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D5.2  Report on mentoring program 

1 Summary 

Embedded in the Baltic Gender project, an international mentoring program was 

established with the aim to support female early career scientists and engineers working in 

marine science and technology disciplines at the partner institutions. The program was 

implemented as a two-year’s scheme, allowing two cohorts within the running period of 

Baltic Gender. The mentee-mentor relationship constituted the core of the mentoring 

complemented by a financial budget for individual qualification of the mentees and annual 

meetings to facilitate the exchange. 

The practical experience made and the feedbacks from participants confirmed the need 

for this unique cross-border mentoring approach and argue for a continuation of these 

efforts. The Baltic Gender mentoring contributes an added-value compared to mentoring 

programs already in place, or that have been in place, in the partner institutions by 

facilitating international networking opportunities within the marine science community 

while strengthening mentees’ sense of belonging and self-confidence to pursue their own 

path in science. According to the overall mentee feedback, the individual financial support is 

a great advantage of this mentoring program. It serves as efficient tool for empowerment of 

female scientists in the late PhD/early Postdoc stage allowing them to act independently. 

The response from mentees strongly underlines that the continuous exchange with their 

mentors had a positive impact on determining the own position in science and on setting 

priorities for the near future. Today’s mentees have a multiplier role as they are the 

potential mentors of tomorrow acting as further positive role models in the STEM field. 

2 Content, aims and scope of the report 

Content: This report provides a summary of the activities related to the preparation, 

implementation and completion of the mentoring program and summarizes the experiences 

of all program participants and involved staff as well as opinions on the program as a whole.  

Objectives: Conclusions from this summary may be used for recommendations 

concerning the planning and establishment of tentative future mentoring programs in 

partner institutions (and beyond). 

Target group: The report targets the project leaders of the Baltic Gender consortium, the 

top and middle management at the partner institutions and the European Commission as 

well as other interested institutions, parties or related (HORIZON 2020) projects.  

Stages: This report was prepared based on the materials prepared for the mentoring 

program and responses from participating mentees and mentors to the mid-term and final 

questionnaires as well as the final mentee report notes. The draft versions of the report 

were circulated within the consortium and to the Advisory Board. The project partners and 
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members of the Advisory Board contributed to the final document with discussion of and 

comments on the draft report.  

3 The Baltic Gender Mentoring Scheme 

3.1 Why a specific mentoring for women in Marine Science & Technology?  

Marine sciences and technology is traditionally a male dominated working area, where 

maths and physics are omnipresent leading to the underrepresentation and lack of women 

across all levels, and being most extreme in leadership positions. The She Figures1 reports 

published regularly by the European Commission since 2003 clearly manifest the need for a 

gender shift and structural changes across marine science on a global scale. The low 

proportion of women in leading positions is for example mirrored in the percentage of 

women as chief scientist on cruises being 3%–14% within the Baltic Gender consortium 

(2013–2018 averages).  

Mentoring programs are recognized tools to develop gender equality, diversity, 

internationalism and interdisciplinarity in research and academia2.  The importance of 

mentors, particularly for the retention of women in science, technology, engineering and 

mathematics (STEM) is underlined by research: women are much more likely to leave their 

fields of study if they have not developed meaningful mentoring relationships that help 

provide a sense of belonging (Dennehy and Dasgupta, 2017)3.  

One can argue that already a high number of different mentoring schemes are offered 

worldwide at universities and non-university research organizations. In Europe, some 

programs are programs for both women and men in all disciplines such as Mentoring for 

Early Career Researchers (Institute of Sociology, Czech Academy of Sciences). However, 

mostly they are country-specific or bound to (local) institutions, focusing either on 

disciplines or on STEM in general. Examples from Germany for the latter are plan m – 

Mentoring für Natur- und Technikwissenschaftlerinnen* (University of Bremen), dynaMENT 

Mentoring for Women in Natural Science (University of Hamburg), kite-mentoring (University 

of Freiburg), Mentoring Hessen (Mentoring Hessen, Goethe University Frankfurt and 10 

other Hessian Universities). Gender-focused mentoring programs specific for marine 

sciences are rare. Examples are the Mentoring Physical Oceanography Women to Increase 

Retention (MPOWIR) for female physical oceanographers in the USA and the mentorship 

program of the Society for Women in Marine Science (SWMS). Gender-focused cross-border 

                                                       
1 Latest published report: SHE FIGURES 2018, European Commission, Directorate-General for Research and 

Innovation. Luxembourg: Publications Office of the European Union, 2019, doi: 10.2777/936 
2 eument-net Workshop, General Assembly Meeting 2017, 23-24 November 2017, Prague 
3 Dennehy, T.C. and N. Dasgupta (2017): Female peer mentors early in college increase women’s positive 

academic experiences and retention in engineering. Proceedings of the National Academy of Sciences of the 
United States of America 114(23):5,964–5,969, https://doi.org/10.1073/pnas.1613117114. 

https://doi.org/10.1073/pnas.1613117114
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mentoring programs for single scientific disciplines are generally lacking even though the 

SWMS recently updated its mentorship program description and participant agreement in 

October 2018 so that it is now open for mentors and mentees from any country in the world. 

In Baltic Gender, an international approach was adopted by making use of experiences 

gained from already established approaches such as gender-focused mentoring to 

specifically promote young female scientists and engineers in the traditionally male 

dominated field of marine science and technology. The scheme was designed to be flexible 

in order to adapt to the temporal requirements of marine science work such as research 

cruises or laboratory experiments and family responsibilities to facilitate participation as 

much as possible. Moreover, the mentoring scheme helps to boost the existing scientific 

networks of women within and across the partner institutions and beyond by giving 

researchers the opportunity to connect with each other on basis of their common interests 

within the marine research community. Especially in the dialogues with the gender expert 

and the mentors’ common obstacles in scientific careers in marine research were discussed 

and strategies to overcome them identified. As the participating mentees were sensitized to 

gender issues related to research they are likely to pass this awareness on to future 

collaborators and to apply it to their future research.  

