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Mentoring is a process through which younger and less experienced
people (so-called mentees) are given support, advice, and friendship to
enable them to launch a career and succeed in working life or in their
studies.

It is a very effective tool for supporting and developing human po-
tential, both in the academic field (at schools, in science and research),
and in the commercial sphere. There are different forms of mentoring
programs. Some programs are a long-term individual cooperation
between one mentor and one mentee, or one mentor and a group of
mentees, while other programs put more emphasis on mutual support
among “peers”. Some programs take place only within one institution,
while other programs connect people from different workplaces and
schools. Specific program formats are based on goals and needs of
organizing institutions as well as target groups. Programs specialize in
both professional development and career growth of employees, and
successful course of study of university students as well as secondary
and elementary school students.

Mentoring has three main roles which can help a mentee to further
develop his/her professional/study skills. It provides:

role model (professional and/or human model — what type of
researcher to be, how to approach research, how to organize the
working schedule, etc.)

psychological support

practical help (even in the form of sponsorship /de Vries, 2015/
where the mentor actively provides his/her resources to the men-
tee to use it — especially his/her network of contacts and expertise)



It depends on the mentee to choose an area in which (s)he needs the
most help, as well as on the mentor who decides which role (s)he is
able or willing to play.

Generally speaking, mentoring aims to overcome individual barriers
to professional and career development; to strengthen the mentee’s
position within the institution and the professional community, and to
strengthen and develop his/her competencies, knowledge, professio-
nal aspirations and self-confidence.

As has been said, there are many different forms of mentoring pro-
grams which can aim at different target groups. In the field of educa-
tion, science, and research, however, these programs have been prima-
rily created as a tool for supporting groups that usually do not receive
informal mentoring, i.e. support from more experienced colleagues,
superiors or teachers, to such an extent as other groups. In European
science and research field, there is still a significantly lower proportion
of women than men (European Commission 2015). Therefore, histori-
cally, mentoring programs in science and research has been primarily
focused on female mentees.

Unfortunately, mentoring can help remove barriers to the career deve-
lopment of women in science and research only at an individual level.
The causes of a low proportion of women in science can be found at
institutional, symbolic and interpersonal levels as well (Vohlidalova

& Linkova 2016). Therefore, a comprehensive approach is required to
eliminate unequal opportunities for women and men in science and
research. This approach incorporates cultural and institutional change
that targets all four of these levels (Viznerova 2017: 35-36). In science
and research institutions, mentoring programs are usually part of a
broader strategy of achieving more balanced representation of women
and men among researchers and decision makers, and, in general, part
of efforts for a proactive HR policy to promote the professional deve-
lopment of employees. Mentoring programs often follow up on other



activities and services, such as career counseling, coaching, professional
and personal development courses (so-called soft skills) and networ-
king activities (Viznerovéa 2017: 100, 109). Mentoring programmes are
common part of projects aimed at obtaining prestitigious ,HR Excellen-
ce in Research Award’ granted by European Comission for the instituti-
ons which make progress in aligning their human resources policies to
the 40 principles of the Charter for Researchers and a Code of Conduct
for the Recruitment of Researchers. Detailed information is available
here: https://euraxess.ec.europa.eu/jobs/hrs4r

It is difficult to evaluate the effect of mentoring programs as some
benefits may appear in the long run. Then it is complicated to separate
them from other factors and circumstances that have affected the lives
of former mentees. Research shows, however, that people who com-
pleted mentoring programs tend to be more successful in their career
than those who didn’t (Chao et al. 1992). An important factor may also
be the types of persons applying for such programs (we can assume
that they are more active than their peers), as well as the fact that
some scientific institutions consider it a very prestigious and selective
process so that selected mentees are recruited from the best students
or early career researchers at the institution. The strategy of rigorous
selectivity is therefore controversial as it may exclude those applicants
for mentoring who need it the most.

If you are a coordinator of a mentoring program in an academic en-
vironment, or you are considering setting up a mentoring program in
your institution, we recommend the possibility of joining the European
Network of Mentoring Programs for the Advancement of Equal Oppor-
tunities and Cultural and Institutional Change in Academia and Rese-
arch (eument-net) - www.eument-net.eu. This network brings together
mentoring programs that take place at European universities and other
research institutions in order to share the experience with organizing



these programs and for their further improvement. The network pro-
vides training and short-term internships for coordinators or mentors
and arranges regular workshops and conferences. On the website,
there is an up-to-date list of membership programs including their tar-
get groups. For detailed information about particular programs, with
which it is possible to start cooperation, please see the section List of
eument-net members. Some of the organizing institutions offer short-
term missions to foreign coordinators and cover travel expenses. Some
coordinators also offer specifically targeted training for other program
coordinators or participants.

Membership is available also for individuals and institutions (or their
departments) that consider setting up a mentoring programme and
are interested in being in contact with experienced coordinators of

mentoring programmes. In case of any questions about eument-net
please contact its chair person.

It is beneficial for both parties. Every institution has its own standard ways,
and outside perspectives can open up new horizons.

Tomas Macek,
University of Chemistry and Technology in Prague,
Professor at Department of Biochemistry and Microbiology



The main objective of the program is to support the career develop-
ment of doctoral and postdoctoral researchers, to help them launch a
scientific career and to clarify its direction.

