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Faculty Mentorship 
AT CINCINNATI CHILDREN'S

Access to quality mentoring relationships plays a pivotal role in the professional 
development and ultimate career success of junior faculty as well as the institution’s  
efforts to grow the next generation of faculty leaders. The purpose of this handbook 
is to provide faculty mentors and mentees at Cincinnati Children’s Hospital Medical 
Center with mentorship information and tools to assist individual faculty members 
in achieving career success through productive mentorship relationships. 

This handbook provides:
• Background information on mentorship theory and contemporary  
 mentorship models
• Benefits of mentorship and keys to establishing effective  
 mentoring relationships
• Resources designed to support mentors and mentees in developing  
 and maintaining productive mentoring relationships



opportunities, sharing of invaluable 
lessons, and exposure to seemingly  
elusive information, all of which play  
an important role in supporting mentees 
as they acclimate to the culture and 
expectations of an organization.  

Some examples of different types of 
mentoring relationships include:   

Career mentoring relationships are 
those established with individuals whose 
background and experiences appropri-
ately position them to impart knowledge, 
feedback, and advice aimed at advancing 
the mentee’s career.  Research, Division  
Director, Clinical, Peer, and External 
mentors could all serve in the capacity 
of career mentors. Career mentors or 
coaches provide collaborative support 
to the mentee throughout the process 
of developing, assessing, and refining 
career goals and plans.

Project mentoring relationships are  
typically more short-lived mentoring  
relationships that serve a specific purpose. 

These mentoring relationships are 
forged with individuals who have the 
particular skills and expertise needed for  
a specific project.  

Research mentoring relationships are  
specifically geared toward providing 
guidance about generating new research 
ideas; refining research methodology; 
writing grants; successfully accomplishing 
research; creating scholarly presentations 
for conferences; and submitting scholarly 
articles for publication.  

Peer mentoring relationships are usually 
formed with an individual within the 
same rank and/or track. The purpose of 
peer mentoring is to support colleagues 
in their professional development and 
growth, to facilitate mutual learning and 
to build a sense of community. These 
relationships are typically more nonhier-
archical and less prescriptive in nature.

Psychosocial mentoring relationships 
typically consist of interactions between 
mentors and mentees that are more  
social/personal in nature. These relation-
ships are typically more focused on the 
personal development of the mentee.  
The mentor in these cases usually 
functions as a “friend” and informal 
counselor to the mentee.       

Reverse Mentoring or “mentoring up”  
relationships occur when a senior person 
(in terms of age, experience or position) 
is mentored by a more junior individual. 
In these relationships, the more senior 
individual benefits from the knowledge 
of younger people, especially as it  
relates to different types of technology. 
An attitude of openness to the experience 
and disbanding the barriers of status, 
power and position are critical to the 
success of reverse mentoring relationships.
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Mentorship is a proven methodology in 
facilitating professional development 
and enhancing learning experiences 
within the workplace.  Morris Zelditch 
defined mentors as “advisors, people 
with career experience willing to share 
their knowledge; supporters, people 
who give emotional and moral encourage-
ment; tutors, people who give specific 
feedback on one’s performance; masters, 
in the sense of employers to whom one 
apprentices; sponsors, sources of 
information about and aid in obtaining 
opportunities; models, of identity, of the 
kind of person one should be to be an 
academic.”¹ 

Whether formed naturally or intentionally, 
most mentoring relationships serve two 
key purposes: (1) career support, such as 
exposure and visibility, sponsorship, and 
protection; and (2) psychosocial support, 
such as friendship, counseling, accep-
tance, and confirmation. This exchange 
of support, advice, and career direction 
often results in the unveiling of new 
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Mentorship 
BACKGROUND & THEORY
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While traditional mentor/mentee 
relationships connote a single, dyadic 
relationship, the multiple demands faced 
by faculty members in contemporary 
contexts make it highly unlikely that any 
one mentor will be able to meet all the 
professional development needs of a 
mentee.  For this reason, we propose 
Higgins and Kram’s Developmental 
Network concept as an alternative to 
traditional mentoring relationships.  
Developmental Networks are defined  
as a group of individuals that a protégé 
identifies as developers who will take an 
active interest in and action to advance 
the protégé’s career by providing  
developmental assistance.² These  
relationships are described as being  
a subset of an individual’s social network—
to include any individual capable of  
providing advice beneficial to one’s 
personal and career development. In 
this model, the protégé identifies a 
group of individuals, ideally from different  
social contexts, who are capable of 
providing divergent perspectives 
regarding his or her personal and career 
development.  It should also be noted 
that network membership evolves as 
the course of one’s career progresses; 
therefore regular review and applicable 
membership modification is required in 
order to maximize network effectiveness.   

