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WHY MENTORING? 

 
 Mentoring has always been a vital part of student development.  The practice of mentoring undergraduates 
through a research experience is a tried and tested strategy for nurturing and expanding the talents of students.  
Indeed, it is through mimicking good research practices as an apprentice that many students learn the techniques 
and skills of research in their disciplines. 
 
 For a number of reasons, first-generation to college, low-income, and underrepresented students have not 
been provided with opportunities to experience a hands-on approach to exploring research in their disciplines.  This 
lack of experience can and often does result in poor acclimation to the nature and process of research and its 
application professionally.   
 
 Mentoring is a strategy for nurturing and developing the academic talents of first-generation to college, low-
income, and underrepresented students.  Mentoring can serve as a vehicle to acquaint students with the rigors and 
challenges of research; retain students while enhancing their academic talents; offer support and encouragement 
where the environment might otherwise be unwelcoming; and address the information needs of these students.  
Additionally, a well-planned mentored research project can serve as the foundation for continued scholarly success 
in graduate school. 
 
 

THE MENTORING ALLIANCE 
 

 
Terminology 

One of the keys to developing an effective mentoring process is to make sure that everyone is operating 
with a common set of terminology.  Adams (1992, p.10) presented the following set of definitions of a mentor and a 
role model in the mentoring process of doctoral students.  This same set of definitions applies to the process of 
mentoring undergraduate students as well.  It is also important to include and clarify the meaning of the term 
protégé in the mentoring process. 

 
Mentor A teacher or advisor who leads through guidance.  The mentor challenges and develops the protégé 

by providing support and guidance.   
 
Role Model A person whose behavior in a particular role is imitated by others; one who leads through positive 

examples.  A role model pulls the protégé forward by setting positive examples. 
 
Protégé Webster defines a protégé as one who is under the care and protection of an experienced, influential 

and prominent person who will further the protégé’s career. 
 
Mentoring “A nurturing process that fosters the growth and development of the protégé  (Shandley, 1989, 

p.60). 
  
 “It is a form of professional socialization whereby a patron of a more experienced (usually older) 

individual acts as a guide, role model, teacher, and patron of a less experienced (usually younger) 
protégé.  The aim of the relationship is the further development and refinement of the protégé’s 
skill’s, abilities, and understandings” (Moore and Amey, 1988, p.45).	
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THE MENTORING ALLIANCE & FORMALIZING THE ALLIANCE 

 
 
The Mentoring Alliance 
The mentoring alliance, according to Scott (1992) is a special relationship between the protégé and the mentor that 
is dynamic rather than static.  In her handbook for educators, Academic Mentoring: The Road to Success, Scott identifies 
a five stage development process that mentoring alliances typically transition through as they are being formed. 
 
Formalizing the Alliance 
Formalizing the mentor / protégé alliance is the key to developing a meaningful and productive relationship 
between faculty and protégé.  Both the mentor and the protégé must work to establish an environment centered on 
trust and respect.  Being able to communicate openly and honestly is paramount. 
	
	

	
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
Transition Stages in Formalized Mentoring Alliances 

 
Stage 1- Apprehension 
Apprehension.  Both parties in the new relationship may feel anxious and uneasy.  This is to be 
expected.  Formal pairing are bound to be somewhat stilted as the parties get to know each 
other. 
 
Stage 2- Testing 
Testing.  This occurs in most mentoring relationships, particularly when the student has 
repeatedly been disappointed by adults.  The student may expect inconsistency and lack of 
commitment, and will protect themselves from being disappointed.  For the student, not having 
a relationship is better than losing someone.  During this stage, the mentor can expect missed 
appointments, unreturned phone calls, unreasonable requests, and angry or sullen behavior.  If 
the protégé is sincere about wanting help, however, this phase is typically short-lived. 
 
Stage 3- Trust 
Trust.  Gaining the protégé’s trust can occur early in the relationship, especially if the mentor 
takes active steps to help the student accomplish something of importance.  The key is for the 
mentor to let the student know that their goals and dreams are important, and worth the cost of 
the sacrifice. 
 
Stage 4- Goal Setting 
Goal Setting.  Once the mentor has gained the student’s trust, the mentor may become involved 
in the goal process.  The mentor must identify what is important to the student, set realistic 
goals, and explore ways of reaching those goals, and plan small, concrete, achievable tasks 
toward those ends. 
 
