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I.    Introduction [slide 1]

As medicalstudents, one of the most important decisions you¹ll make is who becomes yourclinical and/or research mentor

      A. An important way to gain: [slide 2]
A guide for career development. Can also be personal 

Explicit knowledge: facts, concepts

Implicit professionalism, ethics, and values; ³art² ofmedicine not learned from texts

A role model

Often: emotional support, encouragement

      B.  A mutually beneficial and multi-levelrelationship

      C.  No one will teach you how to:

Selecta mentor

Makethe most of your mentoring relationship

Becomea mentor

      D.  This lecture will cover: [slide 3]
Thedefinition of a mentoring relationship

Howto be a good mentor

Howto be a good mentee

Alternateforms of mentoring

II.  The mentoring relationship 

Definition:A relationship between less experienced and older or more experienced personsintended to benefit development <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0E\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Lloyd 1996 #2380\00\10\00 18,25,26<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'>2<spanstyle='mso-element:field-end'> <spanstyle='mso-element:field-begin'> QUOTE "4" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\014\01\01\00\01\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00\1A5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\19\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\12Belcher 1998 #2490\00\12\00 

4<spanstyle='mso-element:field-end'> [slide 4]<spanstyle='mso-element:field-begin'> QUOTE "18,25,26" <spanstyle='display:none'> QUOTE "2"<spanstyle='mso-element:field-end'>

1.   Explicit, bilateral, and oftenlong-term <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0E\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Lloyd 1996 #2380\00\10\00 2,18,26,29<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> QUOTE "2,18,26,29" <spanstyle='display:none'><spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0D\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1FPaice, Heard, et al. 2002#2370\01\04\00\05\00àà\00\00\00\00\00\000\03ô\00\01\00\00\00¨\19=\00¤Ês\00t\04\07\00\01\00\00\00\04¦\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\05\00àà\00\00\00\00\00\000\03ô\00\01\00\00\00¨\19=\00¤Ês\00t\04\07\00\01\00\00\00\04¦\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\00
<spanstyle='mso-element:field-end'>

2.   Focus: professional expertise andpolitical know-how 
a.   How patient are you with thelearning process of another?

b.   How willing are you to promoteanother¹s career and introduce him/her to your colleagues?

c.   How much time do you have availablefor a mentee?

d.   How similar/different are thementee¹s interests, goals, values, background, &/or socio-demographicattributes to your own?

B.  Know your mentee. Good mentors know mentees¹ unique attributes;challenges.

1.   Stage of educational development.Strategies change as students progress [slide 9]<spanstyle='mso-element:field-begin'> QUOTE "11,17,20,30"19,37<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle='mso-element:field-end'> 

Specificdemographic attributes

Gender30<spanstyle='mso-element:field-end'>

i)    Fewer same-sex options 

ii)   More likely to experienceharassment

iii)  Less often encouraged to assert power intraining situations 16<spanstyle='mso-element:field-end'>

ii)   Men show slight preference forpower, status, & influence 28,33,38<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'> QUOTE "13,16"<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00¿\01\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\16Wilde & Schau 1991 #10\01\04\00\05\00àà\00\00\00\00\00\00¨7ì\00\01\00\00\00¨\19=\00Èør\00\12\02\05\00\01\00\00\00Xª\14\00\03\00\00\00\00\00\00ó\12\00³Ì\00x\09\00\00\00‘Ì\00x\00\00\00\00ÿÿÿÿ³\12\00xpÀ0\00\05\00àà\00\00\00\00\00\00¨7ì\00\01\00\00\00¨\19=\00Èør\00\12\02\05\00\01\00\00\00Xª\14\00\09\00\00\00\00\00\00ºI_Ð´0\00\03\00\00\00\05\00\00\00\00\00\00\00Ló\12\000¬W\00ÿÿÿÿ13,16<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00ë\01\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\11Gilbert 1985 #450\00\11\00 <spanstyle='mso-element:field-end'>

