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Guides to Academic Mentoring Programs

A Guide to Making the Most of Mentoring, Office for Women’s Affairs, East Virginia Medical School.

A step by step manual to academic mentoring with respect to the responsibilities of both the mentor and the mentee.  For the sake of simplicity, this text’s basic components are also published in a shorter version entitled Climbing the Ladder to Career Satisfaction: Making the Most of Mentoring. 

A Guide to Mentoring, University of Calgary Academic Women’s Association.

Presents the central components of the Calgary program in a Frequently Asked Questions format.

Mentoring Guide, Medical College of Virginia, Virginia Commonwealth University.

Illustrates the essentials of the VCU program, including the characteristics of both mentor and mentee.  The guide also positions the alternative of “rolling mentors” as a way to de-stress the mentor relationship. Checklists, evaluations, and questionnaires are included.

Mentoring in Faculty Development, by the Medical College of Wisconsin, Faculty Development Program, 2001.

Outlines the program’s goals and guidelines.  The program suggests the need for a variety of mentors and provides a list of “shoulds” for both the mentor and the protégé.  The Faculty Development program has a staff member contact the mentor every 2 months to discuss how the relationship is progressing.  The FD program also sponsors activities and events.

The Mentor’s Mentor – A Mentoring Guide for Faculty, by the Women’s Faculty Development Caucus, College of Medicine, University of Arkansas for Medical Sciences, 2000.

A “how-to” on mentoring in academic medicine, the guide provides realistic advice on forming mentoring relationships, including advice on responding to partnerships that do not seem to be functioning as well as they could be.  This mentoring program is organized for a 1 year commitment and the guide is organized to help the mentor prepare for each phase

Report on the Characteristics of Mentors and Mentoring, by the Task Force on Women’s Academic Careers in Medicine, Department of Medicine, The Johns Hopkins University.

Outlines the characteristics of both positive and negative mentoring.  Also includes the responsibilities of the mentee.

Skills for Mentors and Protégés in Psychiatry; APA 150th Annual Meeting, Course 88, May 17-22, 1997.

Materials to teach and reinforce the following course objectives: “1) to describe good mentoring and the functions of the mentoring relationship; 2) to recognize rewards, barriers, and issues such as gender and race in the mentoring relationship; 3) to discuss mutual mentor-protégé expectations and how they change through developmental stages; and 4) to utilize the principles of informed mentoring in clinical, research, 

and administrative stages.”

Stanford University Medical School Mentoring Program, www.med.stanford.edu/school/facultymentoring/
Web site details the program’s history, guidelines, admission procedure, workshops, and resources.  Temporary mentors are assigned to junior faculty until their research interests are matched with other senior faculty.

UCLA School of Medicine: Guidelines for Mentoring Junior Faculty, 1999.

Outlines the criteria and priorities of the UCLA mentoring program for junior faculty.  Responsibilities of the department chair in assigning mentorships are articulated.

Women Faculty Mentoring Program at the University of Wisconsin-Madison; www.wisc.edu/provost/women/mentor.html
Designed to minimize the isolation of women faculty, the program matches faculty in similar fields but outside of individual departments.  In addition, faculty are invited to brown bags on a variety of pertinent issues (sleep deprivation, teaching strategies, reports from peer mentoring groups) and to an orientation on mentoring.  The site provides the mentor/mentee questionnaires used in creating matches.  The program was initiated in the Provost’s Office.

Professional Organizations

Advisor, Teacher, Role Model, Friend: On Being a Mentor To Students in Science and Engineering, prepared by the National Academy of Sciences, National Academy of Engineering, Institute of Medicine; National Academy Press, 1997.  Also, http://www.nap.edu/readingroom/books/mentor.

A basic guide to sound mentoring practices, oriented (as its title suggests) to teacher-student partnerships (rather than professional partnerships).

Association for Women in Science: Materials from the Mentoring Project

Report on the AWIS Mentoring Project, AWIS Magazine, 26:4, 1997.

Each regional chapter describes it programs and experiences.  Throughout, AWIS emphasizes responsiveness to specific community needs.

Mentoring Means Future Scientists: A Guide for Developing Mentoring Programs Based on the AWIS Mentoring Project, published by AWIS, 1993.

Covers the results of AWIS’ 3 year Mentoring Project.  The Project served to enhance communication across all levels of women scientists, to lessen isolation, and to encourage the articulation of how to overcome obstacles.