 

3.2 Setting & preconditions 

To establish a project-based mentoring program within Baltic Gender’s running period of 

four years requires extensive knowledge and experience as a prerequisite for a successful 

implementation. In the Baltic Gender consortium, three partners had long-term experience 

with in-house mentoring of female scientists, without focusing specific gender-relevant 

issues (see Table 1) of which via:mento ocean has the longest specific experience: 

Table 1. Pre-existing experience of partners regarding mentoring activities 

Institution Mentoring program Year established 

Kiel University via:mento,  
via:mento_ocean 

2010 
2012 – 2018 

SYKE joint institutional mentoring 
program 

2018 

IOW 2 years internal mentoring scheme 2013 

 

Beyond these institutional mentoring programs at Baltic Gender partners, the Mentoring 

Physical Oceanography Women to Increase Retention (MPOWIR) program has more than a 

decade experience in mentoring of early career women in the field of Physical 

Oceanography. MPOWIR provides community-led, discipline-specific mentoring to female 
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physical oceanographers in the USA, in the career stage from the end of the PhD, through 

the postdoctoral level and into the early years of a faculty position. 

As a second external example, the Society for Women in Marine Science (SWMS) aims to 

promote women in all the marine sciences. The SWMS mentorship program pursues the 

three major program  goals: (i) To increase the availability of support to those who wish to 

be mentored in all stages of marine science careers, (ii) To foster relationships between 

mentors and mentees outside of the academic or work setting where a suitable mentor is 

often difficult to find, (iii) To build an established network of mentor and mentees within the 

SWMS community.  

A short overview over the key elements of the mentoring programs via:mento_ocean, 

MPOWIR and the Baltic Gender Mentoring Scheme  is given in Table 2. 

 

Table 2. Key characteristics of existing mentoring programs outside the Baltic Gender consortium with 
discipline-specificity for marine science 

 
   

program name 
via:mento_ocean MPOWIR Baltic Gender 

Mentoring Scheme 

hosting 
institution/ 
organization 

Kiel University a physical oceanography 
community-based 
program, with financial 
and intellectual support of 
the physical oceanography 
programs at ONR, NSF, 
DOE, NOAA and NASA 

embedded in the 
Baltic Gender project 
(EU Hori 
zon 2020) 

established in 
(Year) 

2012 – 2018* initiated in 2004; program 
start in current form 2008 

2017– 2020 

program duration 21 months (1st program 
cycle), 19 months (2nd 
program cycle), 16 months 
(3rd program cycle) 

mentoring: initial 2 years, 
with a possible extension 
to a 3rd year (in some 
cases continuation as a 
self-organized peer group 
possible) 

two program rounds 
of 2 years each (1st 
round 2017 – 2019, 
2nd round 2018 –
2020) 

who can be a 
mentee? 

  female doctoral and 
postdoctoral researchers 
in marine sciences in Kiel, 
who will continue their 
academic careers, aiming 
at a professorship or a 
permanent senior scientist 
position 

 open to members and 
associate members of the 

  female physical 
oceanographers from 2 
years before PhD, through 
postdoc, and up to 2 years 
after obtaining a 
permanent position 

  Participants from a 
group that is ending its 2 
to 3 year term may apply 
to join a new group 

 female early to 
mid-career (doctoral 
and postdoctoral) 
marine scientists or 
engineers wishing to 
obtain a leading 
position within the 
marine science and 
technology 
community 

https://www.mentoringocean.uni-kiel.de/en
https://mpowir.org/


 
  

 
 

 
 

 
 

7 

Cluster of Excellence ›The 
Future Ocean‹ 

 open to staff 
members from Baltic 
Gender partner 
institutions 

who can be a 
mentor? 

  experienced female or 
male senior scientists, 
usually professors from 
any German university or 
non-university research 
institute 

  mentors usually don’t 
come from Kiel 

  Mentors are composed 
of female senior scientists 
including previous 
MPOWIR junior scientists 
who have progressed in 
their careers. 

  The mentors are actively 
recruited from names 
suggested by previous 
program participants, the 
steering committee and 
recommendations from 
current leaders 

  experienced senior 
scientists or 
professors of any 
gender in permanent 
positions from any 
university or non-
university research 
institute  

 mentors come 
from outside the 
own institution 
 

Admission 
procedure 

  as a mentee: application 
plus personal interview 
(two-stage) 

  as a mentor: chosen by 
the mentees after their 
kick-off workshop 

  Enrollment in groups is 
offered once per year (self-
selection into the 
mentoring program 
through open registration) 

  as a mentee: 
application 

  as a mentor: 
chosen by the 
mentees followed by 
initial request by the 
program manager 

core elements Mentoring: 
individual mentoring 
relationship 
Training: 
trainings on relevant key 
qualifications for a 
successful academic career 
Networking: 
networking events, get-
togethers with invited 
guests on topics of the 
group’s interest 

1. Patullo Conference: 
biannual conference, 2.5 
days, ~25 junior women 
physical oceanographers & 
12 senior physical 
oceanographers, balanced 
between men and women, 
focus on discipline-based 
mentoring and 
professional development 
2. Mentoring: mentoring 
groups of ~6 junior women 
& 2 senior women, 
monthly teleconference 
3. NASA Speaker Series 
once a year, 2 junior 
women scientists chosen 
to give seminars at a NASA 
lab 
4. Databases & surveys 
5.MPOWIR Website 
(http://mpowir.org) 
6. MPOWIR Webinars 
twice a year 

Mentoring: 
individual mentoring 
relationship 
Training: 
raising awareness on 
gender in research & 
trainings on relevant 
key qualifications for 
successful academic 
career (embedded in 
annual meetings) 
Networking: 
annual meetings for 
networking, get-
together and 
thematic  workshops 



 
  

 
 

 
 

 
 

8 

7. Townhall Meetings 
at large conferences 

Special features   local program 

  a program cycle starts 
with a kick-off workshop 
for all mentees 

  travelling expenses for 
meetings of mentees and 
mentors will partially be 
refunded 

  national program (USA) 

  community-led program 

  international 
program, open to 
mentees from 
partner institutions 
and mentors 
worldwide 

 financial budget for 
mentees 

 

The Baltic Gender mentoring program is embedded in the entire project as a part of work 

package 5 as shown in Figure 1: 

 

Figure 1. Positioning of the mentoring program as part of work package 5 within the workflow and 
relation of different components (Pert diagram) 

 

3.3 Timeline and budget for the action 

The mentoring program comprised two rounds with a running period of two years each. 

The first scheme started in October 2017 and ended by end of September 2019. The second 

scheme was held between August 2018 and July 2020.  