ii.   Age.  Older/mature/returning students less likely to desire andparticipate in mentoring relationships <spanstyle='mso-element:field-begin'> QUOTE "28,33,38"  ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0828,33,38\01\01\00\08\00\00\01\00\00\00\1BM_\01\00\00\00h÷ÿ\00à\135\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_ì\01\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\0DNoe 1988 #460\00\0D\00 
<spanstyle='mso-element:field-end'>

iii.  Race/ethnicity/culture

a)   Minorities historically have lessaccess to mentors 9<spanstyle='mso-element:field-end'>

b)   Fewer same-race options forminorities 5<spanstyle='mso-element:field-end'>

c)   Minority students face social andinstitutional barriers not experienced by non-minorities <spanstyle='mso-element:field-begin'> QUOTE "31" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0231\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00`\145\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1E\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Ramey 1995 #2540\00\10\00 

31<spanstyle='mso-element:field-end'>

d)   Culture is a strong determinant ofbehaviors, values, & communication. Examples: 

i)       deferenceto authority

ii)      expressions ofpower

iii)     individualism/collectivism

iv)     conflict management

v)      assertiveness

vi)     frankness

vii)    self-promotion

viii)   importance of personalrelationships 8,37<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> QUOTE "10" <spanstyle='display:none'><spanstyle='mso-element:field-end'>

C.  Know the parameters of your relationship <spanstyle='mso-element:field-begin'> QUOTE "20" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0220\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00 \135\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\0C\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt#Kavanagh, Spence, et al. 2002#2360\01\04\00\08\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\06\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\0010<spanstyle='m

so-element:field-end'>

e)   Culturally sensitive mentors helpminority students integrate racial heritage with professional identity <spanstyle='mso-element:field-begin'> QUOTE "8,37" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\048,37\01\01\00\04\00\00\01\00\00\00\1BM_\01\00\00\00Øúÿ\00 \125\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1F\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1BBrinson & Kotler 1993 #2550\00\1B\00 <spanstyle='mso-element:field-end'>

20<spanstyle='mso-element:field-end'> [slide 11]
1.   Mentee¹s goals.  Consider entire spectrum, e.g.[lecturer may customize list]:

a.   Become a successful MD

b.   Find a good residency

c.   Graduate medical school with honors

d.   Determine a suitable specialty

e.   Find relevant academic &extracurricular activities

f.    Improve time management 

Learninterviewing skills

2.   Structure of relationship

a.   Informal: Classic mentoringrelationship 30<spanstyle='mso-element:field-end'>  

i.    Develops organically frommutual interests, admiration, or goals among individuals already known to eachother  

ii.   Typically includes discussion ofpersonal values & interests [Nice place to insert an example] E.g. Tuesdayswith Morrie
iii.  Assumed to be superior to ³arranged²mentoring 7<spanstyle='mso-element:field-end'>

iv.  Occurs infrequently (~30% of studentshave an informal mentor) 7<spanstyle='mso-element:field-end'>

v.   Often excludes underrepresented ortraditionally marginalized groups

b.   Formal: Relationship facilitated byan intentional mentoring program; designed to capitalize on anecdotal benefitof informal mentoring 
i.    Members assigned or matchedby mentoring program administrator, often with some consideration of each person¹spreferences, attributes, goals

ii.   Typically focused on a specificgoal.  [lecturer may insertexample] E.g., Women¹s Mentoring Project at U Vermont

a)   Designed by female medical students

b)   Focus: increase 1:1 contact btwstudents & female researchers and faculty to discuss and promote genderissues in field of medicine 
iii.  Qualitatively different from informalrelationships 
4.   Meetings

a.   Frequency: Regular interactionscritical to establishment of relationship, particularly formal ones. Frequencydepends on focus of relationship 
i.    Integrity: Mentor respectsself and others; empowers mentees to make deliberate, conscious choices.  

a)   Mentor values mentee as a person

b)   Mentor believes in mentee

c)   Mentor treats mentee as an adult;involves mentee in decisions

ii.   Guidance: Mentor helps mentee withexplicit academic tasks and activities. 

