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OBJECTIVES

Understand

Understand benefits of 
a culture of mentorship

Explore

Explore mentorship 
program models

Engage

Engage with the new 
DFMCH mentorship 
program 

By the end of this presentation, participants will be able to:



MENTOR ROLE





MENTEE ROLE



SUCCESS



CULTURE OF MENTORSHIP 

Appreciates the strategic and personal value of mentoring

Supports access to mentoring opportunities 
for employees to:

build deeper working relationships,

focus on own development,

exchange knowledge and experience,

build networks and take risks and explore possibilities

There are well-managed formal mentoring programs and informal mentoring is 
encouraged and flourishes

Mentoring pervades development opportunities and agenda



OUTCOMES: STRONG 
MENTORSHIP CULTURE 

• Enhanced relationships and collaboration
• Extended inclusion
• Happier workplace



VISION 2030
STRATEGIES:
MENTORSHIP

MA FM Leadership
• Mentor and encourage DFMCH 

members involvement in MMS, MAFP, 
State CME, APP orgs, advocacy

Embracing Diversity
• Increase mentorship for faculty, 

students, and staff

• Foundational training for mentoring, 
leadership, allyship with focus on 
diversity



MENTORSHIP  - SPONSORSHIP 
- COACHING – ADVISING STYLES



MENTORSHIP  - SPONSORSHIP 
- COACHING – ADVISING STYLES

Mentorship

•Perspective and 
Experience

•Share a common 
pathway

•Longer term 
relationship

Coaching

•Internal clarity and 
confidence

•Facilitates 
development of 
professional 
identity, goals, and 
strategies

•Coachee drives 
agenda and goals

•Coach drives 
process

Advising

•Information and 
Expertise

•More directive on 
choice

•Onus of action on 
the advisee

Sponsorship

•Connection and 
Endorsement

•Connect with 
opportunities

•More directive on 
action

Facilitative 
Questions

Assertive 
Answers

External 
Focus

External 
Focus

Internal 
Focus





MENTOR PROGRAM MODELS





Mentee (N=30) Mentor (N=27)
2015 2016 2015 2016

Defined goals/expectations together

Somewhat / completely agree 100% 100% 100% 91.60%

Have benefitted from the relationship

Somewhat / completely agree 100.0% 92.3% 85.7% 75%
Would recommend mentoring program to 
other faculty

Somewhat / completely agree 94.5% 92.3% 90.4% 100.0%

MENTORSHIP PROGRAM POST 
ASSESSMENT COMPARISON
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Rating of Overall Quality of Mentoring Mentor is Meeting Expectations

Mentee-Mentor Competency Assessments
2013-2014 and 2015-2016 Cohorts
Post Assessments of Mentor Skills

Low (Not Skilled 1-4) High (5-7 Extremely Skilled)



MENTOR PROGRAM MODELS





Facilitator

Participant

Participant

Participant

ParticipantParticipant

Participant

Participant

Additional  
Mentor

Visiting 
Expert



MENTORING CIRCLE PILOT TIMELINE

Spring 2024

Reevaluate Pilot – Consider Expansion

January 2024

Assess progress, outcomes

September – October 2023

Initial Meetings

August – September 2023

Administrative support to schedule initial meetings Facilitator Training

June - July 2023

Choose group facilitators, recruit participants

May – June 2023

Survey Faculty to Prioritize Three Initial Groups





MENTORING 
CIRCLE THEMES

• Early career 

• Mid career 

• Later career 

• Historically marginalized 
communities (Underrepresented in 
Medicine)

• Women 

• Integrating Parenting and Career
• ?Other




