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The word “facilitate” doesn’t mean to lead, control, or direct. Facilitate simply means to make
easier. In a practical sense, the job of a facilitator is to help create a space that is comfortable
and productive for a group of people.

As a facilitator, you should not allow people with race, class, gender, or other subtle or non-
subtle privilege to dominate a meeting. You should encourage everyone to participate while
moving the meeting along to meet time limits.

The Secrets
In addition to being well-prepared, smooth facilitation requires:

1. Understanding the audience and their expected outcomes

2. Keeping the group on task and moving forward with the program

3. Respect for everyone in the meeting to help create a space where shy people are
comfortable enough to speak, and where people who tend to dominate a discussion feel
compelled to defer to others in the group

You might expect that the extrovert, the bold action type, would make the best facilitator, and the
shy, quiet, introvert would be the worst. Don’t count on it. Many individuals, shy and retiring by

nature, have given history its finest examples of the spoken word; e.g., Abraham Lincoln.

Before the Meeting

Publicity is critical for any good meeting. Appendix A is a sample of a promotional flyer that
can be created for distribution via email or printed as a hard copy. Include registration
instructions and any cost that may be involved to participate.

Reserve a comfortable space for the meeting. Appendix B provides the room set-up
requirements — the ideal set-up will provide a writing surface and will allow the participants to
move freely about the room.



To assist with all of the details needed for a successful program, an event checklist has been
created and may be found under Appendix C.

If the presentation will be provided to an outside company, organization, or at a meeting, it
would be helpful to obtain information regarding the participants. Appendix D provides a list of
pre-program questions that can be sent to the group’s point of contact beforehand.

Appendix E includes a pre-survey that can be sent to all participants in advance of the
presentation. This same survey can be sent 30 or 60 days after the event to gauge impact of the
survey and to determine if the information provided made an impact on the participant’s
professional and/or personal life. Survey results can also be used in preparing applications for
future funding.

Starting the Meeting

Materials — bring a sufficient number of copies of the workbook, evaluation survey, and any
other information you would like to distribute (brochures, magazines, list of key contacts, etc.).
You may also need a laptop, LCD projector, or a flash drive with the presentation preloaded
(many rooms already have an LCD projector and a screen in the room). If possible, provide
drinks and/or snacks for the participants. Get help from others folks in your preparation as
needed.

The meeting should be enjoyable, efficient, and provide expected outcomes.

1. Start and end on time whenever possible. People are busy and may not be able to stay for
the entire program if it runs beyond the schedule timeframe.

2. Introduce yourself and welcome everyone present. Use an icebreaker (one suggestion is
to have each person stand up and provide their name and one cool fact about themselves)
as a way of introducing the participants to each other.

A copy of the presentation in PowerPoint format and speaker notes on each slide is provided in a
separate document.

During the Meeting

Libraries are full of entire books on how to deliver effective presentations. The attempt here is to
cover some basic skills that are necessary in the delivery of a great program.

Effective instruction requires many skills and much knowledge...and a little natural talent doesn’t
hurt. The art of effective speech can apply to anyone. But the instructor/educator needs the
dedication of a clergyman, the selling abilities of a salesman and the diagnostic acumen of a
physician, combined with the capabilities of a silver-tongue orator to be truly successful.

Knowledge of the subject to be taught. Effective communication cannot result if the process
consists of ignorance talking to ignorance. An instructor’s communication of thought, concept,
skill, or teaching must be based on a foundation of subject mastery. Enter the room feeling that




you have more ammunition in your mind than you will ever have to fire! This raises your self-
confidence and your enthusiasm will be at high pitch.

Effective communication. You actually listen more than you speak. Communication means
transferring your ideas to your audience. This process is the foundation of any communication
effort. Take time to listen to the comments that are made after each group discussion and to
answer or provide additional comments as needed. The better you listen, the better you speak.

Remember, to communicate well, you must involve the audience, creating a two-way channel.
You need to interact with your audience. This helps to validate their thoughts and opinions and
provides important feedback as you continue with the program.