For this action, a total amount of EUR 62,000 was granted in the proposal, thereof 

EUR 48,000 for covering travel costs of mentees and participation in training courses and 

EUR 14,000 for subcontracting of training sessions for two groups of mentees and mentors. 

Gender sensitive indicators

GEP guideline 

WP1 - Career 

advancement

WP2 - Work and 

family

WP3 - Structural 

change
WP4 - Gender in 

marine science 

and technology

WP5 - Awareness raising and knowledge transfer 

WP6: Dissemination, exploitation and communication

WP7: Action management

Advisory Board 

WP8: Implementation of GEPs
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During the preparation phase, e.g. proposal writing, the consortium decided to support a 

maximum of eight mentees per scheme (similar to the number of organizations involved). 

Accordingly, the total sum was divided by the maximum number of available places, 

providing each mentee with a financial budget of EUR 3,000 for individually chosen 

professional qualification on reimbursement basis (for a list of supported activities, see Table 

4 and 6). Analysis of the mentee budgets showed that 24% of all expenses were spent for 

traveling, 40% for conferences, 20% for professional training courses and 15% for 

publications. To ensure proper use of the funding the mentees were asked to provide 

original receipts for cost all refunds (for details see Tab. 4). 

3.4 Planning, preparation and conduction of the mentoring program 

The overall sequence of the two schemes within the Baltic Gender mentoring program is 

illustrated in Figure 2. In the project proposal, the first training course for mentees within 

the mentoring program was planned to be carried out by project month 12 (milestone M.5). 

In practice, the start of the first mentoring scheme was delayed by 8 months due to 

difficulties in staff recruitment by the task leader, the Leibniz Institute for Baltic Sea 

Research Warnemünde (IOW). However, after the start of the first mentoring scheme this 

delay was compensated and the second training course for mentees (due month 36; 

milestone M.20) was held in due time at the second annual mentoring meeting (month 32). 

 

 

Figure 2. Time course of the Baltic Gender mentoring program 
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The structure of the two schemes is shown in Table 3. 

 

Table 3. Overview of the stages and key events of the mentoring schemes 

 1st Mentoring Scheme 2nd Mentoring Scheme 

Preparation phase March to April 2017 March to April 2018 

Call for applications 
launched 

April 2017 April 2018 

Deadline for applications 01 July 2017 01 June 2018, extended until 30 
June 2018 

Number of applications 
received 

8 22 

Evaluation of applications 
finished 

29 August 2017 30 July 2018 

Acceptance letters sent End of August 2017 Mid of August 2018 

Search for mentors / 
mentee-mentor matching 

September–November 2017 August–October 2018 

Official start 01 October 2017 15 August 2018 

Annual Meetings 

16–17 April 2018 planned for 17–19 March 2020 
(add-on); cancelled due to the 
Covid-19 pandemic 

8–9 April 2019 

Mid-term survey sent to 
mentees and mentors 

30 Oct‒09 Nov 2018 
 

30 Aug‒02 Oct 2019 
 

Mid-term questionnaires 
returned 

09 November 2018 11 November 2019 

Final questionnaires sent 02 July 2019  
 

19 May 2020 

Final questionnaires 
returned 

September 2019 15 June 2020 

Official end 30 September 2019 31 July 2020 

Template for mentee report 
notes sent 

02 July 2019  01 July 2020 

Mentee reports received 25 September 2019 15 July 2020 

 

First mentoring scheme 

During the preparation phase, the consortium partners discussed and agreed upon the 

application criteria for the first call for applications which was launched in April 2017 with 

deadline July 1st, 2017 (see flyer and poster in Appendix 1). The call was open for early career 

female scientists and engineers from all disciplines of marine science including technology 

being employed at Baltic Gender partner institutions. Scientists holding their doctorate 

degree and engineers having their highest degree for no longer than 4 years were 

encouraged to apply. Eight applicants responded to this call and all applications were sent to 
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a selection committee whose members expressed their willingness to carry out the 

assessment on request by the work package leader. The four members of this external and 

independent evaluation committee (members of the University of Gothenburg/Sweden, 

BONUS Secretariat (EEIG) Helsinki/Finland, University of Szczecin/Poland, and Polish 

Academy of Sciences, Warsaw/Poland) evaluated the applications by using standardized 

scoring cards that were developed by the work package leader, and sent the filled scoring 

cards back to the task leader at IOW. Selection criteria were on the one hand the quality of 

the scientific achievements, while on the other hand social responsibilities and societal 

engagement were positively taken into account such as child care or elderly care. The 

scoring cards (see Appendix 2 – Evaluation card (scoring card)) were found to be very helpful 

by the commissioners as they facilitated the comparison based on the same criteria. As the 

result of this evaluation process and due to the fact that there were as many candidates as 

available places, all applicants were notified that they had been accepted by end of August 

2017.  

The next step was the matching of each mentee to a mentor by the task leader. Mentees 

were asked for their initial mentor suggestions. The persons listed first were contacted by E-

Mail by the task leader. In one case, the mentor was already confirmed in the application. 

Most potential mentors suggested by the mentees gave a positive reply; only one matching 

process took longer than one month. As we considered the decision of the mentee for her 

mentor to be a fundamental prerequisite for a reliable and trustful mentoring relationship, 

adequate time was invested in this initial step. This included the compilation of a quick 

mentoring guide (see Appendix 3) that was sent to mentees and mentors providing basic 

information and first guidance on the expectations, benefits, roles and responsibilities, goal 

setting etc. The first mentoring scheme officially started on the 1st of October 2017.  

After initial contact between mentee and the mentor, the first six months were given to 

establish the mentoring relationship, to clarify mutual expectations and to fix the goals. This 

was confirmed in a mentoring agreement signed by both parties and sent in copy to the task 

leader. Herein, also an early-termination passage was included. Mentee-mentor meetings 

were scheduled upon individual arrangement by the participants throughout the duration of 

the scheme. The number of mentee-mentor meetings ranged from three to seven meetings 

per mentee-mentor pair throughout the first mentoring scheme with 74% being face-to-face 

meetings, followed by Skype (26%). The frequency of the meetings was individually very 

different and varied between bimonthly intervals to more than one year in between. 