Stage 5- Predictability 
Predictability.  The mentor becomes someone that the protégé can count on.  In this final stage, 
the mentor can more freely give constructive criticism and the protégé’s thoughts and feelings 
are more accessible. 
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THE MENTORED RESEARCH EXPERIENCE 
 

 
 To facilitate orientation to the laboratory or research project and to move the protégé into the research 
setting, the mentor can provide the following: 
 

Ø Orientation to the culture, protocol and procedures for the laboratory- use of equipment; preparation 
of materials; location of materials and how to access them; reporting and supervising structure; safety 
measure; dress and decorum, etc. 

Ø Be familiar with the IRB and introduce your protégé to the IRB process, help determine if their study 
requires submission to the IRB, and direct them to where they can get training and knowledge 
regarding the IRB http://hsc.unm.edu/som/research/hrrc/index.shtml  

Ø Opportunities for the protégé to get to know and talk with other students and research in progress. 
Ø Details on assignment-work to be done, time frame, expectations, work hours, etc. 
Ø Financial arrangements, if any amount, duration, pay schedule, etc. 
Ø Scheduled time to review performance and to give the mentor and protégé opportunities for 

feedback. 
 

The goals of a mentored research experience are to: 
 
Ø Increase participation and connectedness within an academic setting; 
Ø Have students “learn by doing”; 
Ø Help connect theory with application; 
Ø Provide opportunities for testing various academic and career paths; 
Ø Expose scholars to the “best practices” of research in the field as well as key ideas, teachings, 

theorists, etc.; 
Ø Acquaint scholars with data collection and evaluation; 
Ø Provide opportunities for students to design experiments and present results; 
Ø Assist students to see the interrelationship between the fields of study; 
Ø Provide opportunities for the protégé to meet and network with others in the research arena; and 
Ø Provide scholars with a professional socialization experience, in order to prepare. scholars for 

graduate school and teaching at the higher education level. 
Ø Prepare mentees for graduate study. 
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MENTOR ROLES AND RESPONSIBILITIES 
 

 Mentoring is a vital component of the UNM McNair/ROP Programs, and it is essential for McNair/ ROP 
Scholars to work with a strong faculty mentor.  Throughout the year, program participants have the opportunity to 
conduct high-level, ongoing research under the guidance of their faculty mentor.  A special bond of mutual respect 
and identification characterized by trust, open communication, creativity, flexibility, and discipline is implied in this 
mentor- protégé relationship.  The UNM McNair/ROP mentoring component is designed to provide a mutually 
satisfying experience for both the mentor and the scholar. 
 

Research expectations: 
Ø Set regular meetings with the scholar to discuss research progress and to discuss responsibilities and 

expectations of both parties. 
Ø Help the scholar with identifying a focus area and preparing a research action plan, including a timeline in 

order to meet the summer research internship assignment schedule due dates. 
Ø Guide the scholar in conducting research in his or her focus area. 
Ø Assess his or her needs, review research plans and set attainable short and long term goals. 
Ø Provide support and advice to the scholar to present and publish their work.  
Ø Stress the importance of maintaining a research journal or logbook. 
Ø Acquaint the scholar with research methods, data collection, interpretation, and evaluation. 
Ø Direct the Scholar with the writing of a publication or quality paper due before the end of his/her senior 

year. The paper submitted at the end of the Summer Research Component is not necessarily a “final paper” 
but one they can continue to work on after summer. 

 

Personal and Professional Expectations: 
Ø Communicate with the scholar openly and honestly.  
Ø Give the scholar sound constructive criticism and help the scholar in building his or her self-esteem. 
Ø Help the scholar to discover his or her own potential and clarify his or her personal and 

academic/professional goals.  
Ø Hold the scholar to high standards of academic output. 
Ø Assist the scholar to find educational, research and financial resources for graduate education. 
Ø Be available to the scholar when he or she needs direction and encouragement. 
Ø Help the scholar connect theory with practical application. 
Ø Demonstrate critical reading and thinking skills to the scholar. 
Ø Show willingness to help protégé make valuable academic and professional contacts. 
Ø Serve as an information base for available educational and financial resources, professional and educational 

associations, graduate programs, departmental practices, referrals and other information that will be helpful 
in the scholar’s academic and professional growth. 