A Hand Up: Women Mentoring Women in Science, edited by Deborah C. Fort, AWIS,

1993. Considered the “paper mentor” of the Mentoring Project, this practical text outlines interviews with many women scientists, from students to emerita professors.  The goal is to inspire young scientists and to provide a road map for future success.

National Centers of Leadership in Academic Medicine

Office on Women’s Health in the Department of Health and Human Services

Recommendations For a Successful Mentoring Program (http://www.4woman.gov/owh/col/mentoring.htm)

OWH calls attention to the small numbers of women in senior leadership positions in medical careers and encourages the creation of comprehensive mentoring programs to address this absence.  Their recommendations include short and long term outcome measurements, institutional commitment and support, and clear statements of the roles and responsibilities of mentors and mentees 

Journal and Book Articles; Analytical Studies

The Art and Angst of the Mentoring Relationship, Lori L. Davis, MD, Marc S. Little, MD, William L. Thornton, MD, Academic Psychiatry, 1997; 21 (2), 61-71.

Traces the development of mentoring relationships, their absorption with transitions and personal growth, through classic literature.

Beyond the Myth of the Perfect Mentor: Building a Network of Developmental Relationships, notes prepared by Linda Hill and Nancy Kamprath, Harvard Business School Publishing, Rev. March 29, 1995; Copyright 1991 by the President and Fellows of Harvard College.

Addresses mentoring’s challenges, the fact that mentoring relationships do not come easily to anyone.  These special work relationships are analyzed according to a set of questions: “(1) What functions can developmental relationships serve (2) How are these relationships formed and maintained? (3) With whom in an organization can an individual establish such relationships? and (4) What are some of the special challenges those in the minority face in building these relationships?”

Blueprint for a Research Career in General Internal Medicine, by Lee Goldman, MD, Journal of General Internal Medicine, 1991; 6: 341-344.

Encourages investigators to seek out faculty with proven records in obtaining research grants

Career Development for Women in Academic Medicine: Multiple Interventions in a Department of Medicine, Linda Fried, MD, MPH, Clair Francomano, MD,  Susan McDonald, MD,  Elizabeth Wagner, PhD, Emma Stokes, PhD,  Kathryn Carbone, MD,  Wilma Bias, PhD,  Mary Newman, MD,  John Stobo, MD,  JAMA, 1996; 276 (11): 898-905.

Presents a critical overview of the interventions that occurred at Johns Hopkins University to address equity issues in promotion, mentoring, networking.  Tables and graphs represent data and improved outcomes.

Development Through Mentoring: A Strategic Approach, by Kathy Kram and Madeline C. Bragar, in Career Development: Theory and Practice, edited by David H. Montross,  Chicago: Charles C. Thomas Press, 1992, pp. 221-254.

Positions mentoring programs in relation to corporate goals and industry trends; encourages the adoption of a voluntary program, with informal “matching” guidelines, in corporate cultures that prioritize training. Final point: “Planned mentoring programs should be viewed as a springboard for learning how to build developmental alliances beyond the matched relationship.”  See also, Reconceptualizing Mentoring at Work: A Developmental Network Perspective, By Monica Higgins and Kathy Kram, Academy of Management Review, 2001, 26 (2), pp. 264-288, for further detail on multilevel professional relationships that mirror social networks.

A Framework for Creating Effective Mentorship Programs, by George P. Maxe (Master’s thesis, Sloan School, MIT, 1995).

Studies the strategies employed by five organizations to prioritize mentoring.  Some of its conclusions: mentoring is more of an art than a science and to be effective needs to be situated in environments that highly value training.  Feedback and ways to track the partnerships are integral to successful mentoring programs.

Gender Diversity – Struggle in the Glass House, Editorial, Mayo Clinic Proc. 1999;74: 201-203.

Endorses initiatives to ensure women’s success in mentoring programs.  In a section concerning Johns Hopkins University, the editorial reported that senior faculty had used their women mentees’ work for the mentor’s own gain; a more structured program instituted at Johns Hopkins University worked against this tendency.

How to Find and Be Your Own Best Mentor, by Page Morahan, PhD, American Physician & Scientist, November/December 2000, p.8.

Encourages faculty to work with a variety of mentors for best results. To make it easy for the mentor to assist the mentee, Morahan emphasizes clarifying needs and expectations.

Increasing Academic Internal Medicine’s Investment in Female Faculty, from the Association of Professors of Medicine Member Services Committee, The American Journal of Medicine, 1998;105:459-463.