It is important to “connect” with your audience during the presentation. Some of the
characteristics of effective speaking are:

1. Communicate interactively.
2. Use animation or gesture.
3. Besincere.

These three characteristics break down further into communication vitality’s.
The first is physical vitality. Use movement in the classroom to your advantage. Gesture, use the
presentation effectively, and be animated rather than a stone figure. This makes you much more

interesting to listen to.

The second vitality is contact vitality. Try to make each individual feel like they are an important
participant. Spread your eye contact to all. Speak to participants as individuals.

Voice vitality is third. The human voice has tremendous capabilities, and the good talker uses as
many of these as he can. Tone, pitch, and hardness all contribute to the quality of your vocal
sounds.

Finally, a sense of humor is vital to a facilitator. This does not mean skill at telling jokes. It is
best defined as your ability to laugh at yourself when necessary.

Closing the Meeting

Time permitting, participants may have the opportunity to complete the section in their
workbook (Appendix F) relating to their personal commitment and share their responses in a
small group. At the end of the presentation review a list of the resources that are available to
participants which may be found at the back of the workbook.

Thank everyone for their time and share any parting comments you may have with the
participants. Remind everyone to complete the program evaluation so that you can obtain
valuable feedback for review (a sample evaluation may be found in Appendix G).



Next Steps

1. If photos were taken, send along with a short write-up of the event to AWIS National for
publication on the website or in the AWIS Magazine.

Any requests for membership or information on AWIS can be sent by AWIS National.
Share feedback with other chapter leaders on the AWIS discussion forum.

4. Send thank you notes as needed.
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Appendix A

AWIS

ASSOCIATION FOR WOMEN IN SCIENCE

Association for Women in Science Mentoring Program

Hosted by: Your Information Here

Day, Date, Time
Location

Developing strong mentoring relationships has always been an important component for success as a
scientist. The focus of the Mentoring program is to provide individuals in STEM with an appreciation
for how important mentoring is as well as the tools and techniques that they will need to find

mentors and best utilize them. The program also addresses the mentoring and networking strategies

that can be implemented to refresh and re-energize one’s career. The goals of the program will help

individuals to:

¢ Examine the difference between mentoring, coaching, and sponsoring

* Recognize how use mentoring and networking to develop your leadership skills

¢ Understand strategies that can be implemented to refresh and re-energize your career
¢ |dentify the do’s and don’ts involved in being a good mentee or mentor

* Appreciate how mentoring impacts work-life satisfaction

To register . . . (include a sentence on how to register if needed).




Appendix B

AWIS

ASSOCIATION FOR WOMEN IN SCIENCE

Association for Women in Science
Mentoring Program
Room Requirements

We want this program to be a success. This document is designed to give you the information
you need to schedule the event.

Program Information

Length of program: Between 2 (minimum) and 2-1/2 hours (ideal) for complete program

Room setup needs:

T Tables (so participants can write) & room to move around (so participants can interact) —a
“chevron” or classroom- style setup with a middle aisle works best, although a U-shape is
acceptable for smaller groups (20 or less). Round tables are also acceptable to facilitate small
group interaction and discussion. If your space prohibits one of these 3 setups, please contact
the facilitator.

T Screen, LCD projector, and table at the front of the room for facilitator.

T If you expect the group to be larger than 50, the use of a cordless lavaliere microphone (if
available) may be needed.