Sub-objectives:

to help early career researchers identify their own career goals
and steps to achieve them

to facilitate orientation in the scientific career system

to provide early career researchers with important contacts with
“peers” and more experienced researchers from the Czech Re-
public and abroad, and thus expand their professional network
and job opportunities in science and research

to strengthen mentees’ international and interdisciplinary outlo-
ok and enable their integration into the international professio-
nal community

to enhance the mutual exchange of experience among program
participants

to encourage the self-confidence of early career researchers

Mentees: doctoral and postdoctoral researchers interested in support,
information, advice, contacts and mentoring provided by experienced
researchers from their or related field, preferably from an institution



(including foreign ones) other than the one at which they are currently
studying or working.

Mentors: experienced researchers working at public universities and
research institutions other than the one attended by the mentee. For
mentees at an early stage of their doctoral studies, the mentors can be
also Ph.D. candidates in final years or fresh postdocs. What is essential
is their desire to share their experiences and opinions.

The program consists of two main parts:

1) individual cooperation of a mentee and a mentor
(one-to-one mentoring);

2) group activities that take a form of
a) seminars and workshops aimed at the professional and personal
development or discussions with guests on topics chosen by mentees
b) informal meetings initiated by the mentees themselves (for examp-
le, they can arrange a smaller seminar with reading methodological
texts, or regular joint breakfasts or dinners to discuss current topics
and issues they are dealing with).

Part of the program is so-called peer mentoring which means that
mentees provide mentoring to each other. For example, they can re-
commend literature or contacts among each other, consult various wor-
king strategies, form study groups, or develop research cooperation.

The program takes place from February to December. If a mentee is
interested, it is possible to extend his/her participation in the program
to the following academic year (i.e. for a total of 20 months). Mentees
use this option to:

1) complete their mentoring plan if they did not manage to do so during
one year or create new plan if their situation and priorities changed;

2) sign up for courses they could not attend the previous year;



3) find a suitable mentor in case they have not cooperated with anyone
so far and only used the possibilities of courses and peer mentoring
(see Start of the program for mentors - mentoring matching process).

Time requirement

Time spent on the program is based on the possibilities and mutual
agreement of the mentee and the mentor. In general, the more time
they invest, the more they can get, which applies to both parties. Men-
toring pairs should have at least two personal or virtual (via Skype,
phone) meetings, and in the meanwhile keep in touch via e-mail or
phone.

How does the program work?

How to sign up?
Early career researchers interested in being a mentee can sign up for
the program by filling in the registration form on the program’s websi-

te: http:/genderaveda.cz/mentoring/

Facebook grop

Start of the program for mentees - introductory workshop
In February, an introductory workshop takes place, where mentees get

acquainted with program coordinators and fellow mentees. On the
workshop, mentees discuss their expectations of the program, identify
and clearly formulate the goals they would like to achieve. They prepare
their personal mentoring plan, which is the basis for identifying cha-
racteristics of the ideal mentor and establishing cooperation with their
mentor/s. The mentee can have no more than three goals (and mento-
ring plans for them), and work with up to three mentors.



Normally, however, there is one plan and one mentor.

Due to significant differences in an approach to research work and
system of and opportunities for career progress between natural nad
technical sciences on the one side and social sciences and humanities
on the other side the introductory workshops are separated for these
two groups of mentees. In this setting, mentees do not lose time with
mutual explanations of field specifics and have more time for creating
their own mentoring plans and discussing them with others.

The introductory workshop for mentees is followed by a so-called mat-
ching process, creating mentoring pairs mentor-mentee. Mentee finds
his/her potential mentor based on his/her mentoring goals formulated
at the introductory workshop (recommendations for suitable mentors
are discussed during the workshop but personal search is also needed).

Due to a fact that the programme is opened for early-career resear-
chers from all disciplines and all institutions in the Czech Republic, the-
re is no stable list of mentors from whom the mentees could choose.
In this situation, the coordinators cannot predict the composition of
the group of mentees in the next run of the programme and the men-
toring goals of individual mentees.

The mentor of their choice is then approached by mentees themsel-
ves or by program coordinators. Coordinators contact this person and
explain to him/her how the program works. Mentees send an e-mail
explaining their motivation to enter the program, their goals and ideas
how to achieve them in cooperation with the mentor and why they
wish to cooperate specifically with him/her. Subsequently, the mentee
arranges an introductory meeting with the selected mentor, where
they explore the possibilities of their mentoring cooperation, mutual
expectations, and possible limits. If the meeting is successful, they will
sign a mentoring agreement, a sample of which is enclosed with this
handbook and will proceed as agreed. The agreement should be sig-
ned no later than April.



If you are searching for mentor from abroad, you can use the list of
institutions in the section List of eument-net members for your inspira-
tion. We will mediate the contact if you like. In case you would like to
visit your foreign mentor, it is possible to use various grant and scho-
larship schemes for short internships for postgraduate and post-docto-
ral students.

Mentoring matching process can be a time-consuming procedure, but
it is worth paying enough attention to it. To find a good mentor is half
the success of the program.

The introductory workshop may not be enough for some mentees to
be able to formulate their mentoring goals, and thus they can think
about their professional and personal priorities and make them clearer
during the whole one year of the program when they have a chance to
attend soft-skills courses and communicate and cooperate with fellow
mentees. Such mentees have the opportunity to stay in the program
for the next year and only then clearly formulate their mentoring plan
and approach a suitable mentor (see Program duration).