Examines the slow rate of promotion of women in medicine and suggests several reasons: less support for research activities and career development, lack of effective mentoring relationships, structural inflexibilities, isolation among women who achieve promotion, selection bias.  In response, multilevel institutional initiatives are recommended.

Innovative Mentoring Programs to Promote Gender Equity in Academic Medicine, by Saralynn Mark, MD, Heather Link, MHS, Page S. Morahan, PhD, Linda Pololi, MB,BS, Vivian Reznik, MD, MPH, and Susanne Tropez-Sims, MD, MPH, Academic Medicine, 2001; 76 (1): 39-42.

Describes the goals and curriculums of 4 mentoring programs that were created to serve as National Centers of Leadership in Academic Medicine: MCP Hahnemann’s Center; East Carolina’s Center; University of California, San Diego’s Center; and Meharry’s Center.

Making the Most of the Mentor-Mentee Relationship, in “News from the Association of American Medical Colleges,” Academic Physician & Scientist, 1999; September-October: pp.5-6.

Updates the approach toward mentoring by illustrating the importance of peer review in research practices; mentoring becomes a relationship through which a young investigator receives feedback on grant proposals and research skills.

Mentoring for Medical Students Interested in Family Practice, by Rick E. Ricer, MD, Bonnie C. Fox, PhD, Karl E. Miller, MD, Family Medicine, 1995; 27 (6): 360-5.

Provides a general overview on how to transfer the business model of mentoring to physicians and medical students.  Emphasis on effective mentoring characteristics.

Mentoring in Medicine: Keys to Satisfaction, by Radhika Ramanan, MD, MPH, et al,  American Journal of Medicine, 2002; 112: 336-341
Questionnaire survey demonstrated that similar personal qualities produced a positive mentoring relationship; active mentors who supported trainees in building professional networks were highly valued.

The Mentoring Partnership, by Jyoti Bhagia, MD, and Joyce Tinsley, MD, Mayo Clinic Proceedings, 2000; 75:535-537.

Provides an overview of effective mentoring relationships, emphasizing that active partnerships  (trainees seek out and interact with mentors; mentors are accessible and encourage communication) are the most successful.

Mentoring: the VA Experience, by Leigh Neumayer, MD, MD, The American Journal of Surgery, 2003; 186: 417-419.

Portrays the current experience of mentoring in terms of multiple mentors, to accommodate the need for many distinct skill sets.

Moving Up: Role Models, Mentors, and the ‘Patron System,’ by Eileen C. Shapiro, Florence P. Haseltine, Mary P. Rowe, Sloan Management Review, Spring 1978, pp.17-22.

Mentoring is interpreted as “one end of a continuum of advisory/support relationships” for women and is seen as the work relationship through which women gain access to positions of leadership and management.

Much Ado About Mentors, by George R. Roche, Harvard Business Review, 1979; 57 (1) 14- (pp.1-8 in reprint)

Details the results of a survey regarding the practice and frequency of mentoring distributed to members of a consulting firm.  Key finding: most executives who had been mentored tend to have a more positive attitude toward work.

Open Letter to Mentors, by Marlene P. Freeman, MD, Psychiatric Research Report, Winter 1999, p.6.

Articulates why young investigators need the support of experienced researchers to hone grant-seeking and presentation skills.

Professional Networks: the Influence of Colleagues on the Academic Success of Faculty, by Maurice A. Hitchcock, EdD, Carole J. Bland, PhD, Francine P. Hekelman, PhD, and Mark G. Blumenthal, MD, Acad. Med.  1995; 70:1108-1116.

Emphasizes the need to maintain peer relationships, primarily through contacts in professional associations.  These relationships lead to the formation of research groups and career advancement.  Cites difficulties that women experience in forming professional networks.

Promotion and Tenure of Women and Minorities on Medical School Faculties, by Wendy Levinson, MD, and Janet Weiner, MPH, American College of Physicians, Annals of Internal Medicine, 1991; 114, (1): 63-68.

Presents data on the incremental gains made by women and minorities and recommends creating a more open-minded workplace: written guidelines concerning tenure policies, career counseling for faculty, faculty development programs, flexibility in tenure/promotion procedures, involvement of women and minorities on policy-making committees, and a formal monitoring process for the institution

What Makes a Model Pediatric Mentor? By Deborah Wenger, Academic Physician and Scientist, April 2004, p.1.

