an opportunity to jointly showcase their research
for a large international audience. The Annals of the New York Academy of Sciences is an
international journal that provides multidisciplinary perspectives on research of current
scientific interest with far-reaching implications for the wider scientific community and
society at large. The rigorously peer-reviewed journal ranks among the top ten multidisciplinary journals worldwide with a Clarivate impact factor of 4.728.1
The editors invited the 2019 IEM keynote speakers to submit manuscripts on topics
related to their presentations to the special issue. Moreover, the editors extended invitations to additional leading researchers in the field of mentoring to broaden the scope of the
special issue. As a result, 14 high-quality manuscripts written by 48 mentoring experts
from the United States, Germany, Finland, Hungary, France, and the United Kingdom
were accepted by the Annals and 13 have been published online. In this chapter, we
include the abstracts of the published articles and the links to the full articles.
3.1

Key Issues in Professionalizing Mentoring Practices

Heidrun Stoeger, University of Regensburg, Germany • Daniel Patrick Balestrini,
University of Regensburg • Albert Ziegler, University of Erlangen-Nuremberg, Germany
Mentoring has experienced a tremendous upswing over the past decades, which has only
recently slowed down somewhat. One possible factor explaining mentoring’s popularity
are numerous case studies suggesting it is one of the most effective ways of helping individuals to develop. Meta-analyses indicating effect sizes for mentoring that are below
what would theoretically be possible appear to contradict the success stories, however.
This circumstance raises questions about the professionalization of mentoring practices.
We focus on seven key issues for future efforts at professionalizing mentoring. Key Issues
1 and 2 address observation of the state of the art within formal mentoring when programs
are planned and implemented: the consideration of recent research and of best practices.
While both areas can overlap, they provide complementary sources of pertinent informa1

The impact factor was reported by the webpage of the Annals of the New York Academy of Sciences.
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tion for the professionalization of mentoring. Key Issues 3–6 address the need to align
mentoring activities to the specific context and goals of individual mentoring programs by
observing idiographic program characteristics, mentoring dynamics, the orchestration of
mentoring goals, and the provision of mentoring resources. Finally, Key Issue 7 highlights
ongoing evaluation as the basis of the effective, continuous improvement of mentoring
programs.
Abstract source and online article: publication in preparation
3.2

Spaces of Possibilities: A Theoretical Analysis of Mentoring from a
Regulatory Perspective

Albert Ziegler, University of Erlangen-Nuremberg, Germany • Katharina L. Gryc,
University of Erlangen-Nuremberg • Manuel D. S. Hopp, University of ErlangenNuremberg • Heidrun Stoeger, University of Regensburg, Germany
A review of the literature on the effectiveness of mentoring reveals a paradox: on the one
hand, there is evidence that mentoring can be highly effective. On the other hand, metaanalyses usually only show small to moderate effect sizes, and sometimes even negative
effects. To better understand this mentoring paradox, we discuss three fundamental problems in mentoring research. We propose working definitions and theoretical premises to
overcome these problems. We apply various systemic concepts to the field of mentoring
that might help to resolve the mentoring paradox. We introduce mentees’ actiotopes and
their interaction with other systems as the unit of analysis, and the regulations for which
mentors are responsible for in the context of mentoring as the categories of analysis. To
systemize and elaborate on the regulatory dimensions of mentoring, we introduce the
nonagonal framework of regulation in mentoring (NFR-M). To facilitate the analysis of
ongoing changes caused by mentoring and therefore a dynamic understanding of mentoring, we introduce the concept of spaces of possibilities in mentoring (M-spaces). Finally,
we introduce the concepts of the Athena Mentor to explain why mentors can differ so
dramatically in the effectiveness of the regulations they are responsible for in the context of mentoring. We conclude by describing how mentoring comparisons based on the
NFR-M, mentors’ regulatory insight, regulatory power, and M-spaces can help to resolve
the mentoring paradox.
Abstract source and online article: https://doi.org/10.1111/nyas.14419
3.3