a)   Mentor provides information to helpmentee understand subject matter

b)   Mentor helps mentee investigate andsolve specific problems

iii.  Relationship: Mentor is open to apersonal relationship with the mentee, including extracurricular socializationand personal sharing.

a)   Mentor relates to mentee as anolder sibling

b)   Mentor shares personal concerns

4.   Your strengths as a mentee.  [slide 19] Students who are successful at attracting mentorsexhibit the following: 23,24<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'> QUOTE "19"<spanstyle='mso-element:field-end'> [slide 32]
1.   Initiation.  Relationship begins; becomes importantto both parties

a.   6months - 1 year

b.   Opportunitiesfor interaction around work tasks

c.   Mutualattraction/admiration leads to positive expectations for other

d.   Mentorprovides coaching, challenging work, visibility

e.   Menteeprovides technical assistance, respect, desire to be coached

Cultivation:Active phase of mentee development, when maximum range of career and psychosocialfunctions are provided

a.   Lasts2-5 years

b.   Opportunitiesfor meaningful and more frequent interaction increase

c.   Bothindividuals continue to benefit from the relationship

d.   Emotionalbond deepens and intimacy increases

3.   Separation:end/loss of active phase initiated by significant change in structure oremotional meaning of relationship

a.   Lasts6 months - 2 years

b.   Menteeno longer wants guidance; wants more autonomy, and/orŠ

c.   Mentoris less emotionally or intellectually available to provide mentoring functions,and/orŠ 

d.   Graduation/jobchange limits opportunity for continued interactions; career and psychosocialfunctions can no longer be provided, and/orŠ

e.   Blockedopportunity creates resentment and hostility that disrupt positive interaction

4.   Redefinition:end of relationship or evolution towards peer-like friendship

a.   Occursafter a period of separation (several years?).  Lasts for indefinite time period

b.   Mentorrelationship no longer needed in its previous form

c.   Stressesof earlier separation diminish; Resentment & anger diminish

d.   Gratitudeand appreciation increase

e.   Newpeer relationship forms
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field-end'> [slide 21]
Identifycandidates

Seniorstudents

Residents

Professors3<spanstyle='mso-element:field-end'>  No one may match your ideal in all ways

2.   Different skill sets, attributes,perspectives

a.   Primary mentor may meet mostimportant criteria, but not other important criteria

b.   Two or more mentors maycollectively meet mentee¹s needs; ³fill in the gaps²

c.   Example: Primary mentor is famous,powerful, excellent role model. But, not available for emotional support, not same-race or same-gender.  OR: one mentor for scholarlyactivities; one mentor for clinical training

[d.  Personal example]       

External mentors. Guides or supporters located in a different department or institution [slide29]
1.   One¹s department or school may notinclude an appropriate mentor (especially for minorities <spanstyle='mso-element:field-begin'> QUOTE "36" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\0236\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00¤\0B5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_!\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\11Thomas 1990 #2570\00\11\00 20<spanstyle='mso-element:fi

eld-end'> [slide 22]
1.   Structure (Formal vs. informal: seesection III.C.2)

2.   Evaluative vs. non-evaluative (seesection III.C.3)

3.   Frequency and length of meetings(see section III.C.4)

D.  Maintain the relationship: Do¹s &Don¹ts 1<spanstyle='mso-element:field-end'>

4.   Accept increasing responsibilityand challenge

5.   Follow through on commitments

6.   Show appreciation for your mentor¹stime and energy

7.   Accept constructive criticism fromyour mentor; admit mistakes; respond to suggestions <spanstyle='mso-element:field-begin'> QUOTE "1" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\011\01\01\00\01\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00À\0C5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_3\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Adams 1992 #1190\00\10\00 19,34<spanstyle='mso-element:f

ield-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'>
Beon time.  Meet deadlines