Emphasizes the importance of creating an informal mentoring program that matches mentors and mentees with common interests and across departments.  Junior faculty are encouraged to learn from everyone (nurses, lab technicians), and, in turn, become mentors to the next incoming group of physicians and scientists.

Mentoring and Diversity Issues

The Case for a Conceptual Base for Minority Mentoring Programs. by Haring MJ. Peabody Journal of Education. 1999;74(2):5-14.
Explores possible causes of low durability and impact for minority mentoring programs. Recommends designing such programs with a conceptual base to ensure meaningful goals and practices. Emphasizes designing programs based on a cogent definition of mentoring, reflection on roles within mentoring relationships, and consideration of cultural and social implications for an alternative mentoring model: network mentoring.  She defines mentoring as significant career assistance that is given by more experienced person(s) to less experienced one(s) during a time of transition. She targets “transitions” as times when mentoring can make a significant difference and suggests that program planning should focus on considerations around transitions.  

What challenges must be met successfully by the protégé?

How do the specific challenges of minority group members differ from challenges of others at the 

institution?
What adjustments must an individual make to achieve success here?
What adjustments by institution would make these transitions easier?
How can a mentoring program encourage responsiveness by the institution to the needs of 

minority?
The central characteristic of network mentoring is that each person in the network can and must contribute to the other’s success.  This model empowers individuals to develop in unique professional ways and can marshal the strength of the group to alter the profile for success in the institution.

Mentoring Graduate Students of Color: Myths, Models, and Modes. Brown MC, II, Davis GL, McClendon SA Peabody Journal of Education. 1999;74(2):105-18.
Explores requirements for mentoring graduate students of color, debunking five myths about such mentoring, examining mentoring models, and recommends three approaches for individuals who wish to mentor minority graduate students ("academic midwifery," "role molding," and "frientoring"). Each of the three modalities requires care and support, experiential learning, collaboration, and commitment to both the students and the profession. In “academic midwifery,” faculty assist their protégés to produce new ideas and insights. A good mentor acknowledges the transracial, cross-cultural, “polisocioecoracial” dynamic of the mentoring collective. In “role molding,”-- distinct from role modeling--the focus shifts from the theoretical to the practical and applied. Faculty actively engage in shaping the lives of their students into the academic career their students desire, helping them carve out their own niche. Frientoring is the unique nexus between mentoring and friendship, and thus the most complex. The asymmetrical nature of the mentor-mentee relationship is addressed by establishing a collegial tier by which each contribute as equals. Frientoring gives voice and value to the student’s thoughts and interests and provides “ a safe place.” The author suggests that those who bear the responsibility of mentoring and developing programs for professionals of color are obligated to approach mentoring with an expanded level of consciousness.  

The Truth About Mentoring Minorities: Race Matters, by David Thomas, Harvard Business Review, 2001, April.  Explores how African-American executives reached their positions through their commitment to specific technical proficiencies and performance and quickly ascended to high levels after they reached middle management (generally later than their white counterparts); the article examines how/why the African-American career trajectory is longer in scope (a diversity “tax”) and how mentoring can alleviate job-related stresses and obstacles once communication is opened. A key finding is that professionals of color who plateau in management received “instructional” mentoring, while minority executives, by contrast, enjoyed more fully “developmental” relationships with their mentors. He suggests various methods for addressing such cross race obstacles as “protective hesitation,” when both parties refrain from raising touchy issues. He advocates that mentors at the executive level also support broader efforts and initiatives at their organizations to foster upward mobility of people of color.

White Men Can Mentor: Help From the Majority, by Ann Gibbons, Science, 1993; 262 (Nov): 1130-1134

Author suggests that until there are sufficient minority faculty in science departments, white faculty must help minorities become researchers and illustrates the efforts of several white faculty members. She describes the efforts of a long-time professor of biochemistry at the University of Wisconsin, who spent a year as a visiting scientist at Spelman College, and his mentorship and recruitment of minorities. She notes other, less drastic but crucial, measures which include the personal interest and backing of a faculty member. She highlights the importance of faculty establishing personal contact with individual students through various networks and inviting them to visit and work in their lab. One department chair advised to draw on contacts at historically black colleges and universities (HBCUs). Furthermore, she noted that faculty can explain about stipends, fellowships, private foundations, and grants and continue to help students once they are enrolled through mentorship and tutorials. And to counteract the potential isolation that a minority may experience, some suggest introductions to the minority community, either directly or through an electronic mail network.  
White mentors “need to acknowledge that their students are black, Hispanic, American Indian, or Asia-American from the start,” recognizing their backgrounds, and not pretend that this is no issue. Encouragement is particularly important—because of the perceived difference in power between white professors and minority students, and in the larger society.  White professors also need to be thanked if they are having an impact on minorities’ lives and also need to be told they are making progress.