Defining Mentoring: A Literature Review of Issues, Types, and
Applications

Carol A. Mullen, Virginia Tech, Virginia, United States of America • Cindy C. Klimaitis, Virginia Tech
This literature review of contemporary mentoring delineates mentoring definitions and
anchors these with explanatory discourse. Select empirical studies spanning 1983–2019
were analyzed, with a focus on education across grade levels. Alternative mentoring
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issues, types, and applications, also located, are integral to this discussion. While researchers describe what mentoring is, it is also important to clarify what it is not. Traditional definitions of mentoring have been losing traction, with mentoring alternatives
forging new possibilities within changing learning and work environments. Contexts of
mentoring include a personal–professional relationship to an educational process; an organizational, cultural, and global context; and a systemic reform strategy that builds human capacity. This complex definitional terrain is situated within theoretical mentoring
frameworks. Mentoring as deep, equitable learning with social transformative value is
illustrated. Science, technology, engineering, and mathematics and other educational
examples serve this purpose. Challenges to the field from alternative mentoring theory
are discussed for transparency around meanings of mentoring and contributions that advance socially just relationships, organizations, and cultures. The article provides a timely
and needed framework to discriminate and differentiate mentoring from other developmental relationships.
Abstract source and online article: https://doi.org/10.1111/nyas.14176

3.4

“Two Sides of the Same Coin?” Coaching and Mentoring and the
Agentic Role of Context

Paul Stokes, Sheffield Hallam University, United Kingdom • Pauline Fatien Diochon, Université Côte d’Azur, France • Ken Otter, Saint Mary’s College of California,
California, United States of America
Our article depicts and interrogates the claims for seeing coaching and mentoring as being distinct from each other, and rather suggests that context is agentic in determining
which aspects of these two helping orientations are likely to be used by practitioners. To
start with, our article traces the development of coaching and mentoring as two separate
discourses. Traditionally, coaching has been associated with a shorter term performance
focus, with the coach portrayed as a process—rather than a content knowledge-based expert. By contrast, mentoring has a longer-term holistic focus, where the mentor has direct
experience and knowledge in the setting that the mentee is operating in. Then, we discuss some limitations of seeking conceptual distinctiveness in purely theoretical terms,
including accentuating differences of practices that cannot easily be disentangled from
each other in practice. Therefore, on the basis of a case study, where coaching and mentoring behaviors are used by leaders and managers, we argue that context plays an agentic
role and influences which of the helping orientations is used by practitioners. We conclude that, context being multifaceted, it leads to a kaleidoscope of coaching/mentoring
behaviors, which supports a practice-based approach to the debate.
Abstract source and online article: https://doi.org/10.1111/nyas.14316
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3.5

A Developmental View of Mentoring Talented Students in Academic
and Nonacademic Domains

Rena F. Subotnik, American Psychological Association, Washington, DC, United States
of America • Paula Olszewski-Kubilius, Northwestern University, Illinois, United
States of America • Maha Khalid, American Psychological Association • Heather Finster, North Carolina State University, North Carolina, United States of America
The role of mentors for talented students varies according to developmental level and domain. Domains differ as to when they begin, peak, and end. Therefore, mentoring at the
beginning of a talent trajectory may take place in middle school for a science student and
in elementary school for a violinist. In the later stages of talent development, mentors are
more likely to select their protégés than to be organizationally matched with mentees. As
mentees gain the requisite skills and knowledge, mentors place more emphasis on modeling and coaching for psychosocial skills and insider knowledge (access to networks of
information, attitudes, and behaviors rewarded by gatekeepers) that allow their mentees
to stand out and, if necessary, endure pushback derived from proposing creative ideas or
performances that challenge the status quo. The conclusions reported here are derived
from studies of mentoring talented students, with an emphasis on identifying similarities
across domains, and recognition that mentors’ provision of insider knowledge is particularly important for low-income children and youth.
Abstract source and online article: https://doi.org/10.1111/nyas.14286
3.6

Predictors of Close Faculty–Student Relationships and Mentorship in
Higher Education: Findings from the Gallup–Purdue Index

Elizabeth B. Raposa, Fordham University, New York, United States of America •
Matthew Hagler, University of Massachusetts, Massachusetts, United States of America • Diana Liu, Gallup, Inc., Virginia, United States of America • Jean E. Rhodes,
University of Massachusetts
College students’ supportive relationships with mentors—professors, advisors, as well
as other caring adults to whom students turn as they develop their interests and career
paths—are critical to their development and academic success. The current study sought
to explore factors that promote or impede the formation of positive mentor–student relationships during college using a large, nationally representative sample of 5,684 college
graduates from the Gallup–Purdue Index. Linear regression models revealed that firstgeneration college students, as well as students attending larger institutions, rated faculty
and other college staff as less caring and supportive, and were less able to identify a supportive mentoring relationship during college. Greater engagement at college, including
participation in faculty research, academic internships, long-term projects, and extracurricular clubs or activities, was associated with stronger perceptions of faculty support and
mentorship while in college. Interestingly, demographic characteristics moderated the effects of some extracurricular activities on students’ experiences. For example, participants
with more student loans showed a stronger positive association between participation in
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long-term academic projects and perceptions of faculty support, relative to students with
few loans. These findings have important implications for policies designed to foster
sustained and meaningful faculty–student relationships for all students, including those
traditionally marginalized on college campuses.
Abstract source and online article: https://doi.org/10.1111/nyas.14342
3.7