Conveyrespect for your mentor.  Accept asubordinate role

3.   Set goals and agenda for yourmeetings; keep mentor appraised of your progress <spanstyle='mso-element:field-begin'> QUOTE "1" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\011\01\01\00\01\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00\00\0D5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_3\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Adams 1992 #1190\00\10\00 


19,34<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'>
Peer mentoring (1:1 or group): fellow students or colleaguesprovide career-enhancing and psychosocial functions to each other <spanstyle='mso-element:field-begin'> QUOTE "12" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\0212\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00\00\0C5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCite Databases\5CMentoring.pdt\0EEby1997 #2560\00\0E\00 
<spanstyle='mso-element:field-separator'>12<spanstyle='mso-element:field-end'> [slide 27]
1.   Non-hierarchical

a.   Parallel goal(s) and stage ofeducational development [E.g., mastering psychopathology course content;writing group]

b.   Complimentary skills, knowledge

c.   Share strategies to accomplishgoals

d.   Mutual emotional support, trust

2.   More options for same-sex orsame-race mentoring

3.   May not be able to provide

a.   Depth and breadth of experience;wisdom

b.   Professional contacts

c.   Political power

4.   [Lecturer may insert personalexample] E.g., study group or writing group

Multiple mentoring: Relationships with more than one mentor,each of whom may provide some important function(s) [slide 28]
1.   Primary mentorships may bepreferred, but comprehensive mentors are rare. <spanstyle='mso-element:field-begin'> QUOTE "3" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\013\01\01\00\01\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00À\0B5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\10\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\14Barondess 1997#2400\01\02\00\09\00àà\00\00\00\00\00\00hC�\01\01\00\00\00¨\19=\00èÊu\00š\03\04\00\01\00\00\00(©\14\00\0B\00\00\00\00\00\00ºI_àð0\00\03\00\00\00\05\00\00\00\00\00\00\00Ló\12\000¬W\00ÿÿÿÿ19<spanstyle='mso-element:fie

ld-end'> [slide 24]
a.   Mentee does not make independentdecisions

b.   Mentee relies on mentor exclusivelyfor information, opportunities

c.   Mentee passivity, acquiescence:better to accept mentor¹s perspective and not ³rock the boat²

d.   Overidealization of the mentor:Inevitably leads to disappointment. Don¹t expect your mentor to have all the answers.  Mentee is responsible for own learning.

E.   Review: How to be a good Mentee [slide25]

1.   Know yourself. Requiresself-examination

2.   Be proactive

3.   Know parameters of yourrelationship

4.   Maintain your relationship

V.  Alternate forms of mentoring. Optimaldevelopment = primary mentor + ³personal mentoring network.² <spanstyle='mso-element:field-begin'> QUOTE "19,34" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0519,34\01\01\00\05\00\00\01\00\00\00\1BM_\01\00\00\00ä\01\01\00\0B5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1A\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\19Johnson & Huwe 2003 #2500\00\19\00 <spanstyle='mso-element:field-end'>1<spanstyle='mso-element:fiel

d-end'>

8.   Communicate directly and honestly

9.   Periodically re-assessrelationship: goals, objectives, meeting arrangements

10. Avoid problems that may damage the relationship[Mentee over-dependence on mentor] Don¹ts <spanstyle='mso-element:field-begin'> QUOTE "19" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0219\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00¤\0C5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1A\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\19Johnson & Huwe 2003 #2500\00\19\00 <spanstyle='mso-element:field-end'>
11<spanstyle='mso-element:fi

eld-end'>

i.    Junior faculty

Closeridentification with students and mentee role

Awkwardtransition from peer to teacher 

Maynot feel confident in mentoring ability

Instabilityin career identity / work-life balance. 

ii.   Mid-career

Moreestablished, confident, experienced

Stablepersonal & professional identity

Careerand family paths more focused

iii.  Late-career

Wealthof experience and knowledge

Powerand influence in organization 

Maynot be on leading edge of field

d.   Keep an open mind re: mentors ofdifferent socio-demographic background

2.   Take initiative

a.   ³I¹m looking for a mentor²

b.   Approach candidates; don¹t wait tobe chosen.  You know more aboutthem than they do about you

c.   Volunteer for projects.  Identify yourself as serious andhard-working 
C.  Know the parameters of your relationship <spanstyle='mso-element:field-begin'> QUOTE "20" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\0220\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00¤\0D5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\0C\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt#Kavanagh, Spence, et al. 2002 #2360\01\04\00\08\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\06\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\00


