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This guide was made to help train mentors who are interested or 
involved in supporting women in STEM fields. 

Mentoring has been found to be a key success factor for marginalised 
groups within STEM. Specifically for women, it has been shown to 
increase the number who enter and stay in STEM fields.

Mentoring can be used for both recruiting women and keeping 
them, throughout the educational and career path.
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What will you learn about in this guide?
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What are the key terms to know 
about mentoring?

1
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“Having a good mentor early in your career can mean 
the difference between success and failure in any field.”

Nature 447, 791-797 (14 June 2007) | doi:10.1038/447791a
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Note!



What is mentoring?

Multiple definitions exist. For example, mentoring is often considered to be “a 
relationship between a more experienced mentor and a typically younger, less 
experienced protégé for the purpose of helping and developing the protégé’s 
career”. For the protégé we often use the term mentee.

Mentoring, however, can also be looked at more broadly: peer mentoring has 
also been shown to work well, as the mentor is more relatable having a smaller 
age gap.

The essence of mentoring is to offer support to the mentee in personal and 
career development, and as such, it is usually a series of guided conversations.
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Who are the mentors and mentees?
Mentors can be:

- Professors
- Experts from the field
- People in senior positions working in 

the industry
- Undergraduate students
- PhD students
- Peers

A mentor does not need to have the exact 
same expertise as the mentee. Their role 
is to facilitate the mentee, professionally 
and/or personally.

Mentees can be …anyone! But are often 
people early in their career or making a 
career change:

- Undergraduate students
- Graduate students
- PhD students
- Professors
- People working in the industry
- Peers

Anybody can be a mentee and can benefit 
from being mentored. It is valuable to get 
feedback and guidance from another 
person.
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Peers as mentors and role models

You can be a mentor and a role model 
even if you are a peer. You don’t need 
to be a lot more experienced or a lot 
older than the mentee.

The closer you are in age, the more 
relatable you often are for your 
mentee, which can build connection. 
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http://www.youtube.com/watch?v=jmNNef8LVbs


What is your role as a mentor?

As a mentor, you are not a supervisor, but an adviser or a facilitator.

Your role is to learn about the needs of the mentee, which can be 
career development, emotional support, practical help, etc., and try to 
provide this help for the mentee to grow and develop.

As mentoring is often a series of conversations, it is often best to 
apply a coaching mindset, ie. to guide and help your mentee find the 
solution themselves, rather than giving them the solution.
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Mentor 
Testimonial
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What qualities should you as a 
mentor have?

2
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The success of mentoring depends a lot on your ability to 
connect with, support, and guide your mentee.
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● Be empathic and supportive. Because you are mentoring in a mentoring program to 
support women in STEM, you need to understand the needs and challenges of 
women in the field while also being open to hearing the specific experiences and 
needs of this particular mentee.

● Be inclusive. Inclusive language is vital. If you haven’t yet, take part in 
gender/diversity training to raise your awareness of your own stereotypes and biases.

● Be relatable. Share your personal story, but try not to overshare to avoid distracting 
from the focus on the mentee.

● Be proactive. If you feel your mentee could benefit from assignments, give them tasks 
beyond the usual conversations.

● Be open to sharing your resources with your mentee.
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Most importantly: Be inclusive and open-minded.

UN’s Intersectionality Model
15

Keep in mind that your mentee’s 
identity is complex, as is yours. 
The concept of intersectionality, 
as seen in this figure, underlines 
the idea that the different identity 
segments are intertwined and 
affect our experiences. 

Try to find aspects in which you 
and your mentee are similar.



Mentor 
Testimonial
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What are the expectations of you as 
a mentor within the mentoring 

program?

3
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Many mentoring programs with great potential end up 
with not very good reviews because the expectations 
have not been made clear in advance.
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Ask the organizers of the mentoring program what the goal and scope of the 
specific mentoring program is if it’s unclear. Discuss them with your mentee at 
the first meeting. To support you in clarifying their goals, we have created a 
mentorship agreement you can use with your mentee(s). You can find the 
downloadable draft here.

Note that you are not their supervisor: you do not need to have perfectly 
matching professional competences. It is not about joint publications or a 
specific project.

Always start by asking your mentee what they need support in, from profile 
building, emotional support, or professional advice, and try to provide that. 
Most often this will mean coaching conversations, and occasionally specific 
assignments.

Ask for feedback regularly so that you can change course as needed to meet 
their expectations.
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https://docs.google.com/document/d/19rqFsG0MjtaSVoI3Vr-pY5UGJNg5woM4/edit


Mentor 
Testimonial
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How can you make the best of the 
mentor-mentee matching?

4
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Matching can be tricky, and you may not have complete 
control over who you will be paired with. It is always a 
learning process: make the most of it, instead of trying to 
be perfect.
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Note!



Mentoring is a practical skill, not a theoretical one, and it depends a great deal 
on who you end up mentoring.

Although the organizers of the mentoring program will do their best to 
optimize the matching process, you may still feel it did not end up in an ideal 
match.

It’s okay to be different from your mentee! It can even be helpful. You do not 
need to have professional expertise on the mentee’s field. You may also be 
different in personality or certain identity traits, but note that you can always 
find ways to relate and connect. Try to find those and meet them with empathy.

It is important that you are open to learning about your mentee’s needs, both 
regarding focus and activity types.
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Mentor 
Testimonial
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What should you consider regarding 
the logistics of the mentoring 

experience? 