An Investigation of Self-Efficacy Crossover Between Mentors and
Protégés Within Mentoring Dyads

Lebena Varghese, Rice University, Texas, United States of America • Lisa Finkelstein,
Northern Illinois University, Illinois, United States of America
Our current research investigated how mentors enhance protégé self-efficacy. Drawing
from social comparison theory, we propose that the shared experience between mentors
and protégés facilitates the ability of protégés to adopt the perspective of their mentors.
Additionally, the perspective-taking that a protégé engages in enables them to ascribe
positive aspects of their mentor (i. e., efficacious beliefs) to themselves. Study 1 (N =
205 adults) and study 2 (N = 204 adults) adopted an experimental design (i. e., vignette
study) and study 3 (N = 148 undergraduate management students) adopted a survey design with protégés in an e-mentoring program. Results from all three studies provided
evidence for the transfer of efficacy beliefs from the mentor to the protégé. The findings supported the postulation that shared experience between the protégé and mentor
facilitates perspective-taking on behalf of the protégé. Although the findings of the experimental studies showed that a protégé’s perspective-taking moderated the positive transfer
of efficacy beliefs from the mentor to the protégé, the field study failed to replicate this
particular finding. Our current research findings have implications for training and developing employees.
Abstract source and online article: https://doi.org/10.1111/nyas.14324
3.8

Nine Years of Online Mentoring for Secondary School Girls in STEM:
An Empirical Comparison of Three Mentoring Formats

Heidrun Stoeger, University of Regensburg, Germany • Michael Heilemann, University of Regensburg • Tobias Debatin, University of Regensburg • Manuel D. S.
Hopp, University of Erlangen-Nuremberg, Germany • Sigrun Schirner, University of
Regensburg • Albert Ziegler, University of Erlangen-Nuremberg
Online mentoring can be useful for supporting girls in science, technology, engineering,
and mathematics (STEM). Yet, little is known about the differential effects of various
online mentoring formats. We examine the general and relative effectiveness of three
online mentoring formats, one-on-one mentoring, many-to-many group mentoring, and
a hybrid form of the two. All three formats were implemented in different years in the
Germany-wide online-only mentoring program, CyberMentor, whose platform enables
communication and networking between up to 800 girls (in grades 5–13) and 800 women
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(STEM professionals) each year. We combined longitudinal mentee data for all first-year
participants (N = 4,017 girls, Mage = 14.15 years) from 9 consecutive mentoring years to
evaluate and compare the three mentoring formats. Overall, all formats effected comparable increases in mentees’ STEM activities and certainty about career plans. However,
mentees’ communication behavior and networking behavior on the mentoring platform
differed between the three formats. Mentees in the hybrid mentoring format showed the
most extensive STEM-related communication and networking on the platform. We also
analyzed the explanatory contributions of STEM-related communication and networking
on inter-individual differences in the developmental trajectories of mentees’ STEM activities, elective intentions in STEM, and certainty about career plans, for each format
separately.
Abstract source and online article: https://doi.org/10.1111/nyas.14476

3.9

Influence of Program Staff on Quality of Relationships in a
Community-Based Youth Mentoring Program

