
Mental Health and Mentoring
September 9th, 2021

Graduate Division |



State of Graduate Student Mental Health 
● Thirty five percent of respondents reported symptoms indicative of clinical depression 

(The University of California Graduate Student Well-Being Survey Report, 2017).

● Graduate students experience high rates of anxiety and depression and are six times 
more likely to suffer from mood disorders compared to the general population (Evans et 
al, 2018).

● Anxiety and depression levels for transgender/gender-nonconforming graduate students 
was 55% abd 57% (Evans et al, 2018). 

● A 2021 study involving a survey of 3500 graduate students at twelve public universities 
during the COVID-19 pandemic found 67% of survey respondents scored low on 
well-being factors; 32% had symptoms of PTSD; 35% had moderate or higher levels of 
depression; 33% had moderate or higher levels of anxiety (Ogilvie et al., 2021).
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What is a Mentor?
➢ A relationship that is characterized by reciprocal learning and 

is focused on goal attainment and personal growth.

➢ Mentoring appears to have the essential attributes of….a 
supportive relationship; a helping process; a teaching-learning 
process; a reflective process; a career development process; a 
formalised process; and a role constructed by or for a mentor.

- Roberts, A. (2000)
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Additional Attributes
• A mentor is described as a role model, teacher, counselor, talent 

developer, supporter and/or friend

• The process of mentoring is a partnership, a chain of supportive 
activities, and a mutually beneficial and learning relationship.

• The development of interpersonal relationships between the 
mentor and mentee is deemed as a key to the success.

•
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Identifying a Bad Mentor
• My advisor puts me down
• My advisor doesn’t like it when I talk to other professors
• My advisor doesn’t believe my projects can succeed
• My advisor is always asking me for details about how I spent my day and 

commenting on how I spend my free time.
• My advisor is hostile to me having an independent opinion.
• My advisor always seems to know things about my life that I haven’t told 

them myself
• My advisor doesn’t like it when I start collaborations with other people
• My advisor responds negatively to almost everything I say.
• My advisor tells me that if I do anything without them, I will fail.
• My advisor will never admit that they are wrong.
• My advisor questions my judgment about what’s good for me.

•
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Headline Here (Arial Bold)

Identifying a Bad Mentor
• My advisor questions my judgment about what’s good for me.
• My advisor talks about hurt feelings whenever I stand up to them.
• My advisor makes me feel like I have to ask permission to do anything.
• I now feel that my ideas are all stupid and that I am fairly incompetent.
• My advisor comments on my physical appearance and/or my body parts.
• My advisor has made sexually suggestive comments to me or touched me in 

ways that make me uncomfortable.
• My advisor offers unwelcome commentary about my race, gender, sex, sexual 

orientation, correct pronouns, religion, and/or child bearing/adopting status.
• My advisor leans on me for emotional support.
• My advisor doesn’t believe me when I say I have experienced discrimination, 

especially discrimination that they will never be subject to.
• My advisor refuses to defend me against discrimination.

•

6



7

Some specific mentoring activities can include-
-Counseling-  being a listener for a wide variety of concerns
-Coaching-  helping them find and grow particular skills and knowledge
-Tutoring or clarifying specific subjects
-Sponsoring or helping the student to grow their network
-Advising (sometimes)- helping them achieve academic goalposts
-And befriending, helping them feel like they have someone on their side



Graduate Division

Mentoring Outcomes

• Latent or unknown abilities discovered
• Improved performance in their studies
• Growth in their confidence
• Personal growth of both parties
• Increased awareness of each parties place in the organization role
• A continuing cycle in that mentees become mentors themselves
•
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Research findings identify two basic psychological reasons people 
mentor others:

1.They are other-focused and want to share information to help 
others succeed and grow in the workforce.
2. They are self-focused and motivated by the personal satisfaction 
they get from helping others. (Allen, Poteet & Burroughs, 1997)

In The Mentee’s Guide, Zachary (2009) recommends that mentors 
reflect on their motivation.  
“When you hold a deep understanding of why you are doing something, 
you end up being more committed to it and better able to use your time 
and energy.” 
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Some best practices include:
● Mentoring is bidirectional
● Formal and informal relationships are valuable
● Formal mentoring should include informal attributes
● Interaction frequency is key
● Perceived similarity is important
● Mentorship facilitates leadership
● E-Mentoring can skirt barriers
● Mentoring fosters positive outcomes



● No one size fits all.
● Mentoring activities are diverse
● Faculty interactions help students grow
● Mentors are not limited to faculty
● Mentoring can foster a sense of belonging
● Trust, time, and confidentiality are essential
● Electronic peer-mentoring can be valuable
● Mentoring is hard work
● Faculty biases can derail mentoring 

12

Academic Specific Practices



Graduate Division

Additional Practices

• When a student is showing unusual behavior or a lack of progress, there is usually a reason.  
Remember that they have full lives outside of the classroom and may be trying to balance out 
family obligations, a move to a new country, or other challenges.

• We are all different in how we work and in what motivates us.  The Mentees are appreciative of 
an ability to carefully craft development activities to enhance and extend personal strengths.

• Avoid thinking of students as just another set of hands in the laboratory.  They are on a specific 
journey of knowledge and need to be met where they are.

• Let go of your ego.  When are there moment when you can let you student be the lead author 
or run with your ideas?

• Availability is key- keep you door open for students and make sure to respond to urgent 
requests immediately.
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Additional Practices

• The skill is in giving your students the freedom to expand on their ideas but 
to help re-guide them when they get off track.  Graduate school should be 
a place to safely make mistakes.

• Practice answering students’ questions with a question in order to lead 
them towards both an answer and a better understanding.

• It’s important to celebrate and reward successes, large and small.  It’s both 
a powerful motivator but also helps contribute to the building of 
communities.
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Additional Practices

• Create a community where all under your care can flourish.  Create 
deliberate and varied strategies to help build these communities.  They 
don’t just happen, but rather have to be nurtured.

• Regular meetings help create success.  This can be with whole-groups, 
subgroups, group-writing tasks, or one-on-one meetings.

• Provide both rapid turnaround and clear feedback to your students’ writing.  
Avoid the temptation to do rewrites for them, but rather assist them in 
finding their way.
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● Make sure the relationship is mutually beneficial.  Are you using your 
time and energy well.

● Say no and be honest.  If you need to be focusing on other work, ask 
your student to come back at a specific time.

● Expand your own network so you can refer students to trusted 
colleagues and campus resources.

● Get credit for your efforts.  Make certain it counts towards your 
professional advancement.

Setting Boundaries
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