Content of the cooperation of the pairs depends on their initial agre-
ement and goals of the mentees. The options are very diverse — from
coffee talks to their joint conference contribution or article.

As part of the program, there are voluntary group activities that take
place in the form of workshops, seminars and discussions focused on
professional and personal development (see Courses), or in the form
of self-help smaller groups established and organized by the mentees
themselves (for example, methodological texts reading groups). Group
activities also help networking, strengthening relationships and mutu-
al support among the mentees.



In December, the final evaluation of the program is conducted through
a questionnaire and focus group with mentees. Mentees and mentors
evaluate the benefits of the program, and whether and how they have
managed to achieve their individual mentoring goals. Coordinators
reflect the outcome of the evaluation in changes to the program con-
ception for the next year.

Online registration

N
Introductory workshop with program coordinators
(formulation of individual mentoring goals)

N

Mentoring matching process
(contacting potential mentor/s)
N
Introductory meeting/s with potential mentor/s
N2
Signing of the mentoring agreement
between mentee and mentor
N2
Mentoring pair’s own program
+ soft skills courses + mentees self-help activities

N2
Final evaluation of the program



The mentoring program includes professional and personal de-
velopment courses, so-called soft skills. Throughout the year, we
offer courses focused on:

time management

identification of your strengths

burnout prevention — stress management
management skills

project management basics

financial project management

how to write a competitive project
academic writing

communication skills

presentation skills

This offer is not final. Courses are tailored to meet mentees’
needs. Participation in the courses is optional and free of charge.
Due to the high cost of these courses and limited number

of attendees, it is necessary to register or unregister well in
advance. If you cannot attend a course you are interested in, you
can complete it next year with participants of the next year of
the program.



ROLE OF MENTOR

The role of a mentor is to encourage his/her mentees’ sense of respon-
sibility for their own professional and personal development, to share

their knowledge, experience and opinions and to inspire the mentees

through their activities, to be a role model.

For doctoral and postdoctoral researchers, effective mentoring can

be a key element in their scientific career. Therefore, a good mentor
should have enough time for his’/her mentee to work together in order
to build a relationship based on mutual respect and understanding.

The mentor has several roles:




encourage the mentee in development (of his/her professional
ambitions and skills, in personal development)

be interested in innovations and developments in his/her field
have a positive approach to his/her work

have empathy and understand the situations the mentee may face
be consistent with his/her opinions and attitudes

have patience

be available

support and inspiration in setting career and research goals
consultation of professional plans

discussion of career and research opportunities

help understand the functioning of the academic field
cooperation on research papers

joint participation in professional conferences

engagement in professional networks (including foreign ones)

consultations on conduct of scientific activities.(e.g. writing, tea-
ching, team management, project coordination)

work-life balance (help with clarifying priorities, advice on time
management etc.)

references to relevant (not only academic) workplaces (including
foreign ones)



a good feeling from helping less experienced colleagues
professional discussions with younger colleagues

new views on their field of activity or research plan

another institution’s perspective

an overview of new trends or technologies in their or related field
improving their communication and leadership skills

a sense of fulfillment from passing on their knowledge

inspirations for self-reflection, better self-knowledge,
and further personal and professional development

expanding their professional networks
a new co-worker
to gain more respect in the field as a good mentor

Mentoring relationship benefits depend on both parties’ personal con-
tributions and the setting of their relationship.



Difference between mentor and supervisor:
|




Mentoring leadership, like any other skills (e.g. teaching), evolves and
improves over time. To give your mentees the best mentoring you are
capable of, we have some tips for you:

at the beginning, clarify mutual expectations with your mentee;
evaluate what can you do to help him/her and how much time
are you able to spend on mentoring (the result should be put into
the written agreement)

discuss the form, frequency, and duration of your meetings, idea-
Ily make a schedule right away and write the dates to your diaries
(for example, based on conferences dates where you can meet, or
deadlines in journals in which you could co-publish)

listen to and discuss the opinions of your mentee

encourage your mentee in pursuing his/her goals, independence,
and career path — do not make your ,clone” out of him/her

protect your time together; try to avoid being interrupted during
meetings (schedule your meetings at the most convenient time —
e.i. some pairs have breakfasts together; if you are from different
cities or abroad, you can arrange for skyping, or meeting during
conferences)

introduce the mentee to your colleagues, familiarize him/her with
your contact networks (e.i. take the mentee for lunch at your
workplace, or invite him/her to a conference at your institution)

remember that the mentee can be very busy as well; make chan-
ges to the agreed dates as little as possible

do not abuse your authority to keep him/her busy with tasks that
are not related to mentoring (e.g. babysitting, interviews tran-
scriptions, etc.)

share your life story — career advancement, (non-) achievement
of your dreams and goals, current (dis) satisfaction, your further
career paths and plans to achieve them



if you would like to receive support or advice from other men-
tors, contact program coordinators to arrange you meeting/con-
tact with other mentors

if there is a situation in your mentoring relationship that you may
not want to address with your mentee, contact program coordi-
nators; also in case of any other queries — we are here for you

If you are interested in getting in touch with experienced mentors
from foreign academic and research institutions, we can mediate
contact for you. Please see the section List of eument-net members (or
eument-net website www.eument-net.eu) and let us know from which
mentoring programs your mentor should be. Some institutions offer
short internships for mentors and cover travel expenses.

