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In graduate education, mentorships are personal relationships in which a more

experienced faculty member acts as a guide, role model, sponsor and advocate of a less

experienced student (protégé). A mentor provides the protégé with knowledge, advice,

counsel, challenge, and support in the protégé's pursuit of becoming a full member of a

particular profession (Clark, Harden & Johnson, 2000; O'Neil & Wrightsman, in-press).

Research on the benefits of mentoring consistently shows that mentorships bolster

professional identity and contribute significantly to tangible career outcomes such as

income, promotion rate and career satisfaction (Cameron & Blackburn, 1981; Roche,

1979).

Recent research on mentoring in the field of psychology indicates that between

50% and 60% of recent graduates were mentored (Atkinson et al., 1994; Clark et al.,

2000; Cronan-Hillix et al., 1986; Mintz, et al., 1995). Clinical psychology students and

students in professional schools are significantly less likely than experimental students or

students in research-oriented programs to be mentored (Johnson et al., 2000). In spite of

these survey findings, Training Directors of APA-approved programs estimate that most

students (82%) are mentored (Dickinson & Johnson, 2000). Although mentoring of

students serves as one salient program outcome (APA, 1996), and although more

educators are calling for attention to mentoring during accreditation site-visits (Ellis,

1992), little has been written about how to facilitate faculty-student mentoring.

In this presentation, I propose several strategies for increasing rates of mentoring

and developing mentorship-affirming cultures in psychology doctoral programs. Brewer

(1990) emphasized that students in all doctoral programs should be involved in a

"deliberate process of socialization" (p. 133), part of which is mentoring by a faculty

3



3

exemplar. The current challenge for programs in the clinical or professional arena seems

to be providing exposure to a wide variety of clinical experiences and psychologist

supervisors while simultaneously affording each student the opportunity for an ongoing

relationship with a primary faculty supervisor who is likely to engage the student as a

mentor. Additional challenges include institutional policies that exclusively reward

research productivity at the expense of attention to teaching and mentoring, and the

increasing problem of swelling student-faculty ratios. I offer the following five strategies

for consideration by graduate psychology programs interested in creating a culture of

mentoring. By "culture of mentoring," I refer to a psychology department characterized

by: (a) faculty with intrinsic interest in and skills relevant to mentoring, (b) faculty who

prize long-term, developmental, helping relationships with students, (c) faculty leaders

who work to ensure that each admitted student is mentored, and (d) department

leadership that encourages and rewards effective faculty mentors.

Generate faculty support for mentorship-enhancing program refinements

Because mentoring requires precious faculty time and resources, it is essential that

a graduate department's primary stakeholdersthe facultyunderstand and support the

importance of emphasizing and nurturing a culture of mentoring. Before instituting

mentorship-enhancing refinements, it is wise to build support among faculty by

generating discussions regarding how the program as a whole will benefit from more

intentional mentoring (e.g., student satisfaction, more rapid dissertation completion,

national reputation for education excellence). Further, faculty should be involved in

brainstorming relevant to program refinements, innovative arrangements for matching

new students with faculty mentors, and structures for both rewarding mentoring
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excellence and handling dysfunction in mentor relationships. Positive attitudes and

effective modeling relative to mentoring by program chairs and senior faculty leaders is

also essential.

Consider mentoring potential when hiring new faculty

Although many advertisements for core graduate faculty positions mention

student mentoring as an important job component, relatively few programs explicitly

evaluate this dimension of candidate performance. Research indicates that not all

psychologists are well suited to the mentor role (Clark et al., 2000; Cronan-Hillix et al.,

1986). Graduate programs would be well served to carefully assess the mentoring

experience, and track record of job applicants. This may be achieved through

behaviorally based interviewing and contact with some of the candidate's former

graduate students.

Prepare faculty for the mentor role

New faculty cannot be expected to understand the form and function of

mentorships. Graduate programs should consider methods for intentionally preparing

faculty for their role as mentor to graduate students. These methods might include a

formal orientation with senior faculty mentors, workshops relevant to mentoring, and

ongoing supervision of mentoring relationships (by seasoned faculty leaders) during the

pre-tenure phase of employment. At the least, educational components of orientation

should include examples of mentorship exemplars, mentor functions (Kram, 1985), and

strategies for handling ethical dilemmas or conflicts in the mentor role.

