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New Faculty Mentor Program 
General Guidelines 

 
 
Mentor programs aspire to establish reciprocal relationships in which new faculty (or, faculty new to their 
“regular” roles) are joined with seasoned faculty members for benefit to both parties as well as to the University. 
Among many advantages, mentees can profit from greater productivity, professional skill development, networking, 
professional confidence, identity with the institution, and lower anxiety and stress; mentors can gain personal 
satisfaction, fulfillment, and professional rejuvenation. The institution enjoys a stronger organizational commitment 
and dedication from both senior and junior faculty committed to its mission.* 
 
Judson’s Faculty Mentoring Program is designed primarily to assist faculty members in their first fulltime year at 
Judson University to 
 

•   enjoy a smooth and positive transition into the community;  
•   develop a trusting, collegial relationship with an experienced faculty member; 
•   become effective and successful in their faculty role;  
•   become familiar with Judson’s policies, procedures, history, culture, and expectations;  
•   reflect upon their teaching styles and strategies in order to promote effective learning; and  
•   develop as Christian educators. 

 
Faculty mentors are acknowledged leaders in our community. They exhibit exemplary intellectual skills, the best of 
collegial culture, mastery of their discipline, teaching expertise, relational capacity, communication skills, integrity, 
and professionalism. In taking on the invitation to join this program, mentors agree to: 
 

•   be thoughtful investors of their time; 
•   initiate communications; 
•   be reasonably and regularly accessible to their mentees; 
•   provide professional and personal encouragement and support; 
•   clarify performance expectations in anticipation of promotion/continuance reviews and, overall, 

explain/demystify institutional systems and provide a roadmap through them; 
•   guide the new faculty member to improve their teaching; 
•   inspire the new faculty member to become a service-minded citizen of the institution; 
•   challenge their mentees to identify goals and provide advice for meeting them; 
•   help the mentee develop a constellation of support in their department and throughout the University, 

especially where the mentor sees a need that they cannot adequately address (potentially differences of 
race, gender, discipline, etc.); 

•   provide consistent and accurate affirmations while also delivering honest and regular feedback; and 
•   intentionally model the high standards of faculty behavior that led them to being chosen as a mentor in the 

first place. 
 
To fulfill their responsibilities to the program, new faculty members agree to: 
 

•   respect the time that mentors invest in their development; 
•   approach the mentor program with a positive attitude; 
•   communicate honestly and openly with their mentors; 
•   remain teachable in the face of feedback; 
•   respond to their mentors’ communication by following through with commitments; and 
•   see their mentors as guides to their development at Judson, but seek other input as well to develop a 

network of support. 
 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
* W. Brad Johnson, On Being A Mentor (New York: Routledge, 2016), 6-13. Johnson’s book is foundational to 
much of the content in this paper. 
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Semester One 
 
The mentor should schedule the first meeting with the new faculty member soon after the New Faculty Orientation 
in August. While the new faculty member is invited to contact the mentor throughout the semester, it is important 
that the mentor commit to taking the initiative to ensure that the contact occurs. The pair should strive to meet 
frequently at the start of term (ideally, every two weeks while classes are in session).   
 
Each member of the mentor partnership should be very clear about their expectations and goals (short- and long-
term), as well as ability to meet (and frequency of meetings), scheduling issues, preference for communication, and 
commitment to confidentiality. For the latter, mentors are encouraged to explain to the mentee that a short list of 
behaviors (those that contradict expectations of the Faculty Handbook) would be necessary to disclose to University 
administration, and also the potential that they may serve on an evaluation committee in the future, which may or 
may not change the course of conversations during the mentor program. Program participants should recognize and 
embrace the idea that honesty is crucial for personal and professional development, and understand that the people 
of integrity who are asked to serve in this role have the capacity and judgement to partition roles they may one day 
have as members of a review committee. 
 
At least once during the first semester, the new faculty member should visit a class taught by the mentor, with a 
discussion about teaching effectiveness and strategies. Mentors should also encourage new faculty members to visit 
classes taught by other faculty colleagues. Subsequent discussions should foster reflection on skills and growth by 
the end of semester one.   
 
The mentor should dedicate time in some meetings to review the following topics: 
 

•   The University’s mission, identity and culture, especially in light of early experiences of the new faculty 
member (teaching first classes, attendance at meetings, convocation, Founders Day, etc.) 

•   The Faculty Handbook, with emphasis on the areas of evaluation, especially as pertinent to the particular 
position the new faculty member holds 

•   The University’s governance structure, policies and procedures 
•   Pedagogical issues as relate to the faculty member’s discipline, faith integration, as well as the general 

education curriculum and University educational goals. 
 
Above all, the intention of semester one is to offer support for the new faculty member as they continue to orient 
themselves to Judson’s culture and their place within it. 
 
 
Semester Two 
 
The faculty mentor should continue to meet with the new faculty member regularly. While the new faculty member 
is invited to contact the mentor throughout the semester, it is important that the mentor commit to taking the 
initiative to ensure that the contact occurs.   
 
Before mid-term, the mentor should visit the new faculty member’s class(es) and meet afterward to provide 
constructive feedback about pedagogy, delivery, etc.  Additional spring semester meetings should address the 
following:   
 

•   Specific areas of growth as a professor and Christian educator, including development in the areas listed in 
this chapter of the Handbook (e.g., faculty responsibilities, faculty evaluation) 

•   Support for the faculty member’s pursuit of specific professional goals (especially as related to the areas of 
evaluation: teaching, service and scholarship, all within the context of Christian commitment) 

•   Assessment of early progress and goal adjustment (particularly, at a meeting near the end of the spring 
semester) 
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Reports 
 
At the end of the academic year (accompanying the PDP), the following reports are due to the APF: 
 

•   The mentor will chronicle the dates of the scheduled meetings and topics covered in each meeting with the 
new faculty member (see checklist) 

•   The new faculty member will write a short reflective report, no longer than three pages, on their first year 
teaching experience at Judson  
  

These reports will not be used in the formal evaluation of the faculty member toward continuing employment or 
promotion; the only exception would be a case in which a mentor becomes aware of an ethical, legal, or professional 
lapse of which the APF and CAO should be made aware, including failure to uphold the purposes, theological 
orientation, and requirements of faculty members as set forth in the Faculty Handbook, and other governing 
documents of the University.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Note: This document is a work in progress, developed from policies approved in the JU Faculty Handbook, which it 

does not replace. Updated: 14 August 2018 