Experience exchange with fellow mentees can be as beneficial as talking with a mentor.

Tomas Buryska, Faculty of Science at Masaryk University, Microbiology



A key feature of mentees role is activity, own initiative. Mentees must
know what kind of support they expect from their mentor and must
approach him/her with a concrete vision of their mentoring relation-
ship and cooperation. Throughout the program, the mentee is the one
who shows the most activity. Mentees are not passive recipients.

clearly define areas to focus on within the program (with regard
to his/her short-term and long-term career goals)

be proactive (independently seek out appropriate opportunities
for his/her development and take responsibility for them; contact
his/her mentor actively)

be open to constructive criticism from his/her mentor
be ready to learn new things

ask relevant questions (be prepared for mentoring meetings so
that the mentor does not feel like (s)he is wasting his/her time)

be prepared to share his/her experience, knowledge and opinions
with the mentor and fellow mentees

be reliable to his/her mentor and program coordinators

invaluable help and advice from a more experienced researcher

example and inspiration for his/her own professional and perso-
nal life

access to professionally important networks
support in his/her scientific efforts

external perspective on his/her research (from a different institu-
tion, field, country)

information on the possibilities of research funding
(mediation of) engagement in international projects
better orientation in his/her field

information on the possibilities of getting a position and career
advancement at different institutions in the Czech Republic or
abroad



what their normal working day looks like
what is the typical career advancement in their institution
which institutions and people do they work with and why

what kind of knowledge or qualification they consider to be the
most important for their field

what form of qualification improvement is the most effective in
the field

what kinds of mentee’s knowledge, competencies and qualities
require improvement

Mentees can have a significant benefit not only from cooperation with
their mentor but also from sharing their experience with fellow mentees.
It is beneficial to find out that they do not have to solve certain problems
themselves and talk to people in a similar situation about the possible
solutions and negotiation strategies they have experience with.

Getting a good mentor can be a crucial moment in your scientific
career. Therefore, take your time when selecting the right person.

To facilitate your decision-making process, we have a few recommen-
dations for you.

More tips:

feel free to ask your mentor about anything you want to know
- whether from his/her professional or private life; only you two
determine the boundaries of the relationship

if you have a tip for other participants of the program, or you
would like to receive support or advice from other mentees, use
Facebook group or contact program coordinators

if there is a situation in your mentoring relationship that you may
not want to address with your mentor, contact program coordi-
nators; also in case of any other queries — we are here for you



How to choose a mentor?




HOW TO FORMULATE YOUR
MENTORING GOALS (SAMPLE)

For successful mentoring, the mentees have to determine in which
areas they need help, and how to get the help. We recommend men-
tees to formulate their key areas for cooperation with their mentor
(e.g. to make research work more effective, to explore/find new job
opportunities, etc.), and to propose concrete steps to achieve their
mentoring goals (e.g. to discuss with mentor various work strategies,
to get acquainted with mentor’s colleagues and students). Preparing a
specific mentoring plan is the subject of the introductory workshop for
mentees.

Steps to reach the goal Success achieved when:

‘

Steps to reach the goal Success achieved when:

‘

Steps to reach the goal Success achieved when:




Duration of mentoring: March — December 2018

Form, frequency, and preliminary meeting dates:

Date and time of the meeting Form and content of the meeting

At the end of each meeting, the next contact date will be confirmed.

Additional forms and rules of communication: ....................

MENTOR’S AND MENTEE’S COMMITMENTS
The Mentor agrees to support the Mentee by::

B maintaining a professional and ethical working relationship, in
keeping with this Agreement

B ensuring a safe and supportive environment for each meeting

m challenging the Mentee with respect to the attainment of set
goals

B keeping all commitments regarding the scheduling of contacts
and meetings

B being open, honest and respectful in all communications with
the Mentee

B responding to phone calls or e-mails from the Mentee as soon as
possible



The Mentee agrees to participate in the men-
toring relationship as follows:

to act honestly and actively to meet his/her commitments and to
achieve set goals (contact the Mentor with relevant queries)

to keep all commitments regarding the scheduling of contacts
and meetings

to accept constructive criticism

to be willing to experiment with different behaviors and new
concepts of work that are discussed during mentoring meetings

to respond to phone calls or e-mails from the Mentor as soon as
possible

CONFIDENTIALITY:

We agree to keep all conversations content during
the mentoring meetings confidential..

TERMINATION OF THIS AGREEMENT:

The process below will be followed where either the Mentor or Men-
tee decide to terminate the mentoring relationship:

The partner wishing to terminate the Agreement will inform the
other party why they wish to terminate the mentoring relation-

ship and provide specific information about the reasons for his/

her decision as soon as possible.

Both parties will then discuss the situation and seek changes that
will resolve the issue.

The agreement will be made in respect to what changes will be
implemented to address the concerns raised and a suitable time
will be allowed to ,trial” the altered arrangements.

Should no mutually agreeable alternatives be found, the Mentor
and Mentee may consult with project coordinators in order to
seek a workable solution.

If no mutually agreeable alternatives can be reached, the men-
toring relationship will be ended in a polite and professional
manner in written form.