36<spanstyle='mso-element:field-end'>)

2.   Professional organizations mayoffer access to mentors with specific interests, attributes, skills, orexpertise in your research area

3.   May offer more objectiveperspective; confidentiality; usually no evaluative component or conflict ofinterest

3.   [Lecturer may offer a personalexample]

VI. Summary [slide 30]

A.  Mentoring offers important educationalbenefits

B.  Mentoring is more than role-modeling

C.  Mentors and mentees can have moresatisfying and productive relationships through self-awareness, focus, mutualrespect, and explicit communication about the relationship

D.  Mentoring relationships take a variety offorms

-------

Optional Material.  This section may be presented inaddition to or instead of III.B.1 [Mentee¹s stage of development - slide 9], or may be reserved for the end of the lecture tocover if time or in response to questions.

Predictablestages of a mentoring relationship: <spanstyle='mso-element:field-begin'> QUOTE "23,24" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0523,24\01\01\00\05\00\00\01\00\00\00\1BM_\01\00\00\00@ç\01\01\00\0A5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_h\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\0FKram 1983 #1730\00\0F\00 
19<spanstyle='mso-element:

field-end'>

a.   Too independent: unwilling to beinfluenced by another or take a subordinate role; can¹t take direction orcollaborate àfrustrate mentor; relationship will fizzle

b.   Hypersensitive: take feedback orcriticism personally à hampers communication

c.   Unmotivated: want to get by with aslittle effort as possible; performance consistently below ability level àdoes not promote respect from others

Poor work habits: disorganized, procrastinate, inefficient;overcommitted, fail to meet deadlines à lack of respect formentor

Emotionally needy or negative: need constant reassurance; moodswings; complainer à communicates immaturity; asks too much of mentor

B.  Be proactive <spanstyle='mso-element:field-begin'> QUOTE "34" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0234\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00@\0E5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_"\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt#Saha, Christakis, et al. 1999 #2580\00#\00 <spanstyle='mso-element:field-end'>19<spanstyle='mso-element:

field-end'>

a.   Emotional stability: good sense ofself-awareness, self-esteem, positive emotional affect

b.   Internal locus of control: beliefthat one can achieve a desired result through their own effort and initiative

c.   Coachability: willingness to learn,develop new skills, use constructive feedback

Emotional intelligence: able to understand and successfullymanage interpersonal relationships 

Achievement focus: dedication, commitment to the profession, tenaciouswork habits

5.   Your weaknesses as a mentee. [slide20] Students who exhibit these workstyleand interpersonal dynamics are less likely to receive effective mentoring: <spanstyle='mso-element:field-begin'> QUOTE "19" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0219\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00¤\0E5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1A\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\19Johnson & Huwe 2003 #2500\00\19\00 <spanstyle='mso-element:field-end'>

4,19<spanstyle='mso-elem

ent:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'>
1.   Your professional goals: short- andlong-term

2.   Your desires and preferences forthe relationship. Ideal v. acceptable v. unacceptable. [slide 17]
a.   Demographics.  Ideal gender, age, cultural backgroundof mentor

b.   Location; availability.  Ideal frequency & duration ofmeetings; physical proximity

c.   Personality.  E.g., Introvert vs. extrovert; sense ofhumor; detailed, methodical vs. big-picture visionary; even-keeled vs. intense,etc.

d.   Professional interests. Idealmentor¹s career focus.  How similarto your own?

e.   Professional skills. Ideal skillsets mentor should possess and transmit

f.    Stage of career.  Ideal extent of mentoradvancement.  How far ³ahead² ofyour own?