In addition to these individual mentee-mentor contacts, two annual meetings (16–17 

April 2018, 8–9 April 2019) allowed direct exchange between all the participants and 

provided thematic workshops and supplemental information on the Baltic Gender project. 

All mentees and mentors were invited to attend these meetings. For mentees, participation 

was obligatory. Because of the long distances to some mentors (see Table 7) and conflicting 

schedules, only few mentors accepted the invitation. During the meetings, workshops on 

varying topics offered opportunities to discuss and a support program provided scope for 
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mentees and some mentors to come together and network. At the first meeting, a module 

on gender equality and diversity in research institutions was offered for all participants to 

provide an introduction to and raise awareness for e. g. concepts of gender and diversity, 

equal opportunities in research institutions and gender in the research content. Further 

course offers focused on leadership and communication, time, stress and conflict 

management in academia, and research ethics. Table 4 indicates the mentee activities that 

were financially supported by the individual Baltic Gender mentee budget and how often 

these categories were used. 

Table 4. Supported activities and how often they were used by the mentees within the mentoring 
schemes 

supported activities 
number of times used 

1st Mentoring Scheme 2nd Mentoring Scheme4 

traveling to mentor 7 5 

individually chosen professional trainings 
for details see Tab. 6 

6 25 

conferences 6 9 

publication fees 4 0 

 

Individual qualification was supported on reimbursement basis upon formal request by 

mentees to the task leader. Proper use of funding was ensured by asking the mentees to 

provide original receipts for the activities. 

To get a personal feedback from mentees and mentors on the development of the 

mentoring relationship and the mentoring program as a whole, mid-term and exit 

questionnaires were sent to all participants. Shortly before the official end of the scheme 

(30.09.2019 and 31.07.2020), the mentees were asked to summarize their experiences in 

final mentee notes. The results were used for the recommendations given in the summary of 

this report.  

Analysis of the mentee budgets showed that 24% of all expenses were spent for traveling, 

40% for conferences, 20% for professional training courses and 15% for publications. From 

eight accepted applicants, one candidate withdrew before the official start of the program 

due to acceptance in another mentoring program. A second mentee withdrew in the second 

month of the running scheme because she left the partner institution for a different position 

outside the involved institution. The consortium decided to make those two free places 

available in the second round of applications scheme. 

                                                       
4 The activities planned for the last 6 months of the 2nd scheme were heavily affected by the corona virus 

situation in Europe. As a consequence, conferences, workshops and individual trainings were cancelled or 
postponed. Therefore, most of the individual budgets were not completely expended. 
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Second mentoring scheme 

As a result of the low number of applications in the first round, at the annual meeting 

2018, the project partners agreed to expand the application criteria for the second round to 

third year PhD candidates and employees at cooperating partner institutions5. The number 

of places to be allocated has been increased from eight to ten and the second call was 

launched in March 2018. By the deadline, 22 applications were received.  

As in the first scheme, all applications were evaluated by the members of the selection 

committee and enquiries sent to potential mentors. Only one matching process took longer 

than one month. All mentors and mentees received the quick mentoring guide to support 

the initial phase as done in the first mentoring scheme. 

After introducing themselves to their mentors, determining and fixing of goals in the 

mentoring agreement, the mentees continued the further dialogue with the mentors on 

basis of individual arrangements.  

The annual meeting (8–9 April 2019) complemented these activities, and was a joint 

meeting open for all participants of both mentoring schemes, providing the only opportunity 

for both cohorts to come together. Here, an introductory course on gender equality and 

diversity in research institutions was offered again for all participants of the second 

mentoring scheme. Further courses focused on leadership, communication and conflict 

management in academia leaving enough time for informal discussion and conversation 

during the supporting program. Another annual meeting planned for 18–19 March 2020 

unfortunately had to be cancelled due to the Covid-19 Pandemic in Europe. Before 

cancelling the annual meeting, an online meeting was considered as a possible alternative. 

However, in the discussion with the workshop providers a clear preference to a face-to-face 

meeting from their side surfaced. In consequence the annual meeting was cancelled without 

an alternative. Nevertheless, preparatory documents for the intended workshop on research 

ethics and a presentation on the content of the workshop on stress and time management 

were forwarded to the participants as minimum service instead. 

As before, participants were asked for their intermediate and final feedback. Shortly 

before the official end of the scheme (July 31st, 2020), the mentees were asked to 

summarize their experiences in final mentee notes.  

Unlike the first round, under the influence of the Covid-19 Pandemic 33% of the total 

amount spent from the mentee budget was used for traveling, 6% for conferences and 61% 

for individually chosen professional qualification measures.  

                                                       
5 As noticed in the review meeting for the 2nd reporting period, this extension of the group of applicants to 

employees from cooperating institutions was not permitted. Therefore, the task leader has decided to cover 
costs for the mentee concerned from the overhead budget allowing her to continue participating in the 
programme. 
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3.5 Monitoring 

At the time this report is submitted, only information on the whereabouts of mentees 

from the 1st program can be given, because the 2nd program has not yet been completed. 

To assess the impact of the Baltic Gender Mentoring Program on retention and career 

progression we tried to track the careers of individual mentoring program participants. Using 

web search tools in combination with our information on the last verified email address we 

determined the current career status of the past program participants. This avoids 

complications of response rate and self-reporting biases associated with surveys. Of the six 

participants in the 1st program round, one achieved a permanent position in science. Four 

participants are still employed in science in the same institution. One mentee was indicated 

as holding guest status at her institution.  

Of the ten participants in the 2nd program round, one obtained a permanent position in 

science. One mentee received funding for a position as Junior Group Leader 

(https://gepris.dfg.de/gepris/projekt/441084746) within the Emmy Noether Program6 (DFG), 

starting in autumn 2020. Another participant has finished her PhD and moved to/obtained a 

PostDoc position at an internationally renowned marine research institution. To our 

knowledge, all other participants are continuing their research at the institutions where they 

are currently employed. 

4 Evaluation of the Baltic Gender Mentoring program 

4.1 Survey design and scheduling 

To evaluate the program design, implementation and its usefulness for young researchers 

in marine science and technology, the experiences and views of all program participants 

(mentees and mentors) of the Baltic Gender Mentoring program were collected by voluntary 

mid-term and final online questionnaires for both mentoring program rounds. 