Date and Signature of the Mentee Date and Signature of the Mentor



PROGRAM COORDINATORS

Who to contact in case of any questions or issue:

Katefina Cidlinska
katerina.cidlinska@soc.cas.cz
210310322

Karolina Vasickova
karolina.vasickova@soc.cas.cz
210310322

Centre for Gender & Science

Institute of Sociology, Czech Academy of Sciences
Jilska 1

110 00 Praha 1
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SelmaMeyerMentoring
Heinrich-Heine-University Dusseldorf

Goals of the program::

B to increase the number of women in the leading positions (fema-
le professors and female researchers outside of the academia)

B to help qualified and dedicated young female researchers to
identify and develop their skills and abilities and integrate them
systematically into their career plans

Mentees: Ph.D. students, postdocs, researchers at an advanced stage
of obtaining their post-doctoral lecturer qualification (Habilitation)

Mentors: university professors and researchers, experienced manage-
ment personnel from the private sector
Discipline: all disciplines

Format: 3 modules: 1) one-to-one or peer-group-mentoring; 2) pro-
fessional and personnel development workshops with external trainer;
3) networking events

Timetable: 18 months, not related to the school year schedule

Successes and good practice: increased number of female professors
(12,6% in 2006, 22,7% in 2016); strong influence on individual success
of the mentees; the program is well-known at the university and highly
recognized among researchers and management

Obstacles, challenges, questions and plans: multidimensional goal -
difficult to measure

Institutional position of coordinators: Equal Opportunities Office



Institutional embedding of the program: part of gender action plan

Funding: institutional, project funding, partners co-funding (Bergisch
University Wuppertal)

Website: http://www.uniduesseldorf.de/home/universitaet/strukturen/
beauftragte/gleichstellungsbeauftragte/selmameyermentoring.html

Contact person: Ekaterina Masetkina, masetkina@hhu.de
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Mentoring Program GENOVATE@QUNINA
University of Naples Federico Il (UNINA)

Goals of the program:

B to support young women researchers in identifying their own
career goals and in focusing on their accomplishments

B to act as a transformational process, promoting diversity in aca-
demic contexts and contrasting academic practices that may cling
to gender-neutral assumptions

Mentees: Ph.D. students, postdocs, researches
Mentors: associate professors, full professors
Discipline: all disciplines

Format: one-to-one mentoring

Timetable: 12-18 months

Obstacles, challenges, questions and plans: The final aim of the study
based on the program evaluation is to design a model of mentoring
able to de-construct gendering processes acting in science and to work



as a transformative tool towards gender equality in academia. Coordi-
nators are working to enhance the mentoring networking and provide
to mentors and mentees more tools in order to achieve the mentoring
aims and address gender equality in academia.

Institutional position of coordinators:

Institutional embedding of the program: part of the Gender Equality
Action Plan

Funding: project funding

Website: http:/www.genovate.unina.it/

Contact person: llenia Picardi, ilenia.picardi@unina.it
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Mentorat rel¢ve - Subside tremplin - Mentoring
for International Companies

University of Geneva
Goals of the program:

B increase number of female researchers on the top management
Mentees: Ph.D. students, postdocs, researches
Mentors: full professors, group leaders, deans, rectorate of the university
Discipline: all disciplines

Format: one-to-one mentoring, professional and personnel develop-
ment courses

Timetable:

Institutional position of coordinators: project officer,
Equal Opportunities Office



Institutional embedding of the program: part of the Gender Action
Plan

Funding: institutional

Website: https:/www.unige.ch/rectorat/eqgalite/programmes/mentorat
-releve/

https://www.unige.ch/rectorat/egalite/programmes/subside-tremplin/
Contact person: Olivia Och, Olivia.Och@unige.ch
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Career-Mentoring Ill

Danube University Krems (joint program - universities from Krems,
Linz and Salzburg)

Goals of the program:
B to support the careers of less experienced female academics

B to create, exemplify and utilize synergies between the three
universities

B to contribute to the superior goal of raising the percentage of
women in leading positions and among professors at the partici-
pating universities

Mentees: PhD students, postdocs

Mentors: academics/researchers from universities (professors) or other
research institutions

Discipline: all disciplines

Format: one-to-one mentoring, individual coaching and career deve-
lopment training



Timetable: 1.5 year (current cycle started on Sept. 2017)

Successes and good practice: mentees improved their knowledge in
how to pursue their individual academic career, how to improve their
self-representation and how to understand the “rules of the game” in
academia better

Obstacles, challenges, questions and plans: recruiting a sufficient
number of suitable mentees and ensuring their commitment throu-
ghout the entire program duration; warranting their commitment
throughout the duration of the program (demanding working conditi-
ons, "gender fatigue”)

Institutional position of coordinators: Gender Equity Office

Institutional embedding of the program: part of University Develop-
ment Plan

Funding: institutional

Website: www.donau-uni.ac.at/gender/mentoring

Contact persons: Doris Czepa and Michaela Gindl, michaela.gindl@
donau-uni.ac.at
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Réseau romand de mentoring pour femmes
University of Fribourg

Goals of the program:
B support junior women scientists who aim at a career in academia
Mentees: advanced PhD students, postdocs on the way of professorship

Mentors: women and men professors in Swiss universities and abroad



Discipline: all disciplines
Format: one-to-one mentoring, soft skills workshops, peer groups
Timetable: 2 years (about 1.5 year for the mentoring relationship)

Successes and good practice: Mentees received the support they were
expecting. They expanded their national and international networks
and were encouraged to continue their academic career. The statis-
tics for all program editions 1-8 show that 14% of the former Réseau
romand mentees now have a position as a full, associate or assistant
professor at university or EPFL/ETH level, at a university of applied
sciences or a school of education.