Explicitly assess and reward faculty mentoring
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After selecting promising faculty mentors, and providing mentoring orientation

and supervision, graduate programs should seek innovative methods for evaluating and

reinforcing mentoring behavior. Such efforts should be positively framed and designed to

contribute to the program's larger outcome assessment design. Mentor assessments

typically involve student-rating databoth objective and narrative. Reinforcements for

excellent mentoring might include annual awards, weight in promotion/tenure decisions,

credit in course load allocation, and various salary increments. As one example, graduate

students in the psychology department at the University of Southern California initiated

an annual anonymous assessment of all program faculty mentors (Cesa & Fraser, 1989).

Rating data was made available to all faculty and graduate students each year, and

students offered an annual award to an excellent faculty mentor. Not surprisingly, faculty

performance in the mentor role increased significantly.

Create training-model specific mediums for mentoring

Although the traditional mentoring paradigm in graduate education is that of the

single faculty-student dyad working intensively on scholarly/research endeavors over a

period of several years, contemporary training models in professional psychology require

new approaches to mentorship facilitation (Belar, 1998). Graduate programs must tailor

approaches to mentoring to their unique missions and cultures. One prothising medium

for mentoring in larger professional programs is the vertical team model (Hughes et al.,

1993). Using this approach, faculty lead research-oriented or clinically-oriented

(depending on program fraining model) weekly team meetings for the purpose of

teaching, modeling, and supervising student research or clinical work in the faculty

member's area of expertise. Students select teams based on shared interests and the
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faculty team leader becomes the student's program advisor. Using this approach, even

programs with relatively large student numbers can facilitate faculty-student matching

and mentorship formation.

7



7

References

Atkinson, D. R., Casas, A., & Neville, H. (1994). Ethnic minority psychologists:

Whom they mentor and benefits they derive from the process. Journal of Multicultural

Counseling and Development, 22, 37-48.

Belar, C. D. (1998). Graduate Education in Clinical Psychology "We're not in

Kansas anymore." American Psychologist, 53, 456-464.

Brewer, M. B. (1990). Levels of education: What should the structure and content

be at the undergraduate, graduate, and postgraduate levels? In L. Bickman & H. Ellis

(Eds.). Preparing psychologists for the 21st century: Proceedings of the national

conference on graduate education in psychology. Hillsdale, HJ. Lawrence Erlbaum.

Catneron, S. W., & Blackburn, R. T. (1981). Sponsorship and academic career

success. Journal of Higher Education, 52, 369-377.

Cesa, I. L., & Fraser, S. C. (1989). A method for encouraging the development of

good mentor-protege relationships. Teaching of Psychology, 16, 125-128.

Clark, R. A., Harden, S. L., & Johnson, W. B. (2000). Mentor relationships in

clinical psychology doctoral training: Results of a national survey. Teaching of

Psychology, 27, 262-268.

Cronan-Hillix, T., Davidson, W. S., Cronan-Hillix, W. A., & Gensheimer, L. K.

(1986). Student's views of mentors in psychology graduate training. Teaching of

Psychology, 13, 123-127.

8



Dickinson, S. C., & Johnson, W. B. (2000). Mentoring in clinical psychology

doctoral programs: A national survey of directors of training. The Clinical Supervisor,

19 137-152.

Ellis, H. C. (1992). Graduate education in psychology: Past, present, and future.

American Psychologist, 47, 570-576.

Hughes, H. M., Hinson, R. C., Eardley, J. L., Farrell, S. M., Goldberg, M.A.,

Hattrich, L. G., Sigward, T. M., & Becker, L. S. (1993). Research vertical teams: A

model for scientist-practitioner training. The Clinical Psychologist, 46, 14-18.

Johnson, W. B., Koch, C., Fallow, G. 0., & Huwe, J. M. (2000). Prevalence of

mentoring in clinical versus experimental doctoral programs: Survey findings,

implications and recommendations. Psychotherapy, 37, 325-334.

Mintz, L. B., Bartels, K. M., & Rideout, C. A. (1995). Training in counseling

ethnic minorities and race-based availability of graduate school resources. Professional

Psychology: Research and Practice, 26, 316-321.

O'Neil, J. M., & Wrightman, L. S. (2001). The mentoring relationship in

psychology training programs. In S. Walfish & A. Hess (Eds.) Succeeding in graduate

school: The complete career guide for the psychology student (pp. 113-129). Hillsdale,

NJ: Lawrence Erlbaum.

Roche, G. R. (1979). Much ado about mentors. Harvard Business Review, 57,

14-28.