g.   Mentoring style. [slide 18] Mentee preferences fall into 3 categories: <spanstyle='mso-element:field-begin'> QUOTE "33" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\0233\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00\00\0F5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_)\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\0FRose 1999 #2650\00\0F\00 
20<spanstyle='mso-elemen

t:field-end'>

8.   Periodically re-assess relationship

Avoid problems that may inhibit mentee development. [slide13] Don¹t: 
a.   Promote the mentor¹s agenda insteadof the mentee¹s 
E.   Review: How to be a good mentor [slide14]

      1.   Know yourself (self-reflection)

      2.   Know your mentee

      3.   Know parameters of relationship

      4.   Maintain the relationship

      5.   Overall goal: Hold the focus forthe mentee¹s career growth potential

IV. How to be a good mentee [slide 15]

A.  Know yourself <spanstyle='mso-element:field-begin'> QUOTE "4,19" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\044,19\01\01\00\04\00\00\01\00\00\00\1BM_\01\00\00\00`\0D\00\01\00\0E5\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\19\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\12Belcher 1998 #2490\00\12\00 4<spanstyle='mso-element:

field-end'>  

b.   View mentee as ³free labor²

c.   Take credit for mentee¹saccomplishments 

d.   Seek a ³clone² who mimics mentor¹scareer path, philosophy, opinions
t:field-end'> depends on goals &frequency.  Pair can decide

      D.  Mentor needs to maintain therelationship: Do¹s  [slide 12] 

1.   Be available

2.   Convey respect and confidence inthe mentee 11<spanstyle='mso-element:field-end'>

3.   Maintain focus on mentee <spanstyle='mso-element:field-begin'> QUOTE "35" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0235\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00à\105\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_#\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt&Shanfield, Matthews, et al. 1993 #2590\00&\00

35<spanstyle='mso-element:field-end'>

6.   Identify strengths

7.   Give feedback <spanstyle='mso-element:field-begin'> QUOTE "20" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0220\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00\105\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\0C\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt#Kavanagh, Spence, et al. 2002#2360\01\04\00\08\00àà\00\00\00\00\00\00 Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\06\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\0035<spanstyle='mso-element

:field-end'>

4.   Ask questions vs. give advice;mentee verbalizes conceptions 
5.   Track mentee¹s progress <spanstyle='mso-element:field-begin'> QUOTE "35" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0235\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00`\105\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_#\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt&Shanfield, Matthews, et al. 1993 #2590\00&\00

6,34<spanstyle='mso-elem

ent:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'>
Length:Some recommend hour-long, uninterrupted sessions; <spanstyle='mso-element:field-begin'> QUOTE "26" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0226\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00`\115\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\0E\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Lloyd 1996 #2380\00\10\00 

21,24<spanstyle='mso-el

ement:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\01\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\0EKram 1985 #690\00\0E\00 <spanstyle='mso-element:field-end'>

      a) May be moretask-oriented than informal relationships

      

      b) May takelonger to build trust and productive working relationship

iv.  Provides access to mentors for studentsfrom underrepresented groups

3.   Evaluation of mentee bymentor.  

a.   Some relationships involveevaluation (e.g., course grade)

Knowledgeof evaluative component may inhibit trust.  Mentees resist showing weaknesses <spanstyle='mso-element:field-begin'> QUOTE "7" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\017\01\01\00\01\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00à\115\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_�\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\18Boyle & Boice 1998 #2110\00\18\00 <spanstyle='mso-element:field-end'>