T ldeally, the facilitator will be able to access the room at least one hour prior to the beginning
of the program for setup

Facilitator’s Contact Information:

Provide contact information on facilitator
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Appendix C

AWIS

ASSOCIATION FOR WOMEN IN SCIENCE

Association for Women in Science
Mentoring Program
Event Checklist

As soon as event is confirmed:

Add the event to your website and/or events calendar (if applicable)
Send an electronic invitation to your members with registration instructions

e (e (e (

Send a notice to related organizations (i.e. other professional associations, universities,
women’s networks, etc.) if you wish

Add a notice to your newsletter or other publications (if applicable)

— —(

Verify A/V arrangements: LCD projector and screen

Two weeks prior to event:

l Send Pre-program Questions to point of contact and return to facilitator (if applicable)
| Ship workbooks and evaluation forms to point of contact (if applicable)
One week prior to event:

| Confirm event location and details

One day prior to event:

| Confirm any last minute details to point of contact

After the event:

Send any new member requests to AWIS National

Provide photos and short write-up for AWIS Magazine (if available)

Share feedback with AWIS National and chapter leaders on the discussion forum
Send thank you notes (if applicable)

e (e (e (e (



Appendix D

AWIS

ASSOCIATION FOR WOMEN IN SCIENCE

Association for Women in Science

Mentoring Program Pre-Program Questions
Please reply no later than two weeks prior to your scheduled program.

We know you are a professional juggler with many, many balls in the air at the same time. The
purpose of this questionnaire is not to add one more thing to your to-do list, but to help us put
together the best possible program. Please answer all questions as completely as possible, but
feel free to skip those which would duplicate a previous answer or which are irrelevant to your
chapter.

Questions:

1.

2.

Your organization:
About your employees/members:
How much time do you need on the agenda before and after the program?

Will it be possible for the facilitators to have access to the meeting room at least one-hour
prior to the beginning of the session?

Do you have any suggestions on how we could help make this event successful?
How will you know if the program is successful?

What additional information can we provide to you?

Thank you for your time in providing this information!

NOTE: This questionnaire is helpful if you will be speaking at other professional society
meetings, university symposiums, corporate meetings, etc.



Appendix E

AWIS

ASSOCIATION FOR WOMEN IN SCIENCE

AWIS Mentoring Program
Pre-Program Survey — Attitudes, Skills & Behaviors

Introduction

The purpose of this survey is to measure the satisfaction level of AWIS members in
regards to mentoring. This pre-program survey is to measure:

1 Current level of mentoring satisfaction
1 Current behaviors, skills and attitudes related to mentoring

All survey responses will be kept as confidential. All responses will be reported in

aggregate form, no identification of individual responses will be made. Survey results
will be reported on the AWIS website.

ADD INSTRUCTIONS HERE ABOUT HOW TO NAVIGATE THROUGH THE SURVEY

10



1. Mentoring Satisfaction (currently in a mentoring relationship)

1.1 How would you rate your level of mentoring satisfaction over the past month?
Very satisfied
Somewhat satisfied
Neither satisfied nor dissatisfied
Somewhat dissatisfied
Very dissatisfied

1.2.1 Approximately how many hours/week do you spend in your mentoring
relationship?

Less than 1 hour

1-2 hours

3-4 hours

More than 4 hours

1.2.2. How satisfied are you with the number of hours you spend in your mentoring
relationship per week?

Very satisfied

Somewhat satisfied

Neutral

Somewhat dissatisfied

Very dissatisfied

1.3.1 How do you feel about your current mentoring relationship?
| prefer to remain in my current relationship
| hope to soon leave my current relationship
| am unsatisfied with my current relationship
Not sure

1.3.2. If you want to leave your current relationship, please identify the major reasons
you wish to leave:

Lack of interest

Unpleasant environment

Personality clash

Need to relocate

None/Not applicable

Other (please specify)

1.4.1. How long have you been in your current mentoring relationship?
0-6 months
7-12 months
13-18 months
19-24 months

11



Over 24 months

2. Mentoring Satisfaction (looking for a mentoring relationship)

2.1 What are the most important qualities a good mentor/mentee should have?
Good listening skills
Ability to make connections
Providing guidance
Knowledge of my field
| don’t know/not sure