Mentorship: Developmental Networks 
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Mentorship: Developmental Networks

Network membership evolves as the course of one’s career progresses;  
therefore, regular review and applicable membership modification is required 
in order to maximize network effectiveness.   
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Benefits to mentees 
The individualized encouragement and 
support experienced by mentees often 
results in increased self-efficacy and 
confidence, which inherently influence 
productivity and career success. Pragmatic 
knowledge of workplace culture and 
norms, increased professional networks, 
career guidance, and personal/profes-
sional skill enhancement are among the 
many benefits experienced by mentees.      
Mentoring relationships also benefit 
mentees by: 
• Supporting a smoother transition into  
 the workforce
• Supporting the faculty members in  
 translating institutional values and  
 strategies into productive actions 
• Exposing them to new and/or different  
 perspectives 
• Increasing career networks and  
 agency exposure 

Benefits to mentors 
Aside from gaining personal fulfillment 
from helping guide colleagues as they 
define and realize their full potential, 
mentors develop invaluable skills that 
can further their personal and professional 
development in tandem with that of their 
mentee. Expanded professional networks; 
enhanced coaching, feedback, conflict 
resolution, listening and other leadership 
skills; inspiration; greater understanding 
of the barriers experienced by more junior 
faculty members within the organization; 
and exposure to fresh perspectives are 
some of the many benefits that mentors 
experience from participating in mentor/
protégé relationships. 

Benefits of Mentoring

Benefits to institution 
Institutions that foster a mentoring 
culture experience rewards such as 
increases in loyalty, productivity, and  
employee retention rates; improved  
morale and succession planning; 
accelerated leadership development; 
reduced stress; stronger and more  
cohesive teams; and heightened  
individual and organizational learning.¹³  

Keys to Effective Mentoring 
Relationships
Diverse experiences, personalities, and 
career goals contribute to the uniqueness 
of every mentoring relationship. By and 
large, the most effective mentoring 
relationships are predicated on mutual 
respect, trust, encouragement, empathy, 
and targeted development. Furthermore, 
individuals who take greater personal 
responsibility for their own career devel-
opment are the most likely beneficiaries 
from the guidance of a mentor.  
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 to personal challenges/struggles)
• Advocating for the mentee whenever  
 necessary
• Providing honest/constructive  
 feedback in a respectful manner
• Respecting confidentiality 
• Willingness to share knowledge as  
 well as learn from the mentee

Hindrances to Effective  
Mentoring Relationships 
There are a number of challenges that 
may arise within mentoring relationships 
that reduce the effectiveness of the  
relationships for both the mentee and 
the mentor. Examples of some hindrances 
to effective mentoring relationships 
include: 
• Ill-defined or unrealistic expectations  
 of the relationship
• Competing demands

 Behaviors of effective mentees include: 
• Demonstrating interest in the  
 mentoring relationship by being  
 prepared for meetings and managing  
 communication/meeting scheduling
• Proactively exploring/defining  
 personal and professional needs
• Following through on agreed upon  
 actions/responsibilities
• Being considerate of the mentor’s time
• Demonstrating an interest in learning 
• Responding to constructive feed- 
 back without taking it personally

Behaviors of effective mentors include:  
• Displaying a commitment to the  
 adjustment and career advancement   
 of the mentee
• Listening actively 
• Demonstrating genuine respect,  
 acceptance, and sensitivity toward  
 the mentee (especially as it relates  

• Interpersonal skill gaps
• Inability to process and utilize  
 constructive feedback that is  
 perceived to be negative
• Challenges presented by issues of  
 diversity (gender, age, race/ethnicity,  
 etc.)

While many of these challenges can be 
mitigated through proactive planning and 
relationship evaluation processes, many 
others can be developed through training 
and personal reflection/awareness.  
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The following mentorship resource 
materials are designed to support and 
enhance the quality of mentorship 
endeavors. They are specifically aimed 
at supporting faculty in creating mutually 
agreeable parameters for mentorship 
relationships as well as providing tips 
and guidelines to foster maximum 
productivity of time spent engaged in 
these activities. Many of these materials 
are intended to be revised in order to 
meet the needs of individual mentorship 
relationships.
      1. It is very important to establish  
 parameters for mentoring relation-
 ships. Examples of such parameters  
 include: goals/objectives for the  
 relationship, periodicity and duration  
 of meetings, as well as other rules for
  engagement. The Mentorship Agree-
 ment Template provides a template  
 for both mentees and mentors to begin  
 outlining such parameters for their  
 mentoring relationships. While many  
 mentors and mentees find such  
 agreements helpful, it is entirely  
 optional. This document is meant to
  be altered to meet the needs of 
 individual mentoring relationships.    