Thomas E. Keller, Portland State University, Oregon, United States of America • David
L. DuBois, University of Illinois at Chicago, Illinois, United States of America
In many mentoring programs, mentor–youth pairs have the latitude to engage in a wide
range of activities together across varying community settings. Within this context, program staff are tasked with supporting development of high-quality relationships between
mentors and youth. To date, however, this role of program staff has been largely overlooked in research. The current study investigates potential contributions of program
staff to mentoring relationships in the Big Brothers Big Sisters community-based mentoring program over their first 15 months of relationship development with a sample of
450 mentor–youth pairs that were supported by 76 program staff across 10 agencies.
Two-level analyses (mentoring relationships nested within program staff) examined characteristics and approaches of program staff as prospective predictors of several facets of
mentoring relationship quality as reported by youth: closeness, help with coping, youthcenteredness, growth orientation, and attachment. Staff-reported work engagement and
emphasis on adherence to program guidelines as well as supervisor-rated staff competence
predicted more favorable mentoring relationship quality. By contrast, a nondirective approach to supporting mentors, as reported by staff, predicted lower relationship quality.
These findings suggest that further investigation of program staff influences on mentoring
relationship development could be fruitful and ultimately provide a basis for enhancing
program effectiveness.
Abstract source and online article: https://doi.org/10.1111/nyas.14289
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Pilot Randomized Trial of Brief School-Based Mentoring for Middle
School Students with Elevated Disruptive Behavior

Samuel D. McQuillin, University of South Carolina, South Carolina, United States
of America • Heather L. McDaniel, University of Virginia, Virginia, United States of
America
We report a pilot study of a brief (i. e., 10 sessions) goal-focused mentoring program for
middle school students with elevated disruptive behavior. Students with high levels of
school misconduct (N = 67) were randomly assigned to the program or school as usual.
We collected multi-informant emotional, behavioral, and academic functioning assessments pre- and post-intervention. Results indicate that the program produced significant
positive changes in school behavioral infractions, math grades, students’ report of emotional symptoms, and school problems. Mentors found the curriculum acceptable, understood the material from the manual, found implementing the curriculum feasible, and
felt the program was congruent with the school mission. Mentors of less impaired students indicated that they desired additional support implementing the manual, perhaps
indicating the program is over-engineered for students with higher levels of impairment.
The manuscript concludes with a discussion of considerations for future research and implementation, including the importance of integrating mentoring programs into existing
support systems (e. g., multi-tiered systems of support) within the school context.
Abstract source and online article: https://doi.org/10.1111/nyas.14334
3.11

Natural Mentoring Relationships Among Survivors of Caregiver
Childhood Abuse: Findings from the Add Health Study

Elyssa B. Weber Ku, McLean Hospital, Massachusetts, United States of America •
Matthew A. Hagler, University of Massachusetts, Massachusetts, United States of
America • McKenna F. Parnes, Suffolk University, Massachusetts, United States of
America • Sarah E. O. Schwartz, Suffolk University • Jean E. Rhodes, University of
Massachusetts • Lance D. Erickson, Brigham Young University, Utah, United States
of America
Social support promotes resilience to adverse childhood events, but little is known about
the role of natural mentors—caring, nonparental adults—in the lives of childhood abuse
survivors. The current study draws from a large, longitudinal, nationally representative
sample (Add Health) to examine the prevalence and characteristics of natural mentoring
relationships for adolescents with a history of caregiver childhood abuse, and the extent to
which these relationships are associated with psychological and health outcomes in adulthood. Among the sample (N = 12,270), 28.82% and 4.86% reported caregiver childhood
physical and sexual abuse, respectively. Youth who reported caregiver childhood physical
abuse were more likely than those who did not endorse abuse to report having a natural mentor, but their mentoring relationships were characterized by lower interpersonal
closeness, shorter duration, and less frequent contact. Exposure to caregiver childhood
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abuse was associated with adverse outcomes during adulthood, including antisocial behavior, physical health limitations, and suicidality; the presence of a natural mentor did
not buffer the negative impact of trauma on adult outcomes. However, longer mentoring
relationships during adolescence buffered the strength of the association between both
caregiver physical and sexual abuse during childhood and suicidality during early adulthood.
Abstract source and online article: https://doi.org/10.1111/nyas.14313
3.12