As indicated in Table 3, the mid-term questionnaires were sent out about halfway 

through each round of the program (October 2018, August 2019), the final questionnaires at 

least six weeks before the end of the program round (July 2019, May 2020). 

Mid-term questionnaires comprised six questions to mentees as well as to mentors whereas 

the final questionnaires contained twelve questions to mentees and seven questions to 

mentors (see section 6.3 Appendix 3 for the full content of questionnaires). Additionally, the 

first question was always to generate a secrete code to assure anonymity with the option to 

delete individual sets of answers upon request at any time. 

                                                       
6 https://www.dfg.de/en/research_funding/programmes/individual/emmy_noether/index.html 

https://gepris.dfg.de/gepris/projekt/441084746
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In total we received 17 responses for the mid-term questionnaires and 20 responses for 

the final questionnaires from the 32 participants (Table 5). No statistical analysis was applied 

because of the small sample size. The response rate was between 40% and 83% 

Table 5. Responses on the mid-term and final surveys: 

 mid-term survey final survey 

mentees mentors mentees mentors 
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mentoring program 1 
(six mentees and six mentors) 

3 50% 4 67% 5 83% 3 50% 

mentoring program 2 
(ten mentees and ten mentors) 

6 60% 4 40% 6 60% 6 60% 

in total: 9 56% 8 50% 11 69% 9 56% 

 

4.2 Appraisal by mentees 

The overall feedback and the general attitude towards the program components was very 

positive and the program met the expectations of the mentees in whole or in part: 

 “The mentoring program was a clear plus for my post doc time […]. It exceeded 

my expectations as it provided a network with other fellow post docs as well as a 

financial freedom to build up a good relationship with out mentors.” (mentee, 

final survey, program round 1) 

 “I like this opportunity to learn more about gender issues in science; having a 

mentor feels interesting because we are not really committed to each other but 

communication and needed help still exist” (mentee, mid-term survey, program 

round 1) 

 “For me the mentoring program was a great experience which met my 

expectations. Through the mentoring meetings I gained the 

knowledge/information/experiences I was looking for. This gives self assurance for 

the future scientific work and life.” (mentee, final survey, program round 1) 

 “It partly met my expectations because I have gotten much information about 

gender issues and managing ideas.” (mentee, final survey, program round 1) 

  “When I applied, I was not sure what I got into. But this mentoring program has 

been perfect for me. It is flexible and gives my mentor and I freedom to organize 

the meetings as we wish.” (mentee, mid-term survey, program round 2) 

 “I think the mentoring program is a great opportunity to relate to fellow women 

researchers in similar positions and life situations. After our first annual meeting, I 

felt motivated and encouraged to keep on following my carrier goals. The 
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exchange with the other participants in the mentoring program was enlightened 

and motivating. It was good to realize that we made similar experiences 

concerning relationships to colleagues, permanent staff, and the supervisor. It was 

encouraging to discuss strategies to overcome every-day problems at work but 

also in private life. […]” (mentee, mid-term survey, program round 2) 

 “In total, I think it is a great program to be part of. Due to the mentor/mentee 

agreement, it feels easier to contact my mentor regarding problems or questions 

regarding strategy or also personal questions regarding work-life balance. This is, 

what I was looking for in a mentor.” (mentee, mid-term survey, program round 2) 

 “I am very positive about the mentoring program and in whole I think I benefitted 

from it.” (mentee, final survey, program round 2) 

 “The mentoring program broadened my perspectives about women in Science. 

The program went beyond my expectations and inspired me. I am very thankful to 

the program and the support provided.” (mentee, final survey, program round 2) 

  “I really enjoyed the mentoring program. It gave me insights to plan my future 

and hands on advice on career planning, applying funding etc. I didn't have 

expectations since this was my first mentoring experience. But I will definitely 

seek for mentoring again and will probably try to mentor junior scientists.” 

(mentee, final survey, program round 2) 

 “The mentoring program exceeded my expectations. I could participate in 

workshop and courses for my personal development without searching for 

finances and getting the allowance from my supervisor. I learned a lot from these 

workshops especially regarding leadership, communication, and adressing people. 

Furthermore, I greatly appreciate the chance to talk to people in similar situations 

and exchange experiences and strategies.” (mentee, final survey, program round 

2) 

 “The mentoring program was very helpful to receive advice on my work, my plans 

and my scientific ideas and interests.” (mentee, final survey, program round 2) 

These opinions indicate that the program met the needs of the mentees regarding 

independent advice on professional and scientific development as well as on work/family 

balance. To meet fellow scientists in similar situations was an opportunity that was well 

perceived by the participants. The voluntary commitment of the mentors was highly 

appreciated. Particularly noteworthy we consider the statement of a mentee that perhaps 

one day she will act as a mentor for young scientists as this points out to possible long-term 

impacts. The program also met with external interest as mentioned in a mentee’s response 

to question 1: “It is a very good program and I have been asked about it in funding 

interviews” (mid-term survey, program round 1). 
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4.3 Appraisal by mentors 

We appreciated the encouraging feedback from mentors who expressed an 

overwhelmingly positive attitude to the program: 

  “It was a very good experience and a fruitful exchange.” (mentor, final survey, 

program round 1) 

 “I found the program interesting and a good opportunity for mentees. It was a 

positive experience.” (mentor, final survey, program round 1) 

 “The program has been useful to me, I am happy I participated.” (mentor, final 

survey, program round 1) 

 “Great chance for students to become more acknowledgeable with the 

international aspects of the "science-arena" in order to apply this in their own 

career.” (mentor, mid-term survey, program round 2) 

 “I think it is needed, and could be expanded also to other fields. Even though we 

think Nordic countries have high degree of equality, this is not always the case. 

Men are favored for certain positions, and women expertise not always valued. 