2. The multiple demands and resulting
 time constraints that most faculty  
 members face necessitate effective  
 planning of mentor/mentee meeting
  times. The Questions Mentees Might  
 Ask and Questions Mentors Might  
 Ask tools provide a number of  
 questions that will assist both mentees  
 and mentors in preparing for mentor-
 ship meetings and maximizing the  
 efficiency and effectiveness of those  
 meetings. Each document provides  
 a list of questions that are meant to  
 stimulate thinking around acquiring  
 background information for relationship- 
 building purposes; reflecting on past  
 mentorship experiences; defining  

 career goals and advancement as  
 they relate to research, education,  
 clinical and quality improvement work,  
 and service; and integrating work  
 and life.

3. The Tips for Mentors and Tips for  
 Mentees documents provide practical
  tips on building and maintaining  
 healthy and effective mentorship  
 relationships.  

4. Career Development Committees  
 (CDCs) are specifically designed to  
 support junior faculty (Instructors and  
 Assistant Professors) in achieving  
 promotion and should remain intact  
 at least until promotion to Associate
  Professor is achieved. The Tips for  
 Developing Your Career Development
  Committee document provides guid-
 ance with regard to preparation of 
 CDCs, identification of committee
 members, as well as planning and  
 documentation of meetings. CDCs are
  focused specifically on supporting  
 junior faculty in achieving promotion  
 and Developmental Networks tend to  
 function in a broader support capacity;  
 however, membership in each support 
 network can and often will/should  
 overlap. The Developmental Network  
 is an evolutionary support mechanism  
 with membership being driven by the  
 changing needs of mentees while
  CDCs typically have consistent  
 membership that is driven by the  
 reappointment, promotion, and tenure
  (RPT) guidelines for the faculty  
 member’s chosen career track. Also,  
 many times members of the CDC  
 will be chosen by someone else (e.g.  
 Division Director or designee) while  
 Developmental Network members are
  typically chosen by the faculty member.   

5. Aimed at assisting you in documenting 
` information relevant to your career  
 trajectory including short and long-term  

 goals, barriers, accomplishments,  
 and plans for acquiring the skills  
 necessary to achieve your career  
 goals, the Individual Development  
 Plan template is aligned with the  
 Annual Faculty Evaluation and allows  
 you to easily cut and paste information  
 from one document to another.  

6. Developmental networks are groups  
 of individuals who provide you with  
 different levels of career and psycho-
 social support as you pursue your  
 career goals. These networks are  
 comprised of members from both  
 inside and outside of your focus area
 and institution, and they offer a diverse  
 set of skills and abilities to assist you  
 in filling the many different skills gaps  
 you encounter throughout the course  
 of your career. The Developmental
  Network Plan template is a tool to help  
 you plan your needs around network  
 membership. 

7. The Mentorship Articles document  
 is a listing of mentorship resources for
  general, cross-cultural, peer, and  
 senior faculty mentorship. The online  
 version of this document, which can  
 be found on the Office of Academic  
 Affairs and Career Development  
 webpage, contains hyperlinks to  
 electronic versions of all articles listed.   

Resource materials on RPT process and 
metrics for promotion 
RPT Guidelines outline criteria for  
appointment, reappointment, promotion,
and tenure for all faculty tracks and
ranks. These guidelines can be found  
on CenterLink and the Office of Academic 
Affairs and Career Development webpage.     

Recognition of exceptional mentorship  
CCHMC realizes that mentorship is a 
vital determinant to the career success 
of faculty in academic medicine. The 
institution recognizes excellent mentor-

Mentorship Resource Materials



9

ship each year during the annual faculty 
awards ceremony which is usually held 
in January or February of each year. The 
Mentoring Achievement Award recogniz-
es faculty who are outstanding mentors to 
junior faculty, fellows and other trainees 
within the medical center. Selection cri-
teria include a strong commitment to the 
career development of trainees and junior 
faculty, excellent mentoring in clinical 
work, education and clinical/translational/
basic research, and evidence of mentees’ 
success in these fields.

