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Introduction 
This procedure concerns the enhancement and enrichment of each member of the permanent staff such as the programme coordinators and course coordinators, and also the associated teaching staff of DLU. Ensuring that the development process of academics and administrative staff is based on the philosophy of NUP for academic excellence and modern teaching. 
Mentoring represents a confidential, non-reporting relationship that is a valued element in NUP academic staff development methods. Responsibilities for performance management are distinguished from those of mentoring relationships. Many existing mentoring arrangements reflect good practice and mentoring has the potential to serve a variety of functions in the context of NUP’s strategic objectives. As part of the collegiate activity of Academic Staff, mentoring is recognized as a core aspect of the culture of NUP, where staff are encouraged to improve their own performance and the performance of others. NUP will support staff to mentor their colleagues and, through this policy, establishes principles, expectations and structures for mentoring relationships to occur for staff at all levels.

Neapolis University is committed to a working environment, where professional learning is seen as a continuous process and which enables all members of staff to develop their skills and effectiveness in support of the goals and priorities of the University.  It recognizes the value of staff development to achieving academic excellence, to the efficient and effective operation of the University, and to the work, career and personal goals of each individual member of staff.
Purposes of Mentoring 
Through mentoring, the University seeks to facilitate excellence and innovation in teaching and learning, research and research training, and community engagement for all Academic Staff. The purpose of this policy is to provide a common framework, based upon best practice principles, to support the design of new, and the continuing development of existing, mentoring arrangements.
BENEFITS OF MENTORING
The benefits include the possibility of greater staff productivity, improved communication between staff, greater collegiality among staff, and reduced staff turnover. The benefits identified include the following:
· Satisfaction of being able to transfer knowledge and skills accumulated through extensive professional practice;
· Opportunity to re-examine one’s own practices, attitudes and values;
· Refining the development of observation, listening and questioning skills;
· Improvement of confidence and self-esteem;
· Develop new insights and ways of working;
· Provide an opportunity to receive supportive feedback;
· Opportunity to discuss professional issues; and
· Professional interaction in teaching and learning, scholarly and/or research projects.
Objectives of the Policy
· Identify mentoring as a valuable and valued element of the staff development framework;
· Ensure that mentoring, particularly in support of individual development and career advancement, is neither confused with nor substituted for supervisory responsibilities arising from the University’s Academic Staff Performance Review and Planning Program;
· Establish that mentoring relationships, in whatever form, are governed by the University’s Code of Conduct and existing policies on quality, equal opportunity and privacy;
· Support and encourage the growth of more strategically managed mentoring activities within individual organizational units and across the University as a whole;
· Provide structured support to assist individual staff to define their own learning experience so that they can improve their performance and develop their capacity to contribute effectively to their discipline, position, career advancement and the University;
· Benefit the mentor by providing an opportunity to develop his/her leadership capacity when undertaking the role of a mentor; and
· Contribute to the enhancement of the University’s performance into a range of University processes such as: 
· induction (for all staff in new roles);
· academic leadership development;
· development programs;
· formal performance management and reward; and
· career development and succession planning.

RECOGNITION OF MENTORING AS A VALUED ELEMENT IN STAFF 
DEVELOPMENT
It is an expectation of all staff that those with greater experience, as a normal part of their duties and responsibilities, freely provide appropriate support and guidance to less experienced colleagues on request and, particularly, in regards to the institutional knowledge required for the latter to perform their duties effectively. The Program Coordinator is encouraged to recognize specifically the value of mentoring skills by:
· Planning for staff, who act or will act as mentors, to participate in appropriate training and receive adequate support as and when required;
· Taking account of workload implications when planning the contributions of individuals as mentors or as mentoring program coordinators; and
· Acknowledging significant individual contributions and good practice as a mentor as a component of service in performance review and reward for Academic Staff.

RELATIONSHIP OF MENTORING TO PERFORMANCE MANAGEMENT
KEY ROLES
Human Resources: The Academic Mentoring Program is designed by Human Resources Department to provide staff with the opportunity to broaden their knowledge, skills, capabilities and experience to enhance their careers and professional development at the University. Mentoring is an effective process for supporting staff to navigate their career path, to understand and access institutional policies and processes, and to increase confidence and competence in undertaking various scholarly activities. The role of the Human Resources is essential, as it can define the mentors and their duties. The Human Resources has responsibility to include within this project, tasks and workload, provide appraisal and a development plan, and address performance related issues in order to meet NUP objectives. The key role of the Human Resources is to direct and supervise this project through the mentors who will act in favor of the implementation process with the academic staff.
Mentors: staff members with willingness to share skills, knowledge, and expertise. The mentor demonstrates a positive attitude and acts as a positive role model. Values ongoing learning and growth in the field and provides guidance and constructive feedback. The mentor is also able to sets and meet ongoing personal and professional goals for the academic staff (programme coordinators, course coordinators, associated teaching staff) and empower mentees to develop their strengths, beliefs, and personal attributes. The mentors will have also an important role as well as responsibility for nurturing the staff reporting to them.
Mentees: the mentees for DLU will be the programme coordinators, the course coordinators and associated teaching staff.
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Key characteristics distinguishing the role of a mentor from that of a director/supervisor are that:
· Mentors have no role in dealing with issues of non-compliance or under- performance;
· The mentoring relationship provides a confidential, non-judgmental, non-directive and supportive environment;
· Parties to a mentoring relationship are equal within, and share responsibility for, the relationship;
· mutual learning is an integral aspect of the mentoring relationship;
· The overall developmental needs are the main focus within the mentoring 

PRINCIPLES 
· Ensuring that information about the program is equally available to all staff in the organizational unit(s) covered by the program;
· Providing a clear statement of objectives for the program based on identified staff and organizational needs;
· Program coordinator (e.g. Program Director) who can deliver adequate resources and influence internal arrangements and strategies to ensure that the objectives are achievable;
· Making clear statements on the roles of and expectations for all parties;
· Encouraging voluntary participation by both mentors and mentees;
· Mentor selection on a list of skills that are consistent with the program's objectives;
· Giving clear instructions on the responsibilities in the relationship and requiring the participants to prepare a statement of their development objectives;
· Providing the opportunity for any participant to request a change in mentoring partner or to withdraw from the program without retaliation;
· Making adequate training and other support available for all participants;
· Ongoing evaluation of the program prior to implementation.

PROCESS 
The following provides a process suitable to the unique circumstances of each mentoring relationship and to guide its development and successful conclusion:
Exploring the possibility of working together
· Establish other commitments and how this relationship could enhance or hinder them
· Ascertain whether the potential relationship links with the participant’s personal vision and core values
· Expectations of both the mentor and participant
· Time commitments and constraint.

Building the relationship
· Parameters of the relationship
· Building it in mutuality, trust and productivity
Negotiating the arrangement/agreement
· Goals and objectives
· Logistics
· Confidentiality
· Measurement strategies for the process and outcomes
· Process for reflection
Participant and Mentor development
· Monitoring the learning process and outcomes
· Sharing resources and networks
· Determining levels of planning and spontaneity




Related Documents 

· Policy on Promotions of Academic Staff (NUP Policy 06.120)
· Procedure for the Evaluations of Academic Staff (NUP Procedure 06.112)
· Quality Management Handbook
· Procedure for the Academic Continuous Staff Development  (NUP 06.111) 
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