2.2 How often do you think you should meet?
Daily
2-3 times per week
2-3 times per month
| don’t know/not sure

2.3. How satisfied are you in knowing what you would like to achieve from being in a
mentoring relationship?

Very satisfied

Somewhat satisfied

Neutral

Somewhat dissatisfied

Very dissatisfied

2.4 Do you feel that you would benefit from being in a mentoring relationship?
Yes, absolutely
Yes, but | have reservations
No
| don’t know/not sure

2.5. What type of mentoring relationship would you like to participate in?
One-on-one
Peer-to-peer
Mentoring circle/group
| don’t know/not sure

2.5.2. What concerns do you have about being in a mentoring relationship?
Uncertain about what | can contribute
The amount of time required to be effective
Unsure as to how to end an unproductive relationship
Unrealistic expectations as a mentor/mentee

12



. Mentoring Resources. We would like to know if you have taken advantage of

mentoring resources available through your AWIS membership or through other

mentoring resource providers.

In the last three months have you

Yes

No

I’m not
sure

attended a local AWIS chapter workshop/meeting on mentoring?

attended an AWIS web-based seminar or podcast on mentoring?

taken advantage of online mentoring resources?

participated in a peer mentoring group?

reached out to your AWIS chapter peers for help with mentoring
challenges?

4. Demographics

5.1 How long have you been working in a STEM (science, technology, engineering or

mathematics) field? Please include any time spent in postdoc positions.

Less than 5 years
5-10 years

11 - 15 years

More than 15 years

5.2 Your current position
Academe - tenured or tenure track
Academe — other
Industry — management
Industry — other
Government — management
Government — other
Private Non-Profit — management
Private Non-Profit — other
Self-employed
Graduate student
Post-doctoral position
Retired
Other (please specify)

5.3Your age:
18 - 29 years
30 - 39 years
40 - 49 years
50 - 59 years
60+ years

13




5.4 Relationship status
Single
Married/Partnered
Divorced
Widowed

5.5 How many children under the age of 21 are living with you?
None
1 child
2 children
3 children
4 or more children

5.6. Your field
Biological/biomedical
Physical science
Engineering
Computer science
Math
STEM-related
Other (please specify)

6. Other comments

Thank you

Thank you for taking the time to complete this survey. Your responses will help us
continue to modify the work-life satisfaction program for maximum benefit to AWIS
members.

14



Appendix F

Enhancing your
Career with

Mentoring and
Networking
Strategies

Workbook



PRELI MI NARY OPONDERI NGO

What are my most critical career concerns right now?

What goals and objectives would | like to have addressed in today’s workshop?

LEARNING OBJECTIVES
1 Understand the core concepts of mentoring and networking
9 Address opportunities and challenges in the context of biological anthropology

9 Achieve information through informal discussions

MENTORING WORKSHOP

List five words that characterize your thoughts about mentoring.

16



DIFFERENCES BETWEEN:
Mentor

Advisor

Coach

Sponsor

Boss

http://magazine.awis.org/i/584646-fall-2015

By tradition and by practice, a mentor has been defined as someone who is more experienced
and who provides advice and direction to the protégé. Such a mentor can be from one’s own
institution, or from one’s own field of endeavor, or from an arena into which the protégé wishes
to move. In this role, the protégé should expect that a mentor would create opportunity for the
protégé, identify ways in which the protégé can train for leadership, and enhance the

professional development and career prospects of the protégé.

In this capacity, mentors play key roles in fostering opportunities and in creating environments
that can be more hospitable and welcoming for protégés, particularly at the beginning career
stages. Such roles include, particularly for young women, ensuring that: (1) research training is
available in all STEM fields; (2) careers are not sidetracked when scientists have interrupted
careers to fulfill family obligations; (3) outreach efforts exist for young girls and women who
have interest in pursuing careers in STEM; (4) professional societies encourage support of

career advancement of women scientists; and (5) networks of support exist.

17
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PRAGMATIC MENTORING TECHNIQUES

Where do you think past mentoring went off track?

Mentors are not ‘miracle workers’!

g You both have the responsibility to:
be honest,
confront painful realities forthrightly,
not try to redesign the past,
follow through,
close the loop.