This program helps persons to identify these things, which is the only way towards 

more equal scientific community.” (mentor, mid-term survey, program round 2) 

 “It is clear from my conversations with my mentee that this type of program is 

needed. […]” (mentor, mid-term survey, program round 2) 

 “I am quite positive about the project and I think it is really supportive for early 

career female scientists since a good mentoring can cover for some of the draw 

backs young female scientists usually have. It also helps to better focus people and 

have a more deliberate career development. It definitively helps to create a wider 

scientific network which can be of great help. I also hope that the major obstacles 

of young researchers get visible and will be recognized among scientists and 

institutions for shaping the future research landscape.” (mentor, final survey, 

program round 2) 

 “It has been a refreshing and eye-opening experience. Mentoring has mad me 

more aware about the gender issues and sexism in science, in general. also, 

discussions with the mentee have been pleasant and i think both of us have 

benefited.” (mentor, final survey, program round 2) 

 “It offered to the grantee a major chance to experience how our […] system of 

research was functioning. Moreover, it helped the grantee, and also to myself, to 

enlarge the scientific network (which is a real win-win situation).” (mentor, final 

survey, program round 2) 

Very similar to the positive feedback from mentees, the program was seen as both very 

supportive for mentees and a chance for early career female scientists to expand their 

networks in the international marine science community. Raising awareness for gender 
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issues in marine science among the participants was considered necessary in order to 

achieve a more gender-fair science. 

4.4 Benefits for mentees and mentors 

In agreement with the program design, the Mentoring itself was seen as the most 

important part, whereby the Mentoring relationship was considered to be primarily 

supportive for mentees but also as having benefits for mentors as stated by participants: 

 “Very positive experience as it developed into a personal contact with a world 

leading scientist in my research field. This was a real eye opener and gave me 

confidence to proceed on my way.” (mentee, final survey, program round 1) 

 “Through the mentoring program I gained self assurance for the future scientific 

work and life. This is a great benefit.” (mentee, final survey, program round 1) 

 “I have got much theoretical information, while the scholarship helped to gain 

more skills in my research field” (mentee, final survey, program round 1) 

 “More self confidence in own abilities” (mentee, final survey, program round 1) 

 “The mentoring program happened to align perfectly with the stage of my career 

that I would have been most likely to drop out from academia. I had children and 

was doing my first Post Docs and searching for my path in Marine science. The 

resources in the Baltic Gender project as well as the mentoring scheme helped me 

to identify when I was insecure and why leading to ability to steer my career to 

right direction. As a result I am more committed to a career in Marine science and 

more trusting towards the future challenges.” (mentee, final survey, program 

round 2) 

 “From the workshops, I learned skills on how to improve my communication skills, 

how to assert my ideas and plans, and what defines a good leader. From my 

mentor, I learned how to set priorities and how to deal with difficult situations 

with my colleagues. I greatly appreciate her insights from leadership and her view 

on things.” (mentee, final survey, program round 2) 

 “I realized (again) that successful scientists have very different opinions on how to 

plan a career. So it is very important to hear more than one opinion before 

deciding important issues.” (mentee, final survey, program round 2) 

  “It helped me to review once more my own role as a woman in science. The 

workshop was very helpful in this respect too.” (mentor, final survey, program 

round 1) 

 “[…], I tried to improve my "mentoring" ability and I have taken into more account 

the gender issue in STEM.” (mentor, final survey, program round 1) 

 “Being a mentor has forced me in a positive way to think about career options, 

paths, work-life balance and other questions that came up during the meetings 

with my mentee.” (mentor, final survey, program round 1) 
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 “I realise the mentoring program has helped me to better identify situations and 

places where we need to pay more attention for visibility of women. For example, 

I am very aware of gender balance issues in conferences and “coffee table 

discussions”. Also, it makes me happy to be able to support a younger female 

scientist. This is not only by sharing my experiences and knowledge, but also in 

hearing the perspective of the mentee, which is then relatable to my younger 

colleagues.” (mentor, mid-term survey, program round 2) 

 “I made friends with some talented young women in science and learned about 

the challenges and issues they face in their career. Discovering similarities in our 

experiences despite differences in age and culture helped to validate some of my 

own past and present experiences.” (mentor, final survey, program round 2) 

 “It is very useful also for myself because 1) I get to know specific needs and 

obstacles and 2) It is useful for mentoring of my current and future research team. 

It is also a good way to stay in contact with individual researchers but also with 

the institution.” (mentor, final survey, program round 2) 

 “I am not sure I feel I benefited. I think I already knew how difficult it is for young 

female researchers in Germany and this didn't change. I didn't participate because 

I thought I would benefit but rather than it is just the right thing to do.” (mentor, 

final survey, program round 2) 

 “I was very happy to get more acquainted with the life of my mentee and see 

things from her perspective. I was also delighted that she managed to get her first 

major pot doc grant during our relationship and I had a small part in it.” (mentor, 

final survey, program round 2) 

 “Yes, i have been looking at my own career and the opportunities the younger 

scientists have from a different perspective. It has been good to hear the struggles 

of earlier career phase, i have been there also but since things change some things 

are forgotten easily. It is important to remember the difficulties in combining 

career and family to be able to support young scientists.” (mentor, final survey, 

program round 2) 

As expected, mentees benefitted from independent advice from mentors who shared 

their experiences and showed options for actions. On the other hand, the program was also 

found useful by the mentors for themselves: They felt encouraged to reflect early career 

stages and obstacles. Additionally, enhancing one’s own mentoring abilities, broadening the 

own scientific network and enhanced understanding of early researcher’s struggles were 

seen as “win-win” effects which in turn might be beneficial for the members in the own 

research team. 



 
  

 
 

 
 

 
 

20 

4.5 Pleas for a continuation of the mentoring program and proposals 

In several individual answers, respondents expressed the wish to carry on with the 

program (cited from exemplary answers to the last question of the mid-term and final 

questionnaires): 

 “go on with this kind of support” (mentee, mid-term survey, program round 1) 

 “ […] I really wish that this opportunity, to take part at this program, will be still 

open in future and for as many women as possible” (mentee, final survey, 

program round 1) 

 “I liked the program as it was: with the great freedom for the mentee to organise 

it yourself in such a way that you get most out of it, but still with the possibility to 

ask for support whenever needed. It would be great if it stays this way.” (mentee, 

final survey, program round 1) 

 “maintain the program!” (mentor, final survey, program round 2) 

In addition to the feedback obtained in the personal communication during the two 

annual meetings at the IOW, we received constructive comments and suggestions for a 

future design of mentoring programs. The following points were raised in the responses 

to the last question of the mid-term and final questionnaires: 

 to have a mentor meeting to give mentors the opportunity to exchange with other 

mentor and discuss certain aspects of the mentoring work (mentor suggestion, 

mid-term survey, program round 1) 

 a greater variability concerning the use of the mentee budget, for example 

financial support for interviews, meetings with prospective collaborators, 

colloquium talks or face-to-face data discussions (mentee suggestion, mid-term 

survey, program round 2) 

 to further develop this mentoring in future and involve PhD students ( mentee 

suggestion, mid-term survey, program round 2) 

 to establish a data base of scientists who want to be involved in this project and 

whom a mentee could chose as a mentor (mentee, mid-term survey, program 

round 2) 

 targeted workshops on applying for jobs and negotiation strategies (mentor, mid-

term survey, program round 2) 

In the final mentee report notes, also workshops on how to be successful in applying 

for funding or how to write good and successful proposals were proposed.  