Background on the 
document and the 
OAACD
In response to a 2010 faculty needs 
assessment citing the need/desire for a 
more structured approach to mentoring, 
the Office of Academic Affairs and  
Career Development convened a 
committee charged with developing 
comprehensive mentorship project  
recommendations for CCHMC faculty. 
The resulting mentoring program is 
comprised of multiple components  
including Career Development Commit-
tees; mentoring programs and training 
workshops; peer mentoring and network-
ing groups; and resources to support 
excellent mentorship among faculty.  

The overarching goals of the program 
have been updated to the following: 

1. To ensure that every junior faculty  
 member has identified a primary mentor
  and a career development committee
  within the first year of the faculty  
 appointment. 
2. To ensure that every junior faculty  
 member has the information, tools,  
 skills, and support necessary for them  
 to define personal success, set goals,  
 and achieve their career objectives 
3. To actively improve the provision of  
 high quality mentoring throughout the
  institution by providing evidence- 
 based mentor and mentee training, 
 utilizing the mentoring expertise of  
 senior faculty, setting expectations  
 for mentees and mentors, recognizing  

 outstanding mentoring, and supporting  
 multiple mentoring modalities including  
 peer and group mentoring
4. To support faculty in defining personal  
 career objectives and achieving  
 promotion and/or tenure
5. To foster a culture of excellent  
 mentoring throughout the institution

OAACD Mission/ 
Description
The mission of the Office of Academic 
Affairs and Career Development at 
Cincinnati Children’s Hospital Medical 
Center is to: 
1. Facilitate the recruitment of the  
 best faculty and ensure their  
 academic success and productivity 
 This mission will be accomplished  
 by developing a diverse pipeline  
 of talented trainees; enhancing the  
 recruitment, retention, and promotion  
 of a diverse faculty across all tracks  
 (Investigator [tenure], Research,  
 Clinical, and Field Service); providing  
 counseling and advocacy for individual  
 faculty members; equipping faculty to  
 adapt and succeed in the changing
  academic health care and research
  environments; implementing evidence- 
 based leadership, mentorship, and  
 other career development programs;  
 developing effective communication  
 systems; aligning and communicating  
 promotion criteria and annual evaluation  
 structures with Departmental goals;  
 and connecting people, programs  
 and institutions. 
2. Promote a culture of excellence,  
 teamwork, professionalism, mutual  
 respect and inclusiveness, and one  
 that supports holistic quality of life  
 for faculty 
 The mission will be accomplished by  
 clearly communicating organizational  
 expectations, strategies, culture and  
 values in order to create an engaged,  
 aligned, committed and productive  
 community of faculty. 
3. Advance institutional strategic  
 initiatives 
 This mission will be accomplished  
 by engaging, inspiring and enabling  

 faculty to make a difference by  
 delivering exceptional, safe and  
 affordable care; helping Cincinnati’s  
 kids to be the healthiest in the nation
  through strong community partner-
 ships; transforming child health through  
 discovery, translation and learning;  
 and improving the lives of children  
 everywhere by creating deeper  
 connections with families, care  
 providers and organizations. 

The OAACD staff accomplishes this by  
assessing faculty needs and collab-
oratively designing/implementing a 
multitude of professional and personal 
growth opportunities for faculty members 
at all ranks. 
 Please let us know how we can assist you.

Jessica Kahn, MD MPH, Associate Chair, 
Academic Affairs, Director, Office of  
Academic Affairs and Career Development 

Jamilah Hackworth, EdD, Associate 
Director, Office of Academic Affairs and 
Career Development

Mallory DePalma, MEd, Specialist Program  
Management, Office of Academic Affairs 
and Career Development

Lydia West, Senior Administrative Assistant,  
Office of Academic Affairs and Career 
Development
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Maria Britto, MD MPH 
Tanya Kalin, MD PhD 
Rhonda Cardin, PhD 
Heidi Kalkwarf, PhD RD
Claire Chougnet, PhD 
Jareen Meinzen-Derr, PhD
Rachid Drissi, PhD 
William Nichols, PhD
Jackie Grupp-Phelan, MD MPH 
Sue Poynter, MD
Neeru Hershey, MD PhD 
Shehzad Saeed, MD
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Nives Zimmerman, MD 
Charla Weiss, PhD
Katherine Yutzey, PhD
 
These mentorship materials were  
designed to be updated and/or modified 
as needed.  To this end, the Office of 
Academic Affairs and Career Develop-
ment (OAACD) welcomes all feedback 
and/or suggestions, which can be 
sent to faculty-affairs@cchmc.org. If 
documents/materials are modified to 
meet specific needs, please consider 
sending modified versions to the  
aforementioned email address so 
they can be shared with others via  
the OAACD webpage. 
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