
CULTIVATING AN EFFECTIVE 

MENTORSHIP EXPERIENCE IN 

CQFP

Brijen J. Shah, MD

March 14, 2024

CQFP March Retreat, Class of 2025



Objectives

➢ Prepare mentees for a discussion with their mentors to  

shape expectations for working together

➢ Define the difference between coaching and mentoring

➢ Illustrate the life cycle of the mentor/mentee relationship   

in CQFP
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Introduction

• Pair-share for 3-4 minutes

• Share with your neighbor a mentorship relationship you had. What made it 

work well? What did not make it work well? 

• As a mentee, what did you do to make this successful? 
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The Role of Mentorship in CQFP

• Learning

• Build a network

• Develop a new perspective

• Leadership skills

• Local and global
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Mentorship in CQFP

Benefits

• Advocacy

• New perspective

• Vault of experience

• Role modelling

• Coach and mentor

• Sponsorship 

Challenges (or a benefit?)

• Inside versus outside your 

organization

• Generational differences

• Busy 

• Short time frame

• Coach vs mentor? 
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Mentoring Cycle7

1. Building 
Rapport

2. 
Contracting

3. 
Direction 
Setting

4. Progress 
Making

5. 
Maturation

6. Closure

http://www.ucd.ie/t4cms/mentoring%20presentation3.ppt



Mentoring vs Coaching8

Mentoring Coaching

Focus on career or personal objectives Focus on task objectives

Long term needs Short term needs

Development driven Performance driven

Informal, mentee driven Formal, regular

Mentee driven Agenda co-created

Usually informal and unscheduled meetings can be set 
according to mentee need

More structured and Formal

Mentor is aware of the organization role and posses a 
big view of the mentee’ role in the organization

Coach does not have to be aware of the coachee’s
occupational role



Behaviors for a Successful Relationship

• Clarify what you need

• Under promise and over deliver

• Mind your mentor’s time

• Be aware of pitfalls

• Be engaged and energized
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Cultural Humility

• Commitment to actively engage in a life-long process of humility, 

continually engaged in self-refection and self-critique [26]. 

• Check the power imbalances that exist by practicing patient-focused 

care. 

• Put the mentee or protégée as the focus of our relationship 

• Being inclusive and humble, means being respectful, curious and 

engaging in a phenomenal mentoring relationship.
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Tervalon M, Murray-García J. Cultural humility versus cultural 

competence: A Critical distinction in defning physician training out-comes 

in multicultural education. J Health Care Poor Underserved. 
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Learner versus Judger Mindset13

Judger Learner

• Automatic
• Unconscious reactions
• Win-loose
• Unconscious choices 

• Thoughtful
• Solution focused
• Relationship building

Maltiba, T (2016). Leveraging Emotional Intelligence to Enhance Organizational Effectiveness. Lecture slides, day 1. September 23, 2016.
Adams, Marilee G. Change your questions, change your life: 7 powerful tools for life and work. Berrett-Koehler Publishers, 2004. 
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http://inquiryinstitute.com/resources/choice-map/



fixed vs growth mindset
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https://youtu.be/M1CHPnZfFmU


PREPARING FOR YOUR 

MENTORING RELATIONSHIP 



Self Assessment17

What drives you?

What are my goals?

Strengths and challenges?

How do I work best?

What are my mentoring needs?

Carey EC, Weissman DE. J Palliative Med. 2010

Slide from: Cruz M, Bhatia D, Calaman S, et al. The mentee-driven approach to mentoring relationships and career success: benefits for mentors and mentees.
MedEdPORTAL. 2015;11:10201. https://doi.org/10.15766/mep_2374-8265.10201 

https://doi.org/10.15766/mep_2374-8265.10201


Emotional Intelligence Competencies 

for Successful Mentorship
18

• Self-regard

• Interpersonal relationships

• Reality testing

• Optimism

• Flexibility

• Conflict management



How to Receive Feedback19

• Ask for feedback often

• Listen deeply and then ask questions 

• Adapt a growth mindset

• Take credit for your mistakes

https://open.buffer.com/how-to-give-receive-feedback-work/



Generational Differences and 

Mentoring
20

• Forces: IT, social networking, 
connected global culture

• Prn vs scheduled

• Mentoring conflicts are due to 
convention. 

• Are the markers of success 
aligned? 

JAMA. 2018; 320(10):1038-1038.
JAMA. 2018; 319(15):1547-1548.



CHALLENGES



Mentorship Malpractice22

Mentor

• Being asked to over extend 
yourself

• Possessive behavior

• Limited time, delays in 
feedback

• Lack of advocacy

• Rarely ever meet face to face

Mentee

• Not replying

• No follow through

• Unprepared 

• Apathetic 



How to ask for…23

Help with a technical part of your project

➢Admit to needing help

➢Define the task question

➢Share your current progress

➢Send materials in advance 



How to ask for….24

Help with a challenging colleague

➢Share the context

➢Explain the situation

➢Be open to questions 



How to ask for…25

Career advice

➢ What do you need? 

➢ Can this person help you? 

➢ Can this person help to expand your network? 



• Build trust. 

• Communicate openly and often.

• See each other as individuals.

• Take the initiative. 
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https://www.aamc.org/professional-development/affinity-

groups/gfa/faculty-vitae/mentoring-systems-benefits-challenges



Take Home Points

• Mentor/mentee relationships have a life cycle. 

• Coaching versus mentorship is different. 

• A growth mindset will help you to engage in mentorship.

• Plan and be prepared. 
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