
The mission of UNO is to transform and improve the quality of life locally, nationally, and globally. In

order to deliver on this mission UNO must prioritize those in its community who exemplify the

diverse life experiences of our local, national, and international student body. Research reveals the

critical role that URM faculty play in advancing diversity and inclusion on college campuses,

thereby improving quality of life for all students* (*see citation in margin). This MMP can better

ensure meaningful life transformation for URM faculty at UNO through institutionally-supported

mentoring partnerships. Table 1 provides the two aims of this proposal: the objectives developed

from those aims and suggested metrics for each objective. These aims, objectives, and metrics

demonstrate how this MMP can further our mission to improve life quality.

We recommend implementing a Minority Mentoring Program (MMP) at UNO in order

to support the career success, satisfaction, and retention of underrepresented

minority (URM) faculty. Mentorship is defined as, “a developmental process existing in

the relationship between a more-experienced individual & a less-experienced individual

with the purpose of development in the mentee” (Bearman et al., 2007; Eby & Allen, 2008)
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1) Recommendation

This minority mentoring program should be designed to provide URM faculty with career

coaching focused within three categories, 1) personalized support, 2) organizational networking,

and 3) resource connections; research shows these three aspects to be important to mentees*. In

a survey sent to 1st-3rd year faculty in one of UNO’s colleges, there was strong interest in

mentorship support, networking, and resources (Fac Adv Committee, 2020). In order to provide

URM faculty with this career guidance it will require a dedicated and well-supported network of

mentors. It is critical that the institution invest in the recruitment, training, support, and

celebration of mentees AND mentors who participate in this program. An eight-step sequence is

provided in figure 1 to explain how this process of mentor and mentee support should progress.
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Click here to submit your feedback.

https://www.unomaha.edu/strategic-planning/process/input.php


As a graduated goal, it is our hope that this proposal provides UNO with a working template of

mentorship that can be applied to all corners of our campus and community. Ideally, the success of

this MMP will lead to a mentorship structure that can be implemented in every college for all faculty

and staff. This proposal prioritizes URM faculty, given the documented obstacles they are known to

face in higher education *. This is consistent with the priority UNO places on improving the quality of

life for our proudly inclusive community.

This proposal provides our campus with a means to better ensure URM faculty experience job

satisfaction and success. Unfortunately, too many URM faculty experience exclusion here at

UNO instead of the inclusive excellence we value. In higher education this takes the form of,

“benign neglect, feeling uninformed and unsupported, experiencing a patchwork of mentors, and

perceptions of limited understanding and limited acceptance of their research agenda” *. Is it any

wonder that our faculty representation lags woefully behind the rich diversity within our student

body? This program will help to ensure that our valued URM faculty experience inclusion in our

UNO community, counteracting the isolation that is too often the reality of our URM colleagues *.

Retention of URM faculty, or the lack thereof, is a critical issue that this program will address. Table

3 outlines how well this MMP meets the criteria for a successful URM faculty mentorship program *.

The suggested mentorship sequence will establish a structure for this program while also

allowing flexibility for future program development. A strategic phase-by-phase plan is proposed

to incorporate intervals of training, assessment, and program adjustments over a 2yr period.

Table 2 outlines the first two phases of a recommended timeline for this MMP. This phase-by-

phase approach ensures that the program prioritizes 1) mentor support and training, 2) careful

assessment and adjustment, and 3) proof of concept for future mentorship program phases.

p. 2 

In this section we explain how this MMP will ensure that our campus can 1) support

URM faculty job satisfaction and success, 2) help improve student to staff diversity

representation, 3) increase retention/promotion of URM faculty, and 4) develop a

system wide mentorship model.

2) Rationale 
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This proposal was developed with the hope that this MMP will serve as a model for an inclusive,

system-wide mentorship program. The careful development, assessment, and adjustments of this

model offers UNO proof of concept for a mentoring system suitable for all UNO staff and faculty. The

structure of this program can be customized to meet the most urgent needs as expressed by

mentees and mentors. This MMP is a strategic plan that addresses URM faculty needs for personal

support, organizational networking, and resource connections. We are hopeful you will adopt this

MMP, and we are confident that with this program UNO can better support the representation,

career success, job satisfaction, and retention of underrepresented minority (URM) faculty.

By prioritizing the recruitment, retention, and promotion of URM faculty, this proposal exemplifies

UNO's support of our diverse student body. It is well known that UNO's student population is

underrepresented in the faculty ranks. Research demonstrates the critical role representation plays

in the collegiate context *. Table 4 provides an index of how this MMP will address the common

issues associated with tracking the retention and promotion of URM *.
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Please see the attached MMP Seed Funding excel spreadsheet for estimated resources for this MMP

3) Resources & Partnerships
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Click here to submit your feedback.

The deadline for feedback is the end of day on March 15, 2021.

https://www.unomaha.edu/strategic-planning/process/input.php