As we could derive from direct conversation as well as from the responses to the 

surveys from participants, the mentoring program caused the mentees (and some of the 

mentors, too) to think and reflect about their own position in science and society even if 

we did not ask directly for that in the questionnaires. In particular the course on gender in 
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research which also comprised a module on unconscious bias evoked a strong echo 

among the participants. 

5 General conclusions 

First of all, the program was perceived very positively and its opportunities were actively 

used by the participants. The mentoring experiences encouraged the mentees to pursue 

their professional and personal goals and made them sensitive to recognize and overcome 

gendered stereotypes and obstacles. It is likely that the majority of mentee-mentor contacts 

will continue beyond the end of the program. 

Looking at the approach as a whole it should be considered that a temporally limited, 

project-based mentoring program has different preconditions compared to permanent 

programs. The time limitation does not only shorten the time for preparation and follow up 

but also makes it difficult to incorporate experiences accumulated during the running 

program. Therefore, the success of such a program requires special care in the planning and 

preparation stage together with a pre-existing experience on which the program can be built 

as well as knowledge of discipline specific potential needs. Even though these preconditions 

were given by the project consortium, some risks other than the foreseen ones like e.g. not 

enough mentors which did not manifest occurred:  

i) Supported actions concerning individually chosen qualification measures (Table 4 and 

6) were not well enough defined and communicated between the project and the project 

officer prior to the program – this caused confusion about supported action during the 

running program. To solve this issue supported actions were redefined as stated in the 

second periodic record: 

“During the course of the mentoring scheme it became clear that the financial support of the 

mentees should, besides covering the travel costs to see their mentors, not be limited to 

paying only for advanced training courses. Instead, in order to support the career 

advancement of each mentee the best possible way, the consortium considered to broaden 

the range of items to include, for example, conference registration fees or publication costs. 

Conferences are essential for early career scientists to network with other researchers in the 

field, display results and make connections for future work. The publishing of articles is the 

most important step for advancing one’s academic career and making research results more 

accessible contributes to better science. Article processing charges, also known as 

publication fees, are also increasingly becoming more common in open access journals. 

Hence, where mentees had no other resources to cover such costs (e.g., for a conference or 

a publication), these were included in the mentoring scheme.” 
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Table 6. List of supported individually chosen professional trainings 

individually chosen professional trainings 

1st Mentoring Scheme 2nd Mentoring Scheme 

Course "Linux 1"  Courses "Advanced Excel course" /"Excel Master 
Class" 

Training on experimental work with marine 
petroleum hydrocarbon degrading fungi  

Course "Embryo malformations"  

Qualification seminar "Temporary contracts in 
science"  

Workshops "Introduction to statistical data 
analysis using R" / "Ecological niche modelling 
using R" 

"Career Coaching"  Qualification course "Project Management for 
Academics"  

"Coaching for women in career planning"  Course "Stress and conflict management"  

Workshop "Developing a positive working 
environment for all"  

Training "Data mining, analysis, modeling"  

Course "Animal movement analysis"  Course "Visualizing on the iPad"  

Training "Associated stable isotope analysis"  Course "Metagenomics"  

 Career Coachings / Coaching for digital science 
communication 

 Language courses, e.g. "Correct English 
Language in Everyday Management" 

 Environmental management basic knowledge 

 Webinar "Collegial advice digital" 

 Webinar "Communicate low conflict by mail / 
chat" 

 Workshop "The Art of Delegation - Situational 
Leadership, Communication and Personal 
Leadership Style". 

 

ii) The mentors were scattered around the world (see Table 7); this limited the 

participation in the face-to-face mentoring meetings held at the IOW premises. 
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Table 7. Country-specific institutional affiliation of applicants and participants of the mentoring 
schemes 

applications country mentees country mentors country 

1st Mentoring Scheme 

5 Germany 47 Germany 1 USA 

2 Finland 18 Finland 1 Italy 

1 Lithuania 1 Lithuania 2 Finland 

    2 Germany 

2nd Mentoring Scheme 

13 Germany 5 Germany 3 Germany 

4 Lithuania 2 Estonia 2 Finland 

2 Estonia 2 Finland 1 Austria 

2 Finland 1 Latvia 1 Netherlands 

1 Latvia9   1 New Zealand 

    1 South Africa 

    1 Sweden 

 

Figure 3. Institutional affiliation of the mentors (1 – first mentoring round, 2 – second mentoring 
round) 

To sum up the overall impressions of participants, the mentoring relationship as the core 

part of the program was considered to be very supportive with mentors and mentees being 
                                                       
7 One mentee withdrew in 9/2017 before the official start of the program due to acceptance in another 

mentoring program.  
8 A second mentee withdrew in 11/2017 from the running scheme because she left the partner institution 

for a different position outside science. 
9 Please see footnote 2 on page 8 for explanation 
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engaged and motivated as shown in section 4.2. The reported number of mentor-mentee 

meetings greatly varied ranging from four to numerous face-to-face conversations 

supplemented by skype, phone, WhatsApp and E-Mail contacts. The annual meetings were 

seen as a valuable opportunity to get together and network. Additionally, the direct 

feedback from mentees suggests that there is a need to maintain the financial support for 

independent activities such as participation at conferences or other events important for 

visibility, exchange and cooperation within the scientific community and tailor-made training 

courses or research visits. One of the suggestions we received from mentors was to include a 

preparatory meeting for mentors on how to effectively mentor.  

Last but not least, bringing together (more senior and early career) female scientists 

within marine science and technology can lead to more female role models and thereby also 

promote institutional change. 