27<spanst

yle='mso-element:field-end'>

b)   Most studies show no sex differencein incidence of mentoring or mentoring preferences. <spanstyle='mso-element:field-begin'> QUOTE "15,33,38" 15,33,38<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\00\01\00\00¿\01\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\16Wilde & Schau 1991#10\01\04\00\05\00àà\00\00\00\00\00\00¨7ì\00\01\00\00\00¨\19=\00Èør\00\12\02\05\00\01\00\00\00Xª\14\00\03\00\00\00\00\00\00ó\12\00³Ì\00x\09\00\00\00‘Ì\00x\00\00\00\00ÿÿÿÿ³\12\00xpÀ0\00\05\00àà\00\00\00\00\00\00¨7ì\00\01\00\00\00¨\19=\00Èør\00\12\02\05\00\01\00\00\00Xª\14\00\09\00\00\00\00\00\00ºI_Ð´0\00\03\00\00\00\05\00\00\00\00\00\00\00Ló\12\000¬W\00ÿÿÿÿ
<spanstyle='mso-element:field-end'>  Exceptions: 

i)    Women show slight preferencefor:

(a)  Personal attributes: trustworthiness;integrity, humanism 

16,33<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> QUOTE "16,33" <spanstyle='display:none'><spanstyle='mso-element:field-end'>

(b) Lifestyle & values: work/family balance <spanstyle='mso-element:field-begin'> QUOTE "16" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0216\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00 \155\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_ë\01\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\11Gilbert 1985 #450\00\11\00 


30<span

style='mso-element:field-end'>

a)   Women have different trainingexperiences than men; may impact mentoring relationships <spanstyle='mso-element:field-begin'> QUOTE "30" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0230\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00 \165\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_{\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1APhillips & Pugh 2000 #1920\00\1A\00 <spanstyle='mso-element:field-end'>

19<sp

anstyle='mso-element:field-end'>

b.   Acknowledge differences  

c.   Accept ³education² from menteesabout their different perspectives <spanstyle='mso-element:field-begin'> QUOTE "19,37" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0519,37\01\01\00\05\00\00\01\00\00\00\1BM_\01\00\00\00`\0B\02\01à\155\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1A\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\19Johnson & Huwe 2003 #2500\00\19\00 <spanstyle='mso-element:field-end'>11,17
,20,30<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00'\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1CHeppner & Roehlke 1984 #2630\00\1C\00 <spanstyle='mso-element:field-end'><spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITE ÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0C\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt#Kavanagh, Spence, et al. 2002#2360\01\04\00\08\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\06\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\00<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00{\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1APhillips & Pugh 2000 #1920\00\1A\00 <spanstyle='mso-element:field-end'><spanstyle='mso-element:field-end'>

a.   Focus

i.    Beginner: specific,skills-based instruction; acquiring/mastering techniques, practical skills,concrete tasks [e.g., taking bp; Q¹s to ask in pt. interview] 

ii.   Advanced: conceptual exchange;abstract ideas, theories [Example: CST vs. community rft]

Timeframe

i.    Beginner: short-term goals;tasks completeable in a prescribed period within a course, semester or clinicalrotation 

ii.   Advanced: long-term planning; focuson ultimate training &/or career direction

Roleof mentor

i.    Beginner: detailed feedback;Specific positive and negative feedback on entire task [Insert example: interviewing]

ii.   Advanced: mentor as consultant,sounding board; someone to whom the mentee brings ideas for discussion

Sourceof Direction

i.    Beginner: directive,concrete; mentor assigns tasks and timelines 

Advanced:student-directed; mentor guides and supports but does not direct

e.   Tailoring. Effective mentors tailorapproach to trainee¹s stage of development; ³weaning process² helps menteesbecome independent, confident 

2.   Demographic variables  [slide 10]
a.   Perceived similarity predictsinitial attraction not long-term success <spanstyle='mso-element:field-begin'> QUOTE "19" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0219\01\01\00\02\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00`\175\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\1A\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\19Johnson & Huwe 2003 #2500\00\19\00 <spanstyle='mso-element:field-end'>
20,2
6<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0E\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Lloyd 1996 #2380\00\10\00 <spanstyle='mso-element:field-end'> <spanstyle="mso-spacerun: yes"> QUOTE "{Blackwell 1989 #2530}" [slide 6] 