Institutional position of coordinators: 1) coordinator: scientific collabo-
rator, part of administrative and technical staff of the University of Fri-
bourg; 2) head: head of gender equality office, University of Fribourg

Institutional embedding of the program: part of gender action plan
2017-20 of all partners institutions (part of SNSF-Swiss National Science
Foundation gender strategy)

Funding: project funding
Website: http:/www.unifr.ch/f-mentoring/en/welcome/reseauromand

Contact person: Muriel Besson, muriel.besson@unifr.ch
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Mentoring Hessen (ProCareer.MINT, ProCareer.Doc,
ProAcademia, ProProfessur)

Mentoring Hessen, Goethe University Frankfurt and 10 other Hessian
Universities



Goals of the program:

B to increase the percentage of women occupying attractive specia-
list and executive positions in business and science

B to provide preparation for professional life and encouraging wo-
men for their career steps (empowerment)

B to give orientation and help to make reflected decisions when
confronted with multiple career path choices

B to improve the accessibility and transition between careers paths
in science and business

B to promote equality-oriented cultures in science and business

Mentees: 1) ProCareer.MINT: students; 2) ProCareer.Doc: PhD students
and postdocs;

3) ProAcademia: postdocs and advanced PhD students aiming at a ca-
reer in Science; 4) ProProfessur: professorship candidates

Mentors: 1) + 2) ProCareer.MINT and ProCareer.Doc: Successful women
in business, research, administration and science management; 3) +

4) ProAcademia and ProProfessur: Professors in science and Research
(female and male)

Discipline: 1) ProCareer.MINT: STEM; 2) ProCareer.Doc: all disciplines; 3)
ProAcademia: all disciplines; 4) ProProfessur: all disciplines

Format: one-to-one mentoring, peer groups, professional and perso-
nnel development and qualification courses, networking, field excursi-
ons to enterprises and research institutes

Timetable: 1) ProCareer.MINT: 12 month, starting in June each year;
2) ProCareer.Doc: 15 month, starting in June each year; 3) ProAca-
demia: 15 month, starting, in May each year; 4) ProProfessur: 18
months, starting in May, every two years

Successes and good practice: a lot of alumni are in leadership positions
and professorships; evaluation confirms the benefit for both mentees
and mentors



Obstacles, challenges, questions and plans: we are looking for coo-
peration with other mentoring programs in Europe for exchange and
networking between coordinators but also between mentees and
mentors for their need of international networking

Institutional position of coordinators: the office of Mentoring Hessen
is part of the Goethe University Frankfurt, attached to the Equal Op-
portunity Office

Institutional embedding of the program: part of Gender Action Plans
of the 11 Hessian Universities

Funding: institutional, cooperation with 11 enterprises and 3 research
institutes

Website: http://mentoringhessen.de/

Contact person: Ulrike Kéré, kere@mentoringhessen.de
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Mentoring Hessen

dynaMENT Mentoring for Women in Natural Sciences

University of Hamburg (MIN Faculty Cluster of Excellence CUI, Colla-
borative Research Center SFB 676 und SFB 925), DESY, MPSD and PIER
Helmholtz Graduate School

Goals of the program:

B to increase female participation on all levels in Natural Sciences
(equality)

B to support and encourage women to pursue a career in science
Mentees: PhD students, postdocs (members of the project partners)
Mentors: female professors and leading scientists

Discipline: natural sciences



Format: one-to-one mentoring, networking events and workshops
Timetable: 1 year (starts in July)

Successes and good practice: Both mentees and mentors were satisfied
with the organization and topics of the workshops/events. The mente-
es saw it as a great opportunity because they could benefit from the
experience of a successful female researcher. With the support of their
mentor they gained deeper insight into the scientific career landscape.
They described that the mentors provided not merely a second opini-
on, but rather wise guidance based on rich professional experience.
The mentors stated that they enjoyed seeing mentees grow and be-
come more aware of their possibilities and options, and trusting their
own plans and ideas.

Obstacles, challenges, questions and plans: At the moment we work
on a questionnaire for the former mentees (2015/2016) to figure out
which career paths they took and where they are today. For the future
development of the program we are constantly working on new ideas
for training formats, training topics and networking events as well as
cooperation.

Institutional position of coordinators: project management and coor-
dination (office?)

Institutional embedding of the program: The project is a joint venture
of CUI, DESY, Max Planck Institute for the Structure and Dynamics of
Matter, MIN Faculty Universitat Hamburg, PIER Helmholtz Graduate
School, SFB 676 and SFB 925.