Establishing Effective STEM Mentoring Relationships Through Mentor
Training

Rebecca L. Stelter, Innovation Research & Training, North Carolina, United States of
America • Janis B. Kupersmidt, Innovation Research & Training • Kathryn N. Stump,
Innovation Research & Training
Science, technology, engineering, and math (STEM) mentoring programs typically have
the goals of generating interest and excitement in STEM topics and careers and supporting STEM career achievement persistence. These outcomes are fostered through positive
and trusting relationships with mentors. Mentors in STEM programs often have extensive subject matter expertise in a STEM content area, but they may lack the knowledge,
attitudes, and skills that are important for establishing an effective mentoring relationship
with a young person. The purpose of this review is to describe (1) a set of topics recommended for inclusion in STEM mentor training, based on a literature review, and (2)
the current state of implementation of these recommended training topics among STEM
mentoring programs in the United States. We have identified four major topic areas to
include in the training of STEM mentors: (1) knowledge and attitudes regarding disparities in STEM career achievement, (2) mentor roles that promote STEM outcomes, (3)
behaviors to promote mentees’ positive attitudes about STEM, and (4) program-specific
topics. Training for mentors should prepare them with the knowledge they need to support their mentee being successful in a STEM education or career while fostering the
skills they need to establish an effective mentoring relationship.
Abstract source and online article: https://doi.org/10.1111/nyas.14470
3.13

Online Mentoring for Academic Practice: Strategies, Implications,
and Innovations

Helga Dorner, Central European University, Hungary • Gorana Misic, Central European University • Margaryta Rymarenko, Central European University
Our study explores online international mentoring that supports novice faculty at geographically distant universities. Interview data with 30 mentees were analyzed using an
inductive analysis method to describe how online mentoring supports young academics in
their development as novice teachers, and to identify how they perceive this transforma-
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tive experience in their own professional contexts and how an online setting may provide
a context for the mentoring experience. Analyses showed that mentees have qualitatively
different conceptualizations of the mentoring process, the role of the mentor, and the
transformative potential of these professional relationships. A model of transformative
experiences was thus created to describe the various cycles through which professional
development in an online faculty mentoring program may evolve. Beyond generic implications, the particular dimension of how physical distance impedes mentors’ authenticity
in mentoring has been identified.
Abstract source and online article: https://doi.org/10.1111/nyas.14301
3.14

Finnish Model of Peer-Group Mentoring: Review of Research

Päivi Tynjälä, University of Jyväskylä, Finland • Matti Pennanen, University of Jyväskylä • Ilona Markkanen, University of Jyväskylä • Hannu L. T. Heikkinen, University
of Jyväskylä
This article reviews research on the Finnish model of peer-group mentoring (PGM). The
theoretical foundation of the model is based on the constructivist theory of learning, the
concept of autonomy in teaching profession, peer learning, and narrative identity work.
The model has been disseminated nationwide in the educational sector to promote professional development of teachers and educational staff, mainly in primary and secondary
education, but also in early childhood education and higher education. The thematic
review is based on 46 peer-reviewed publications about PGM in Finland in 2009–2019.
Research has focused on the following main themes: (1) general aspects and characteristics of the implementation of the model; and (2) mentors’ and mentees’ experiences. The
qualitative approach has been dominant in research. The studies show that both mentors
and mentees find PGM a useful tool for individual professional learning and well-being.
Indirect influences have been reported about the development of work communities. The
main challenges in applying the model are the lack of national agreement concerning the
organization of PGM and allocation of mentors’ and mentees’ working time to PGM. It
is concluded that PGM, as well as teachers’ professional development as a whole, should
be seen as an integral part of the educational ecosystem.
Abstract source and online article: https://doi.org/10.1111/nyas.14296
3.15

How Youth Mentoring Relationships End and Why it Matters: A
Mixed-Methods, Multi-Informant Study

Renée Spencer, Boston University, Massachusetts, United States of America • Thomas
E. Keller, Portland State University, Oregon, United States of America • Meghan Perry,
Portland State University • Alison L. Drew, Boston University • Hyuny Clark-Shim,
Portland State University • John Paul Horn, Boston University • Miriam MirandaDíaz, Portland State University • Martha J. McCormack, Portland State University
Scant empirical attention has been devoted to understanding endings in youth mentoring
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relationships, despite the frequency with which they occur. This study examined data
from a mixed-methods study of mentoring relationship endings in which youth mentees,
the youth’s parents or guardians, mentors, and program staff were surveyed about the
closure process, and a subsample of program staff, mentors, and parents or guardians
also participated in in-depth qualitative interviews. Findings from a descriptive analysis
detailing the perceptions of multiple stakeholders in the closure process as reported in
surveys are presented along with case studies derived from a case-based analysis of indepth qualitative interview data. Most relationship endings were initiated by the mentors,
and although some matches engaged in an intentional and direct closure process, more
often the endings were unclear or even confusing to program participants. Implications
for practice are discussed, including recommendations for more training and greater involvement of program staff in the closure process, as are implications for future research.
Abstract source and online article: https://doi.org/10.1111/nyas.14290
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