 

Specifically, the mentor should: 
Ø Accept the protégé as a legitimate student with potential for success. 
Ø Legitimize the students with departmental faculty and other students. 
Ø Communicate with the protégé in an open and honest manner. 
Ø Give sound, constructive and critical reviews of the protégé’s work, free of judgmental bias. 
Ø Hold protégé to high standard of academic output. 
Ø Be an advocate for the protégé as progress is made toward completion of the undergraduate degree. 
Ø Introduce the protégé to opportunities and options for graduate study. 
Ø Help sponsor and promote the protégé into the profession. 
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MENTOR PRACTICES & ACTION STRATEGIES 
 
 A mentor should be knowledgeable about current research topics in the field, should understand the 
curriculum and office politics, be available, and be willing to work with students, be able to inspire and motivate 
students, be committed to students and be knowledgeable of the factors that impact underrepresented 
undergraduate student participation in Graduate school.  The following factors have been cited as barriers that 
underrepresented students encounter.  Here are some barriers that good mentoring practices will help students 
overcome 
 

Ø Fear of failure. 
Ø Lack of motivation. 
Ø Inability to delay gratification. 
Ø Lack of balance between social and academic life. 
Ø Reluctance and refusal to learn from others. 
Ø Procrastination. 
Ø Reliance on wrong attributes / abilities. 
Ø Too little or too much confidence. 
Ø Conflicts due to personal difficulties. 
Ø Lack of follow through to complete task. 

 
Additionally, the mentor can provide assistance in understanding both the undergraduate and graduate 

curriculum.  A mentor can inspire protégé’s to conduct extensive research in their chosen field, expose them to 
research journals, encourage them to participate in undergraduate research programs, and advise them on courses to 
take to better prepare themselves for graduate school. 

 
The following series of action strategies provide a list of activities that are suggested for enhancing the 

mentoring relationship: 
 

Ø Actively recruit underrepresented students as research apprentices. 
Ø Make it clear that underrepresented students are welcome. 
Ø Establish expectations and progress review criteria early in the mentored research 

experience. 
Ø Structure the apprenticeship so the student has a real assignment. 
Ø Share real career / educational / life experiences with protégé. 
Ø Take time to know the protégé, be prepared and willing to deal with issues and problems 

that confront the protégé. 
 
However, if a mentor is to be effective, there are also certain things that a mentor should NOT do.  They 

include the following: 
 

Ø Do not give unsolicited advice 
Ø Do not be “preachy,” 
Ø Do not get your “ego” involved with a student’s success, and  
Ø Do not arbitrarily limit the student’s goals and aspirations 
Ø Do not give advice that contradicts the goals of the McNair ROP program. (*See page 2, 

section on program evaluation and goals) 
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CHARACTERISTICS OF A MENTOR 
 
 
Because the mentor’s role will vary from student to student, the person who desires to be a mentor should exhibit 
characteristics that lend consistency to the role and stability to the relationship.  To be effective, a mentor should 
be: 
 

Ø Approachable, communicative 
 

Ø Interested in being a mentor 
 

Ø Committed to student growth 
 

Ø Student-oriented, enthusiastic 
 

Ø Sensitive, should know when to back off 
 

Ø Helpful, but not authoritarian 
 

Ø Diplomatic, tactful 
 

Ø Willing to take risks 
 

Ø Insightful, can detect when something is wrong 
 

Ø Encouraging, nurturing 
 

Ø Patient, understanding 
 

Ø Culturally sensitive 
 

Ø Punctual 
 

Ø Trustworthy, especially in maintaining confidentiality 
 

Ø Willing to learn from the protégé 
 

Ø A good role model at all times  
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FACULTY MENTOR QUALIFICATIONS 
 

 
 

Faculty Mentor Requirements: 
 

• Earned doctorate degree (McNair) or graduate/professional degree (ROP) in targeted area. 
• Proven record of research. 
• Current involvement in active research. 
• Interest in working with low-income, first-generation to college, and underrepresented undergraduates on a 

one-on-one basis. 
• Excellent communication skills. 

 
Responsibilities 

• Attend mentor orientation or schedule one-on-one orientation with Program Staff. 
• Meet with Scholar regularly during the academic year. 
• Participate in seminars, as requested and if available. 
• Serve as Mentor to Scholar during the Summer Research Internship. 
• Attend the Annual UNM McNair/ROP Research Conference, as available. 
• Assist Scholar in identifying appropriate graduate programs and funding sources. 
• Provide guidance to Scholar in selection of research project. 
• Provide guidance to Scholar in writing the research proposal. 
• Provide guidance to Scholar in submitting research proposal paper to a professional organization or 

publication. 
• Review scholar’s work and sign off on summer research stipend approval forms. 

 
In addition, some mentors may also be invited to: 

• Attend professional conferences with the Scholar. 
• Serve on the McNair/ROP Faculty Advisory Board or Application Review Committee. 
• Assist in the selection of future Scholars. 

 
Time Commitment 

• Conduct regular meetings with Scholar to discuss research progress. 
• Attend mentor orientation and other program events as requested and available. 
• The Summer Research Internship is eight weeks.  The faculty mentor must review, sign, and complete time 

sheets and evaluations (Total of 4 over 8 weeks) 
 