What works: Growing a Diverse Lab Culture, by Ann Gibbons, Science, 1993; 262 (Nov): 1131

The author describes the vision of Dean and geneticist Susan Henry, who runs the most racially diverse laboratory at Carnegie Mellon, Pittsburgh. She notes Dr Henry is attuned to her students’ needs, expects excellence, and is tolerant of diverse bench “styles.” Her students select her because she really wants them to succeed. She in turn looks for a student’s potential, to cultivate their strengths and overcome their weaknesses. --not where they where they went to school.

A Guide to Minority Aid from Scientific Societies, by Karen Fox, Science, 1993; 262 (Nov): 1134.

A service of Science offers a brief Guide to the support some professional societies offer their minority students and scientists. The type of support --scholarships, research grants, summer research, mentors, travel grants, or educational enrichment – is listed for several societies. The guide further delineates when these efforts are focused, from undergraduate through faculty years.
Recommended by Massachusetts General Hospital’s Partners’ Office for Women’s Careers

The Manager’s Pocket Guide to Mentoring  by Norman Cohen, 1999, Human Resource Development Press.

The Mentee’s Guide to Mentoring by Norman Cohen, 1999, Human Resource Development Press.

Principles of Adult Mentoring Inventory by Norman Cohen, 1998, Human Resource Development Press.
Indexes to Mentoring Programs

Medical School Faculty Mentoring Programs, AAMC

An annotated compilation of medical schools that have included mentoring programs; parameters for each program are provided (origins of program, types of mentoring, pairing, selection, role of mentor, mentor/mentee training, recognition and reward, program evaluation, financing), providing a means to compare and contrast.

Mentors Peer Resources  - www.mentors.ca/
A current web site that provides information and training regarding mentoring.  Includes also a Links Table to other mentoring sites.

Related Resources on Education and Training

Enhancing the Environment for Women in Academic Medicine, published by the Association of American Medical Colleges (AAMC), 1996; contact the AAMC at www.aamc.org
Empowering the Health Science Professional, University of Pittsburgh Health Sciences, Office of Academic Career Development; descriptive guides to the professional development program at the University of Pittsburgh.

Frequently Asked Questions and Answers About the New Underrepresented Minority Definition, published by the AAMC, 2003.

Pocket Mentor, published by the Association of Women Surgeons (AWS) (a survival guide to surgical residency, addressed to women) available at: www.womensurgeons.org/PktMentor.htm
University of Texas MD Anderson Cancer Center: Faculty Leadership Academy; document describing the goals of the program in understanding organizational culture, skill development, and its reliance on data and case studies.  The Mentor Line, an on-line service for the anonymous submission of questions, is integral to the program.

Women in US Academic Medicine Statistics, compiled by the AAMC, 2003 (Valerie Clark, Hisashi Yamagata, Winston Chapman)

Evaluation of Mentoring Programs

A Conceptual Framework for the Development, Implementation, and Evaluation of Formal Mentoring Programs, by Luann Ricketts Gaskill, PhD, Journal of Career Development, 1993; 20 (2): 147-160. Outlines the evaluation procedures of mentoring programs in retailing: from a generalized mail-in questionnaire, a follow up 20 minute telephone interview focused on formal mentoring programs.  Successful formal programs contain strong support from administrators and leadership.

Measures for Mentors, by Adrienne Geiger, Training and Development, 1992; Feb: 65-67.

Presents an evaluative technique that defines the multifaceted roles of the mentor as communicator, counselor, coach, advisor, broker, referral agent, advocate – and asks the menorees to analyze mentor performance regarding them.

A Formal Mentoring Program for Junior Female Faculty: Description and Evaluation, by Janice Schoen Henry, Margaret Stockdale, Michelle Hall, and William Deniston, Initiatives, 37-45.

To follow up the creation of a formal mentoring program for faculty women, Southern Illinois University at Carbondale evaluated its effectiveness through the use of a control group, a short form satisfaction questionnaire, and focus groups for both mentors and protégés.  This study was hampered, however, by a poor response rate for the questionnaire.