MENTORING RESPONSIBILITIES

Content mentoring:

Career and professional development:

Psychosocial support:

18



Lead By
Example

MENTORING IS GOOD FOR YOU

1 What do mentors need from mentees?

 What do mentees need from mentors?

What can mentors provide?

19



http://magazine.awis.orq/i/584646-fall-2015

How Do | Pick a Mentor and Start the Process?

First, determine what you would like to learn through your mentoring relationship. For some,
this may mean a focus on enhancing your skills and abilities in certain areas such as public
speaking, scientific writing, or setting priorities. For others, it might be a focus on understanding
the best workplace to pursue your professional interests. Other areas in which you might
desire the perspectives and guidance of a mentor could entail work-life balance, life-partner
issues, or adapting to unfamiliar cultures or geographies. It is up to you to determine what you
seek in a mentor at a given time. Then, you can do research on professionals who have similar
interests or who are in a position or a place to provide the perspectives you seek. Once you
have identified a potential mentor, simply send an email (or call or write) to introduce yourself
and explain why you are contacting them. Of course, if you are participating in networking
events at scientific meetings or in other contexts, these also provide many opportunities to make
contacts with possible mentors.

What Questions Should | Ask?

A simple way to start the first conversation with a mentor is to ask the following questions.
These questions may be used in an ongoing mentoring relationship, or in contexts in which you
meet individuals for the first time. These topics work especially well in networking situations and
in circumstances where you might initially feel awkward or out of place. Itis a rare scientist who

will not expound at length on these questions.
1. How did you get started in your particular career?

The many ways in which professionals have reached their current career positions can be very
illuminating. It may be as a result of carefully planned steps along the way, or it may have been
a pathway around obstacles that generated new directions. Each person’s story and choices

will provide perspectives that you can assimilate into your own decision-making processes.
2. What do you like and not like about your particular field?

It is a rare professional who likes everything about her/his field of endeavor or particular job
track, though it may be hard for some individuals to admit that on occasion. When someone

waxes eloquent on all the wonderful things about her career choice, you can “map” her

20
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enthusiasm to what intrigues and sounds like a match to your own interests. Hearing from
those who can objectively discuss the less desirable (to them) aspects of their career is also
extremely useful. No field of endeavor provides a perfect career for anyone. Having a good
understanding of the varied career environments and the people who populate those

environments can help you make better informed choices and decisions.
3. What are the advantages and disadvantages of your particular career choice?

As with the questions above, a good mentor will provide honest answers that are neither too
negative nor too positive in reflecting career choices. Everyone has had to make tradeoffs on
career pathways, whether they are likely to admit it or not. Many individuals who are asked this
guestion can describe how their interests, aptitudes, and personality match the career they have
chosen. While not everyone may articulate strong self-knowledge about his or her motivations

and aspirations, you will be able to acquire information helpful in your own decision-making.
4. What would you do differently if presented with the opportunity to “start over”?

Asking this question can often lead to some very interesting answers and discussions. Some
people would not choose to do anything differently, while others would make quite different
choices. As long as the response is placed in a context, it can provide additional background
for further questions that you might want to ask. Some answers may be solely focused on
choice of professional field and other answers may reflect life choices that had to be made
because of economic or geographic constraints. There are no right or wrong answers, insofar
as the intent is to assure that the protégé can ponder what is really most important to

her/himself.

DO6S AND DONBNTGRINGF M

Be yourself (thoughtfully)!
Never embarrass your colleagues or put them in an awkward position.
Have an (appropriate) sense of humor.

Recognize that your actions, whether good or bad, will often have consequences.

=A =4 =4 -4 =9

Seek the unwritten and inside rules.

21
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Are There Any “Rules” | Should Follow?