Funding: joint venture of 7 different partners

Website: https:/www.dynament.de/

Contact person: Anika Ostermaier-Grabow, mentoring@dynaMENT.de
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kite-mentoring
University of Freiburg

Goals of the program:

B to support female PhD candidates and postdocs regarding: career
planning, job search and application, developing personal skills,
work-life balance, leadership and communication, networking,
career days, contact to different companies

Mentees: PhD candidates and postdocs

Mentors: mentors are man and women from academia (not only from
UF) and industry

Discipline: natural sciences (physics, chemistry, pharmacy, mathematics,
computer sciences, engineering, biology, medicine)

Format: one-to-one mentoring, peer group mentoring (organized by
the mentees themselves), courses and trainings (all events are voluntary)

Timetable: 1 - 1.5 years (starting point is according to the request),
the program is open and flexible (registration is possible in any stage
of the career - PhD and postdoc position)

Successes and good practice: mentees can register any time during a
year and be part of the group (better than to have a ,waiting list");
peer group is running all the time, organized by the mentees and in
concordance with the methods of peer mentoring they have learned
during the trainings

Obstacles, challenges, questions and plans: difficulty to find the men-
tors (we do not have our own mentor database yet); cooperation with
other mentoring programs of the University Freiburg, the city of Frei-
burg and the network of the mentoring programs of Baden-Wurttem-
berg (LaKOG); extension of the mentoring program for men is being
considered (What is the experience from other programs? Do we still
need mentoring?)



Institutional position of coordinators: Coordinator of the ,kite-men-
toring” program, Faculty of Engineering, Cluster of excellence ,Brain-
Links-BrainTools"

Institutional embedding of the program: coordinators are in contact
with the Gender and Diversity Office and the Gender Equality Office
of the University Freiburg

Funding: institutional, project funding - pooled gender money from
different research programs (gender allowances from programs of
the DFG) and contribution of some faculties (consequently, all junior
female scientists of the contributing partners can participate in the
kite-mentoring program)

Website: https://www.brainlinks-braintools.uni-freiburg.de/gender
-equality/kite-mentoring/

Contact person: Evelyn Rusdea, kite-mentoring@mail.uni-freiburg.de
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viaimento_ocean
Kiel University

Goals of the program:

B to support female scientists in non-permanent positions in deve-
loping their academic careers

Mentees: PhD students, postdocs (who are continuing their academic
career, aiming for a professorship or a permanent senior research sci-
entist position)

Mentors: experienced professors and senior scientists in permanent
positions, who are members of any (German) university or non-univer-
sity research institute



Discipline: all areas of Kiel Marine Sciences

Format: one-to-one mentoring, networking activities, workshops on
different topics of general relevance for a successful career develop-
ment in academia; the whole program is in English

Timetable: Normally 21 months (this year just 16 months - 4 months to
prepare the mentoring relationship, 12 months mentoring)

Successes and good practice: via:mento_ocean is the only German
mentoring program in academia for a specific field and conducted in
English in order to give female postdocs the opportunity to build up a
network within a very internationally oriented community

Obstacles, challenges, questions and plans: this year we will have also
doctoral researchers in the program - we do not know, if it will be a su-
ccess or not; plan - cooperation with other cluster of excellence or with
other international programs in the field Marine Sciences

Institutional position of coordinators: coordinator for gender measu-
res Cluster of Excellence ,The Future Ocean’ and coordination via:men-
to_ocean; working for the project , Future Ocean” but collocated in
the ,Central Office for Gender Equality, Diversity & Family” of the
whole university

Institutional embedding of the program: Central Office for Gender
Equality, Diversity & Family; viazmento_ocean is a branch of viazmento
for (post)docs of the Kiel Marine Sciences

Funding: project funding

Website: https://www.mentoringocean.uni-kiel.de/en

Contact person: Marta Chiarinotti, mchiarinotti@gb.uni-kiel.de
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Cross Cultural Mentoring Program
University of Stuttgart

Goals of the program:

B Creating a culture of diversity on the campus of the University.
The ,learning from each other” is a key aspect of the program.

B Strengthening the social integration of international students
and their participation in the academic and student life at the
university.

B Supporting and advising the international students in the initial
study phase in order to improve their technical and linguistic
skills.

Mentees: international full-time students in their 1st and 2nd semester
(BA and MA)

Mentors: students of all study-fields (from the 3rd semester on)
Discipline: all disciplines

Format: one-to-one mentoring, courses, networking etc.
Timetable: every semester (April-September; October-March)

Successes and good practice: easy to find committed mentors; ex-

tra care to the matching process; the offer of interesting program of
leisure activities and networking possibilities; we would like to serve as
best practice to other universities who want to establish programs with
international aspects - we offer support and advice in every step of the
process of building up such a program

Institutional position of coordinators: Project Manager in the Interna-
tional Office of the University

Institutional embedding of the program: part of the internationalizati-
on strategy



Funding: project funding

Website: www.ia.uni-stuttgart.de/ikmentoring

Contact persons: Maja Heidenreich, heidenreich@ia.uni-stuttgart.de

Universitat Stuttgart

MenTa - Talent Also Needs Mentoring
Ghent University
Goals of the program:

B Career mentoring for postdocs wishing to pursue
a non-academic career

Mentees: postdocs (Belgian and international)

Mentors: former doctoral candidates or postdocs pursuing a non-aca-
demic career (either within our outside academia) or other people with
great affinity with the target group

Discipline: all disciplines
Format: one-to-one mentoring, networking events, professional/perso-
nal development workshops and activities

Timetable: 1 calendar year (every two years a new edition is launched)