9

8



U.S. Department of Education
Office of Educational Research and Improvement (OERI)

National Library of Education (NLE)
Educational Resources Information Center (ERIC)

REPRODUCTION RELEASE
(Specific Document)

I. DOCUMENT IDENTIFICATION:

ERIC

Title:

/se-054/1.1- A C v 1h/fie, CtvLifAuthor(s):Kir. Br,h4
7/44,A/47../-4,47s

Corporate Source:

U. 4/4,41 4 en.1e"yit
Publication Date:

/Orrse-yLk..4 4-vrtt

II. REPRODUCTION RELEASE:

In order to disseminate as widely as possible timely and significant materials of interest to the educational community, documents announced in the monthly
abstract journal of the ERIC system, Resources in Education (RIE), are usually made available to users in microfiche, reproduced paper copy, and electronic
media, and sold through the ERIC Document Reproduction Service (EDRS). Credit is given to the source of each document, and, if reproduction release is
granted, one of the following notices is affixed to each document.

If permission is granted to reproduce and disseminate the identified documents, please CHECK ONE of the following three options and sign at the bottom
of the page.

The sample sticker shown below %rill be
affixed to all Level 1 documents

1

PERMISSION TO REPRODUCE AND
DISSEMINATE THIS MATE IAL HAS

BEEN GRAN1IED B

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC)

Level 1

ly I
Check here for Level I release, permitting reproduction
and dissemination in rnicrofiche or other ERIC archival

media (e.g., electronic) and paper copy.

Sign
here, 4
please

The sample sticker shown below will be
affixed to all Level 2A documents

PERMISSION TO REPRODUCE AND
DISSEMINATE THIS MATERIAL IN

MICROFICHE, AND IN ELECTRONIC MEDIA
FOR ERIC COLLECTION SUBSCRIBERS ONLY,

HAS BEEN GRANTED BY

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC)

2A
Level 2A

Check here for Level 2A release, permitting reproduction
and dissemination in microfiche and in electronic media for

ERIC archival collection subscribers only

The sample sticker shown below will be
affixed to all Level 28 documents

PERMISSION TO REPRODUCE AND
DISSEMINATE THIS MATERIAL IN

MICROFICHE ONLY HAS BEEN GRANTED BY

2B

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC)

Level 2B

Check here for Level 28 release, permitting reproduction
and dissemination in microfiche only

Documents will be processed as indicated provided reproduction quality pemits.
If permission to reproduce is granted, but no box is checked, documents will be processed at Level I.

I hereby grant to the Educational Resources
as indicated above. Reproduction from
requires permission from the copyright
information needs of educators in respon

Information Center (ERIC) nonexclusive permission to reproduce and disseminate these documents
the ERIC microfiche or electronic media by persons other than ERIC employees and its system contractors
holder. Exception is made for non-profit reproduction by libraries and other service agencies to satisfy

to discrete inquiries.

Signature: Printed Name/Positionaitle:

W. ciekd 3---.0 )74 5 tt,v7 /9 5.S/thhltr
Organization/Address: 6e/3. ofx h,c, EMIr.s....it 1-4-,.,,,/' /
V . 5 . /1/4r4-1 At fstievAiy, I.- vd e. fr/.9 /I, J /LAP 7d

44 4,1Liao /, . /4-7 AO. c?./ q .001N

Tel4thohe. _
. git9. a-9-3- 6-S 9 S

. .

/1411.4FAX

E-Mail Address: ,

,e)hnsoei b oci vs 441_ .edy
Date:

. _ 6.4/7 S -1, 1.

erl



III. DOCUMENT AVAILABILITY INFORMATION (FROM NON-ERIC SOURCE):

If permission to reproduce is not granted to ERIC, or, if you wish ERIC to cite the availability of these documents from another source,
please provide the following information regarding the availability of these documents. (ERIC will not announce a document unless it
is publicly available, and a dependable source can be specified. Contributors should also be aware that ERIC selection criteria are
significantly more stringent for documents that cannot be made available through EDRS.)

Publisher/Distributor:

Address:

S

Price:

IV.REFERRAL OF ERIC TO COPYRIGHT/REPRODUCTION RIGHTS HOLDER:

If the right to grant this reproduction release is held by someone other than the addressee, please provide the appropriate name and
address:

Name:

Address:

V.WHERE TO SEND THIS FORM:

Send this form to the following ERIC Clearinghouse: ERIC Counseling & Student Services
University of North Carolina at Greensboro
201 Ferguson Building
PO Box 26171
Greensboro, NC 27402-6171

,

,