For those people with whom you will have an ongoing protégé-mentor relationship, you will
probably want to establish expectations early on. Not only will this make the interactions more
productive, but also will serve to minimize possible misunderstandings. First, you will want to
get to know each other sufficiently well so that you can mutually set goals to accomplish during
the mentoring relationship. Secondly, you should set guidelines for how you would like to
proceed, including mode of interaction and topics that may be “off-bounds” during the mentoring
experience. These do not have to be rigid, but are a way that both protégé and mentor can
articulate realistic expectations about what is to be encompassed within the mentoring
framework. Thirdly, it is important to have a regular meeting or contact schedule, at a frequency
with which you both agree. Setting the interval can be a reflection of how acute are some of the
issues of concern or of the mentoring support needed. And, most importantly, be sure to

express a heartfelt “thank you” to your mentor often.

As you embark on mentoring relationships, there are a number of aspects that will not only
enhance the mentoring relationship but also help develop other aspects of your career. These
are concepts that will work well in the long run in both your career and life: being honest,
forthrightly confronting the sometimes painful realities; not trying to redesign the past; and
following through, closing the loop, and finishing the project.

WHAT ELSE DO | NEED TO KNOW?

22


http://magazine.awis.org/i/584646-fall-2015

ACHIEVING YOUR GOALS

What one thing will you now do differently in your role as a mentor/mentee?

POST-MENTORING WORKSHOP

Based upon what you have learned today, what else could you do to improve upon your

mentoring relationship?

1.

CREATING A PERSONALIZED MENTORING PLAN

Introspection is a critical component of a successful mentoring relationship. If you were to

develop a personalized mentoring plan, what other components should be addressed?
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ADDITIONAL RESOURCES

1 Association for Women in Science — www.awis.org

The Association for Women in Science provides guidance on work-life satisfaction to
Women in STEM. On-demand webinars which discuss issues facing women in STEM are
available to AWIS members. AWIS has also collected data and conducted research on
issues surrounding work-life satisfaction which has led to the creation of the “Improving
Work-Life Satisfaction” workshop and publication of the “Equitable Solutions for Retaining a
Robust STEM Workforce” book.

1 “Equitable Solutions for Retaining a Robust STEM Workforce” by Donna J. Dean, PhD and
Janet Bandows Koster, MBA - http://store.elsevier.com/Equitable-Solutions-for-Retaining-a-
Robust-STEM-Workforce/Donna-Dean/isbn-9780128002155/

This book offers strategies and proven recommendations to accommodate work/life
satisfaction for those in the STEM fields. Using real-life case studies, this book discusses
universal issues such as dual careers and strategic decision making, childcare/dependent
care in professional contexts, promoting family-friendly policies, as well as mentoring and
networking. The book provides data and tools to drive successful programs relaying
proactive solutions that STEM employers, academic institutions, policy-makers, and

individuals can utilize.

1 “Advancing Postdoc Women Guidebook” — chapter titled Work-Life and Childcare
Resources for Postdoc Women by Janet Bandows Koster, MBA and Cynthia Simpson, M.Ed

- http://www.nationalpostdoc.org/?page=ElsevierGuidebook

The guidebook was written with information collected from the Elsevier Advancing Postdoc
Women survey, which captured responses from 46 professional associations and societies
about the programs and resources offered to postdoc women or women in general to
enhance their advancement into science, technology, engineering and mathematics
(STEM), and social, behavioral and economic sciences (SBE) disciplines. The information

from the survey was compiled in an online clearinghouse

24


http://www.awis.org/
http://store.elsevier.com/Equitable-Solutions-for-Retaining-a-Robust-STEM-Workforce/Donna-Dean/isbn-9780128002155/
http://store.elsevier.com/Equitable-Solutions-for-Retaining-a-Robust-STEM-Workforce/Donna-Dean/isbn-9780128002155/
http://www.nationalpostdoc.org/?page=ElsevierGuidebook

1

“From Ph.D. to Professoriate” — chapter titled Mentoring Postdoc Women from an
Institutional Perspective by Donna J. Dean, PhD and Cynthia Simpson, M.Ed -
http://www.nationalpostdoc.org/?NPAADVANCE

This book provides an overview of our current understanding of the various factors impeding
postdoc women's continuation in academia and recommended practices that have shown
promise for aiding these women in overcoming these obstacles. The goal is to help focus

institutions' efforts to support postdoc women to foster their career advancement.