Successes and good practice: contribution to self-awareness of post-
docs regarding career opportunities outside academe; increase of the
visibility of postdoctoral researchers within and outside the institution;
help to establish sustainable network with stakeholders outside acade-
mia

Obstacles, challenges, questions and plans: difficulties to measure/
monitor real impact; how to coach/mentor mentors?; timetable - only



repeated every two years some postdocs will miss out on the op-
portunity; maybe interest in cooperation in the field of international
non-academic careers; collaboration with non-academic partners

Institutional position of coordinators: HR & Doctoral Schools officers

Institutional embedding of the program: part of a postdoc talent man-
agement program

Funding: institutional, government subsidy

Website: www.ugent.be/doctoralschools/en/menta.htm

Contact persons: Dieter De Bruyn, dieter.debruyn@ugent.be
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Mentoring for Scholars at Risk (SAR Mentoring)

University of Cologne
Goals of the program:

m effective support for SAR scholars’ integration into German aca-
demia and culture;

B strong focus on career planning and implementation;

B to take global responsibility and actively protect the freedom of
education and science

Mentees: international postdocs and professors with refugee status or
being at risk

Mentors: academics and researcher at University of Cologne or other
institutions as well as people outside university

Discipline: all disciplines



Format: one-to-one mentoring, peer groups, workshops, networking,
coaching

Timetable: 1 year (January - December)

Obstacles, challenges, questions and plans: the program will hopefully
be continued after the evaluation of a pilot run in 2018

Institutional position of coordinators: Management position in the
Department for academic staff development

Institutional embedding of the program: Project of the Department
for academic staff development in cooperation with International
office

Funding: project funding
Website:

Contact Persons: Katrin Pieper, k.pieper@verw.uni-koeln.de

Mentoring for Early Career Researchers

Institute of Sociology, Czech Academy of Sciences
Goals of the program:

B to support the professional development of doctoral students
and postdoctoral researchers

m to facilitate the launch of their academic career
B to help them make future plans
Mentees: Ph.D. candidates and postdocs

Mentors: academics and researchers from institutions in the Czech
Republic and abroad



Discipline: all disciplines

Format: one-to-one mentoring, professional and personnel develop-
ment workshops with external trainer

Timetable: 1 year (March - December)
Obstacles, challenges, questions and plans:

B |ow priority for mentees (lack of motivation to attend workshops,
no apologies from registered attendees etc.)

B how to make mentees more disciplined (e.g. registration fees?)
® we plan to transform the national program to international one

Institutional position of coordinator: Ph.D. candidate in the Centre for
Gender & Science

Institutional embedding of the program: Project of the Centre for Gen-
der & Science, Institute of Sociology, Czech Academy of Sciences

Funding: project funding
Website: http://genderaveda.cz/en/mentoring-en/

Contact Persons: Katerina Cidlinska, katerina.cidlinska@soc.cas.cz
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Mentoring Program for Early Stage Researchers at UCT Prague
University of Chemistry and Technology, Prague

Goals of the program:

B to help to start up scientific career for early stage researchers
(PhD students and post-docs), particularly female researchers



Mentees: PhD students, post-docs (preferably women but also men and
foreigners)

Mentors: people outside UCT or from another faculty then a mentee,
from both academic and private sectors according preferences of men-
tees

Discipline: chemistry - all branches as are the study programs of UCT
Prague

Format: one-to-one mentoring (we have also a group of 1 mentee and
2 mentors)

Timetable: 10 months (March-December)

Obstacles, challenges, questions and plans: some senior researchers
of UCT Prague do not understand the importance of mentoring and
consider it worthless

Institutional position of coordinators: Advisory and Career Centre

Institutional embedding of the program: The 1st edition was financed
under the FP7 project TRIGGER, currently the program is financed from
the internal funding under the Institutional plan of development of
UCT Prague 2016-2018

Funding: institutional, project funding
Website: http://kariera.vscht.cz/mentoring

Contact person: Anna Mittnerova, Anna.Mittnerova@vscht.cz

UNIVERSITY OF
CHEMISTRY AND TECHNOLOGY
PRAGUE



Mentoring, Coaching and Training for scientists at EPFL
Ecole polytechnique fédérale de Lausanne (EPFL)

Goals of the program:
B support for progress in Ph.D. thesis writing process
B career development
B advice during tenure track
Mentees:
B Ph.D. candidates
® female PhDs and postdocs
B tenure track professors
Mentors:
B EPFL faculty (co-supervisors of Ph.D. candidates)
B mentors from academic and non-academic institutions
B EPFL faculty
Discipline: all EPFL disciplines
Format:
B one-to-one mentoring
B one-to-one and peer mentoring
B one-to-one mentoring

Timetable:

B the whole PhD training (from enrolling to PhD training to gaining
Ph.D. degree)

B 1 year

B during Tenure Track period



Institutional Position of Coordinators:
B PhD program coordinator

B specific mentoring program coordinator

B head of school or institute
Institutional embedding of the program: a) EPFL; b) ETH Domain; c) EPFL
Funding: a) EPFL; b) ETH Domain; c) EPFL

Website: a) - ; b) http://www.fix-the-leaky-pipeline.ch/; c) -

Contact person for equal opportunities:
Helene Fuger, helene.fueger@epfl.ch
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