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WHY IS THE MENTORING RELATIONSHIP IMPORTANT
• Greater productivity

• Greater job satisfaction

• Greater likelihood that you will mentor others

• Increased chance of academic promotion

• More likely to have protected time for conducting research

• Greater likelihood of short and long term academic career success



Mentor Qualities 
• Strong interpersonal qualities

• Technical expertise

• Knowledge of organization and profession

• Status/prestige within the organization

• Willingness to be responsible for someone else’s growth and development

• Ability to share credit

• Patience 

MENTOR-MENTEE RELATIONSHIPS



MENTOR-MENTEE RELATIONSHIPS
Mentee Qualities 
• Self-perceived growth and skills-based needs

• Record of seeking/accepting challenging assignments

• Receptive to feedback and coaching

• Willingness to assume responsibility for own growth and development

• Ability to perform in more than one skill area 



STAGES OF THE MENTOR/MENTEE RELATIONSHIP
Stages (typical duration) Characteristics 
Initiation (weeks)

Cultivation (years)

Mutual interest identified
Task-centered relationship
Invitations extended

Frequent and meaningful interactions
Professional and personal relationship
Transformative learning occurs
Productive 



STAGES OF THE MENTOR/MENTEE RELATIONSHIP
Stages (typical duration) Characteristics 
Separation (months) Conflict 

Professional and personal relationship 
disrupted 
Possible feelings for resentment, 
abandonment or hostility

Transformation Independence
Peer-like relationship
Feelings of mutual gratitude and 
appreciation 



KINDS OF MENTORS- not an inclusive list
• On-site senior faculty- institutional goal setting 
• Content mentor- specific skills, national contacts and opportunities 
• Career mentor- leader in field, long term career direction
• Work life balance mentor- similar values, your ‘cheerleader’
• Peer mentor- close in rank, similar trajectory, task accountability 



STRATEGIES FOR WORKING TOGETHER:MENTOR
WARNINGS

N. Luban, MD,

• Be clear about objectives and divide them into achievable goals with 
built-in milestones

• Mentor: avoid encouraging delayed gratification
• Establish outcomes jointly

• Mentor: avoid an authoritarian approach
• Engage in regular feedback, mutually respectful dialogue and 

provide documentation
• Mentor: the “days of the Giants are gone”

• De-emphasize time at work and emphasize productivity
• Mentor: life is not an either/or



• Establish your goals and expectations (Use a tool like an Independent 
Academic and Career Plan)

• Set up a system to ensure your goals are met and conflicts and 
setbacks are resolved 

• Establish a means to communicate and accept criticism from the 
mentor 

STRATEGIES FOR WORKING TOGETHER:MENTEE
WARNINGS

YOU ARE ULTIMATELY RESPONSIBLE FOR 
YOUR CAREER 



MENTORSHIP IS A CONTINUUM 



FINDING RESOURCES
• Learn the institution ropes
• Become sensitized to the “politics”
• Considered outside mentors/resources to reach your goal

• Especially important for K awards
• Valuable for career mentoring 



LEARNING WHEN ITS TIME TO MOVE ON
• Find another mentor or mentoring relationship

• Mentorship is dynamic and a continuum 
• Recognize your own independence
• Be sensitive to gender/diversity/generational conflict 



GETTING BY WITH A LITTLE HELP FROM YOUR FRIENDS 



Building a K Mentor 
Team
Aileen Chang 
Associate Professor of Medicine



Find your Sponsor or Champion



A Sponsor as 
oppposed to a 
Mentor
• Has a personal stake in your success
• They like you as a person and truly

believe that your work is impactful

• Sponsors may help with promotions, 
career opportunities, and funding

• Sponsors go to bat for you!



Mentor Abilities 
that you might 
look for 

• Laboratory, data analysis, clinical 
trial skills, international experience, 
work-life balance, gender)

Skills 

Location (at least one local)

Their mentorship record

Their NIH funding record



Describing your 
mentorship 
team in your 
Career 
Development 
Plan

INCLUDE THE FREQUENCY OF 
MEETINGS

INCLUDE THE SPECIFIC SKILLS 
THEY WILL TEACH YOU AND 

WHEN

PROVIDE ADEQUATE TIME 
FOR THEM TO REVISE YOUR 

CAREER DEVELOPMENT PLAN



How to be a 
Good Mentee

Don’t waste their time 
(Prep for every meeting, Pre-write all 

their sections-LOS etc.)

Know your mentor 
(How they think, What they want to talk 

about, What they don’t want to talk 
about, What motivates them, How they 

like to spend mentorship TIME)



Good luck!



Terry Dean, MD PhD
03/21/2024

A Tale of Many Mentors



2000-2005 2005-2012 2015-2019

2012-2015



2000-2005 2005-2012 2015-2019

2012-2015





My Wish List
• What I wanted

• A nice person with a lot of money, space

• What I needed
• A content expert with a track record of:

Publications
Internal connections
External reputation
Mentees

• A lab including people with experience (CNH experience, experimental experience)

• What was a dealbreaker
• Not understanding the clinical commitment
• Not willing to separate research projects  this is where seniority mattered the most



Introduction

Establishing the Timeline
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Establishing the Timeline



*Vittorio Gallo
Kazue Hashimoto-Torii

SOC:
Mike Bell
Mish Shoykhet
Tarik Haydar



*Vittorio Gallo
Kazue Hashimoto-Torii
Amita Sehgal
Regina Armstrong

SOC:
Mike Bell
Mish Shoykhet
Tarik Haydar



Epilogue

• Dr. Gallo went to Seattle …