5
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The mentoring program has a defined duration and 
usually a suggested frequency of meetings. Nevertheless, 
you do have some flexibility with the meetings, based on 
the needs of your mentee and yourself.
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The organizers of the mentoring program define the length of the mentoring 
program, which can vary from a month to several years. They also often define 
the expected frequency and sometimes even the length of the meetings. 

You do normally have some flexibility. First, be realistic about your availability: 
how frequently can you meet, and what is the ideal length of a meeting for you? 
It is best to be clear about this from the start than having to disappoint the 
mentee later. Of course, the frames of the program need to be respected.

Discuss with the mentee what frequency and length would work best for both 
of you. For some it is once a month, for some it is less or more. A meeting can 
last from 20 minutes to an hour.

There are no “ideal” numbers here: it all depends on you and your mentee. 
Respect their needs and availability.
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Mentee 
Testimonial
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What are the benefits of individual 
vs group mentoring?

6
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Both individual and group mentoring have their benefits 
- different setups work better for different people. Be 
open to experimenting.
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Note!



The mentoring program often provides the framework for your mentoring 
sessions, defining whether they are one-on-one sessions or group mentoring, 
or a mix.

Keep in mind that both setups have pros. In one-on-one mentoring, the mentee 
gets more individual attention from the mentor, which may give more tailored 
feedback to them. In group settings, however, peers can also function as a 
source of support and information. Make sure to arrange those meetings with 
activities where peers can share experiences.

If you have more mentees and the program allows for flexibility, try to 
combine the two setups. People are different and their needs are also different. 
You may be more comfortable with one, but try to put the interests of your 
mentees first and experiment with what works best for them personally.
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Mentee 
Testimonial
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What are the benefits of online vs 
face-to-face mentoring? 

7
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Both online mentoring and face-to-face mentoring have 
their benefits. It is usually more effective to be present, 
but online/hybrid solutions can overcome geographical 
boundaries.
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Note!



The mentoring program often provides the framework for your mentoring 
sessions by defining whether it is face-to-face mentoring or online, or a mix of 
these (hybrid).

Typically, it has an added value if the mentor and the mentee are in the same 
space, as it can increase their bond, strengthen the connection, and add to the 
perceived efficiency of the mentoring.

However, when COVID forced mentoring programs to shift to online sessions, 
it opened up more opportunities. When applying e-mentoring, people who are 
otherwise far away can learn from each other, which can widen perspectives. If 
you do e-mentoring, make sure you allocate extra time for building a personal 
bond.
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The mentoring program often provides the framework for your mentoring 
sessions by defining whether it is face-to-face, online, or a mix of the two 
(hybrid).

Typically, if the mentor and the mentee are doing their mentoring sessions in 
person, it can increase their bond, strengthen the connection, and add to the 
perceived efficacy of the mentoring.

However, when COVID forced mentoring programs to shift to online, it opened 
up more opportunities. With e-mentoring, people who are otherwise too far 
away can learn from each other, which can widen their perspectives. However, 
it’s important to allocate extra time for building a personal bond.
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What are your benefits as a mentor? 

8
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“Those who are good mentors get incalculably more out of 
it than they put into it.” 

Nature 447, 791-797 (14 June 2007) | doi:10.1038/447791a
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Serving as a mentor can be a truly rewarding and inspirational experience. 

Mentoring is not a one-way process: as much as your mentee learns from you, 
you can also learn from them. In the reflection process mentoring entails, you 
often learn the most about yourself. 

Keep in mind that as a mentor you are looked at as a role model, which is not 
only a huge responsibility but also an uplifting realization.

Besides self-reflection and inspiration, mentoring can help you grow as a 
professional in many ways, including developing your leadership, coaching, 
and communication skills.
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Mentor 
Testimonial
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Mentor’s Toolkit - Additional Resources 

This training package provided you with the necessary overview. If you want 
to learn more or whenever you feel stuck, here are some additional resources 
we recommend:

● More mentoring resources on our project’s website
● Inspirational and leadership stories on our project’s website
● More on mentoring on the undergraduate level: EUGAIN booklet (D6) 
● More on mentoring on the graduate and postgraduate level: EUGAIN 

booklet (D3)
● More career pathway videos on CareerGirls - Role Models, Why Choose 

IT? - Role Models 
● More instructional videos about mentoring on LinkedIn Learning.
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https://women-stem-up.eu/mentoring/
https://women-stem-up.eu/leadership-inspiration-academy-and-mentoring-program/
https://eugain.eu/wp-content/uploads/2024/04/EUGAIN_Booklet_Best_Practices_From_BSc-MSc_to_PhD.pdf
https://eugain.eu/wp-content/uploads/2024/04/EUGAIN_Booklet_Mentoring_Career_Development.pdf
https://eugain.eu/wp-content/uploads/2024/04/EUGAIN_Booklet_Mentoring_Career_Development.pdf
https://www.careergirls.org/role-models/
https://www.youtube.com/watch?v=BN6wcbPiIn8
https://www.youtube.com/watch?v=BN6wcbPiIn8
https://www.linkedin.com/learning/search?keywords=MENTORING&u=87471130linkedin.com/learning/search?keywords=MENTORING&u=87471130


This guide was made based on scientific research 
involving systematic literature reviews and focus 
group interviews, along with partners’ mentoring 
practices, within the framework of the Erasmus+ 
project Women STEM Up. See the references on 
the next pages.
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Disclaimer

The information and views set out in this publication are those of the author(s) and do not necessarily 
reflect the official opinion of the European Commission. The Commission does not guarantee the 
accuracy of the data included in this study. Neither the Commission nor any person acting on the 
Commission’s behalf may be held responsible for the use, which may be made of the information 
contained therein.  