A.  Know yourself 
Yourstyle and capabilities. Top 10 mentor characteristics from grad studentprespective 
a.   Gives honest feedback

b.   Communicates openly, clearly,effectively

c.   Experienced

d.   Treats mentee like an adult; involvesmentee in decisions

e.   Demonstrates specific techniques

f.    Available to discuss academicchallenges

g.   Respectful of others

h.   Sees mentee¹s potential

i.    Ethical

j.    Reliable; follows through oncommitments

2.   Your limitations <spanstyle='mso-element:field-begin'> QUOTE "1" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\011\01\01\00\01\00\00\01\00\00\00\1BM_\01\00\00\00ÐOþ\00à\175\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_3\02\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\10Adams 1992 #1190\00\10\00 
4,29
<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0D\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1FPaice, Heard, et al. 2002 #2370\01\04\00\05\00àà\00\00\00\00\00\000\03ô\00\01\00\00\00¨\19=\00¤Ês\00t\04\07\00\01\00\00\00\04¦\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\05\00àà\00\00\00\00\00\000\03ô\00\01\00\00\00¨\19=\00¤Ês\00t\04\07\00\01\00\00\00\04¦\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\00<spanstyle='mso-element:field-end'>

a.   Knowledge and skill acquisitionfacilitated by another person

b.  Important aspects of medicaleducation

3.   Differences:<spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\0D\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\1FPaice, Heard, et al. 2002#2370\01\04\00\05\00àà\00\00\00\00\00\000\03ô\00\01\00\00\00¨\19=\00¤Ês\00t\04\07\00\01\00\00\00\04¦\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\05\00àà\00\00\00\00\00\000\03ô\00\01\00\00\00¨\19=\00¤Ês\00t\04\07\00\01\00\00\00\04¦\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\00

4,18,29<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'><spanstyle="mso-spacerun: yes"> QUOTE "4,18,29" <spanstyle='display:none'><spanstyle='mso-element:field-end'>

a.   Role models may not know audience(e.g., Michael Jordan -- second click); mentors know their mentees (e.g.,Tuesdays with Morrie -- third click)

Passivevs. interactive learning

III. How to be a good mentor <spanstyle='mso-element:field-begin'> QUOTE "20,26" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\0520,26\01\01\00\05\00\00\01\00\00\00\1BM_\01\00\00\00pðÿ\00\175\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\0C\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt#Kavanagh, Spence, et al. 2002#2360\01\04\00\08\00àà\00\00\00\00\00\00 Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\02\00\00\00\00\00\00\00\00\00,\00\00\00\01\00\00\00$õ\12\00=\11J\00,\00\00\00Põ\12\00$õ\12\00\06\00àà\00\00\00\00\00\00Ù÷\00\01\00\00\00¨\19=\00\18ªw\00&\03\18\00\01\00\00\00@4\14\00\13\00\00\00\00\00\00ï\00xHâ\02xÿÿÿÿ,\00\00\00Ù\12\00x,\00\00\00Â\12\00x,\00\00\00
32<s

panstyle='mso-element:field-end'>

3.   Mentor is a role model andis more than a role model 2,4,18,33<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='display:none'> QUOTE "2,4,18,33"<spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00\18\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\13Holinger 1999 #2480\00\13\00 <spanstyle='mso-element:field-end'><spanstyle='mso-element:field-end'><spanstyle='mso-element:field-begin'> QUOTE "" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\00\01\00\00)\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\0FRose 1999 #2650\00\0F\00 
<spanstyle='mso-element:field-end'>

      B.  Mentors vs. role models   [slide 5]

1.   Rolemodel: observed and imitated

2.   Similarities: <spanstyle='mso-element:field-begin'> QUOTE "4,29" <spanstyle='mso-element:field-begin'> ADDIN PROCITEÿ\11\05Œ\19\02\00\00\00\044,29\01\01\00\04\00\00\01\00\00\00\1BM_\01\00\00\00pðÿ\00 \175\00\01\00\00\00\01\00\00\00\00\00\00\00hºI_\19\00\00\003S:\5CApps\5CIVRx\5CShared\5CProCiteDatabases\5CMentoring.pdt\12Belcher 1998 #2490\00\12\00 