“Getting the Most out of Your Mentoring Relationships — A Handbook for Women in STEM”
by Donna J. Dean, PhD — http://www.springer.com/us/book/9780387924083

Mentorship practice has been part of the human experience since the Golden Age of
Greece. Engaging with a mentor as a way to learn and achieve one's full potential is an
ancient and respected practice. Getting the Most out of your Mentoring Relationships
overviews and gives perspectives on a variety of topics and issues relating to being
mentored in the diverse fields encompassed by science, technology, engineering, and
mathematics (STEM) are laid out in an easy-to-scan format. This book is meant to serve as
a handbook in times of need when a few moments of reflection and perspective would be

highly useful.

The Elsevier Foundation — http://www.elsevierfoundation.org/

Over the past decade, the Elsevier Foundation has awarded over a 100 grants worth
millions of dollars to non-profit organizations focusing on the world’s libraries, nurse faculties
and women scholars during their early and mid-careers. Funded by Elsevier, a leading
scientific, technical and medical information solutions provider, the Elsevier Foundation
contributes over $1 million USD a year to partnerships improving health information,

research in developing countries, diversity in STM, and nursing education.

Work and Family Researchers Network - https://workfamily.sas.upenn.edu/

The Work and Family Researchers Network (formerly the Sloan Work and Family Research

Network), is an international membership organization of interdisciplinary work and family
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researchers. The WFRN also welcomes the participation of policy makers and practitioners
as it seeks to promote knowledge and understanding of work and family issues among the
community of global stakeholders. The WFRN facilitates virtual and face-to-face interaction
among work and family researchers from a broad range of fields and engages the next
generation of work and family scholars.

YouTube — Importance of Mentoring - https://www.youtube.com/watch?v=4digQ4ELla0

Johns Hopkins Bloomberg School of Public Health. The Department of Health, Behavior and
Society collaborates with communities locally and globally to develop behavior change
programs and interventions that address today’s top public health issues—from diabetes,
HIV and Ebola to tobacco control and injury prevention. Its faculty, staff and students tackle
these issues and many more from every angle—by developing individually targeted
interventions, working with entire communities to address the social factors that affect
health, and by improving the health of millions at a time through public policy interventions
such as strategic tobacco and alcohol taxation.

YouTube - 5 Reasons Mentoring Relationships Fail -
https://www.youtube.com/watch?v=5CO0nTquRoQ

Ann Rolfe, Mentoring Works, share 5 features of failure, 5 secrets of success and 5 steps to
set yourself up for success from the start of a mentoring relationship. Ann Rolfe has thirty
years experience in learning and development. For the last sixteen years, she has
specialised in helping organisations and individuals enjoy the benefits of mentoring. Widely
respected as a consultant and presenter, her training programs and resources are used
internationally to develop and support mentoring. In 2011, a program she helped design and
deliver within the NSW Department of Community and Family Services won the LearnX Asia

Pacific Platinum Award for Best Coach/Mentoring Training Program.
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AWIS

ASSOCIATION FOR WOMEN IN SCIENCE
Appendix G

Mentoring Program Evaluation

Location:

Date of Presentation:

Check the appropriate box:

1 2 3 4
Rate the program for Excellent Very Good Good Fair

Poor

Overall quality of the Work-Life
Balance program

Overall quality of the
facilitators

Relevance of the program to
you as a scientist

What three things worked best about this program?
1.

2.
3.

What three things would you change about this program for future audiences?
1.

2.
3.

What one idea will you take away from this program?

Overall comments about the program:

Would you recommend this program to a colleague?

Yes Maybe No
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