6 Recommendations 

Considering the individual needs of the mentees, potential future mentoring initiatives 

specifically developed for women in marine science and technology should comprise the 

following features: 

(1) Future mentoring initiatives should be international, cross-institute mentoring programs 

to meet the needs of marine science and technology which are strongly  characterized by 

interdisciplinary and cross-border research. 

(2) They should have the mentoring as its core component, supplemented by offering 

individual training opportunities and accompanying events to enable mutual 

acquaintance of participating mentees and mentors and to support networking. 

We also consider it advisable to adopt the following additional points in terms of best 

practice measures: 

  maintain the principle of individual choice of the mentor but if applicable establish a 

data base of potential mentors where mentees can look for a mentor, 

 maintain a flexible mentee budget either without further subdivisions, that is practical 

and easy to use for mentees or expand the list of eligible activities for mentees, 

 provide mentors with a financial budget to enable their participation in mentoring 

meetings for all participants, 

 include an initial preparatory meeting (on site or online) for all mentors to clarify 

questions about the mentoring, 

 have a simple set of clear rules which should be handed out to and approved by 

signature by the participants prior to the start of the program. 

  



 
  

 
 

 
 

 
 

25 

7 Appendix 

7.1 Appendix 1 – Application flyer and poster 

Flyer for the call for applications, here shown for the first mentoring scheme 2017: 
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Poster for the call for applications, here shown for the first mentoring scheme 2017: 
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7.2 Appendix 2 – Evaluation card (scoring card) 

Applicant name:          

 

Committee members name: 

 
Evaluator Topic Mark Recalculation Mark N into Points P by the 

committee members 

  Range 
 

Rating Calculation Max. Final Score 

University Thesis (PhD) 1-2  P=20-10*N 10  

Committee 
Member 

CV      

 Studies abroad (* see 
remark) 

1-5  P=3,75-0.75*N 3  

 Publications 1-2  P=20-10*N 10  

 Other activities e.g. 
awards, cooperation’s 
with companies, social 
engagement etc. (* see 
remark) 

1-5  P=3,75-0.75*N 3  

 Funding obtained 1-5  P=3,75-0.75*N 3  

 Motivation letter 1-2  P=20-10*N 10  

 Career breaks because of 
child care/elderly care 

1-2  P=20-10*N 10  

 

Additional remarks: 

 Please provide just the rating in the 4th column, the final scores we will calculate for you 

 (*)Here we ask you to give low points if you think the candidate is good and should 

achieve high score 

 Please send the filled scoring card to WP leader joanna.waniek@io-warnemuende.de or 

baltic-gender@io-warnemuende.de 

  

mailto:joanna.waniek@io-warnemuende.de
mailto:baltic-gender@io-warnemuende.de
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7.3 Appendix 3 – Baltic Gender Quick Mentoring Guide 
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7.4 Appendix 4 – Questions asked in the mid-term and final survey 

7.4.1 Mid-term questionnaires to mentees and mentors 

Table 8.  Questions asked in the mid-term questionnaires to mentees and mentors. As the first 
entry to make in each questionnaire was always to create the secret code it was left out here. 

Question 

No. Text 

1 How do you feel about the mentoring program in general? 

2 How many meetings (phone, skype, face-to-face) with your mentor/mentee have been held 
to date? 

3 What is your experience regarding the mentoring relationship so far? 

4 (to mentees): From your perspective: On which issues do you feel best supported by your 

mentor so far? 

(to mentors): From your perspective:  On which issues could you support your mentee best 
so far? 

5 From your perspective: Are there any aspects in which the mentoring relationship could be 
improved? 

6 Do you have questions, suggestions or wishes? 

 

7.4.2 Exit questions to mentees 

Table 9. Questions asked in the final survey to mentees. As the first entry to make in each 
questionnaire was always to create the secret code it was left out here. 

Question 

No. Text 

1 How do you feel about the mentoring program in general? / Did the mentoring program 
as a whole meet your expectations? 

2 How will the mentoring program benefit you? 

3 Please list the topics you addressed/discussed in these meetings with your mentor. 

4 What is your experience regarding your relationship to the mentor? 

5 From your perspective: On which issues do you feel best supported by your mentor? 

6 From your perspective: Are there any aspects in which the mentoring relationship could 
be improved? 
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Question 

No. Text 

7 How useful did you find the workshops offered at the annual meetings? (1 = Not at all 
useful, 2 = Not useful, 3 = Neutral, 4 = Useful, 5 = Very useful)10 

8 How satisfied are you with the overall organization and support within the mentoring 
program? 

9 What did you like about the mentoring program? 

 Do you have any suggestions or wishes to improve the mentoring program as a whole in 
the future? 

 

7.4.3 Exit questions to mentors 

Table 10. Questions asked in the final survey to mentors. As the first entry to make in each 
questionnaire was alwa6ys to create the secret code it was left out here. 

Question 

No. Text 

1 As the program comes to an end: How do you feel about the mentoring program in 
general? 

2 Do you see any benefits for you from being a mentor in this mentoring program? 

3 How many meetings (phone, skype, face-to-face) with your mentee did you have during 
the course of the mentoring program? 

4 What is your summarized experience regarding your relationship to the mentee? 

5 From your perspective: On which issues could you support your mentee best during the 
course of the mentoring program? 

6 From your perspective at the end of the mentoring program: Are there any aspects in 
which the mentoring relationship could be improved? 

7 Do you have any suggestions or wishes to improve the mentoring program as a whole in 
the future? 

 

  

                                                       
10 Here, statistics does not give useful results with so few entries. 
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7.5 Appendix 5 – Documentation and contributions to the project newsletter 

The course of the mentoring program is also illustrated by several announcements, 

entries and contributions in the following project newsletter issues: 

 newsletter issue 1, August 2017: p.1 
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 newsletter issue 2, November 2017: p.1
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 newsletter issue 3, March 2018: p.3 
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 newsletter issue 4, June 2018: pp.1–2 
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 newsletter issue 5, September 2018: p.1 
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 newsletter issue 6, December 2018: pp.2–3 
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 newsletter issue 7, March 2019: pp.1–3 
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 newsletter issue 8, June 2019: pp.1–2 
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 newsletter issue 9, September 2019: p.2 
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 newsletter issue 10, December 2019: pp.3–4 
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 newsletter issue 11, March 2020: pp. 1–2 
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 newsletter issue 12, June 2020: p.2 

 


