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Learning Objectives for Pharmacists & Pharmacy Technicians: 

 Upon completion of this CPE activity participants should be able to: 

1. Define the roles and responsibilities of a mentor. 

2. Define the roles and responsibilities of a mentee. 

3. Describe characteristics of a successful mentor. 

4. Identify opportunities to grow a mentee/mentor relationship. 

 

Speaker: CoraLynn Trewet, PharmD, BCPS, CDE 

CoraLynn B. Trewet attended Drake University graduating with her Doctor of Pharmacy degree 

and then completed a Practice Management Residency where she also obtained her Masters 

in Pharmacy Administration from the University of Kansas.  She enjoyed several years at the 

University of Iowa as an Associate Clinical Professor of Pharmacy practicing in family 

medicine with a focus on heart disease and diabetes.  Currently, she is a senior medical 

science liaison with Sanofi specializing in diabetes.  Dr. Trewet is a Board Certified Pharmacy 

Therapy Specialist (BCPS) and a Certified Diabetes Educator (CDE).  She is a recognized 

speaker for various clinical and adult learning topics. The joy of her life is being a wife and a 

mom in Ankeny, Iowa.  She spends her early mornings brainstorming and problem solving 

while running with her dog. She has a passion for making things better.  
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Learning Objectives

Upon successful completion of this activity, participants should be 
able to:

1. Define the roles and responsibilities of a mentor.

2. Define the roles and responsibilities of a mentee.

3. Describe characteristics of a successful mentor. 

4. Identify opportunities to grow a mentee/mentor relationship. 

Mentorship defined

• Someone of advanced rank or experience who guides, teaches and 
develops a novice 

• High-quality mentoring relationships are close relationships 
characterized by trust, disclosure, vulnerability and commitment 
which offer exceptional opportunities for personal learning, growth 
and discovery for both mentors and proteges. 

• What is your definition? 

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 

Carey and Weissman. Understanding and Finding Mentorship: A Review for Junior 
Faculty. Journal of Palliative Medicine. 2010;13(11):1373-9. 

3

4



1/23/2019

3

Pick a role.

The SO
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Attributes of an ideal mentor

• 3 minutes individually

• 5 minutes with your table

• 5 minutes large group share 

• 3 minutes to rank for you 
• Top 5 attributes you can provide as a mentor 
OR 
• Top 5 attributes you need as a mentee 

Coaching vs. Mentoring 

Coaching is FUNCTIONAL

• Relationship defined

• Formal manager-employee 
relationship

• Focuses on developing 
individuals in current jobs

• Interest is functional, ensures 
that one can perform to the 
best of their abilities

• Relationship finite 

Mentoring is RELATIONAL

• Takes place outside line of 
manager-employee 

• Mutual consent

• Focus on professional 
development beyond job

• Relationship is personal

• Relationship crosses job 
boundaries

• Relationship of extended time

Management Mentors. https://www.management-mentors.com/resources/corporate-
mentoring-programs-resources-faqs Accessed December 17, 2018
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Coaching or Mentoring? 

Pharmacy director guiding a new service in the ED.

Phone call considering new job from colleague.

Coffee to discuss implementing new service in the ED.

IDP discussion with manager for possible new role. 

7 Roles of a Mentor 

TEACHER: provide information and guidance to job beyond functionality

SPONSOR: advocate for mentees with visibility and credibility expanding network

ADVISOR: guide and counsel to help navigate career toward mentee’s success 

AGENT: protect mentee and help mentee to overcome obstacles 

ROLE MODEL: demonstrate behaviors mentee wishes to emulate

ACADEMIC COACH: provide instruction, training and motivation 

CONFIDANT: empathic listener, offering insights and support 

Tobin MJ: Mentoring: Seven roles and some specifics. Am J Respir Crit Care 
Med 2004;170:114–117.
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Mentorship is a 
Relationship

Positive relationships in action 

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 
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Strategies for 
Developing High-Quality 
Mentoring Relationships 

Clarify expectations and create 
positive visions of the relationship
• Be aware of your expectations: What do you expect from your 

partner? Yourself?

• Share your expectations—are they realistic? 

• Think big picture. Create a mental map and vision of your high-
quality relationship. 

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 
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Know yourself

• Know your needs, strengths and limitations and share them with 
your partner. 

• Understand how your “blind-spots” or shortcomings could affect 
your relationship.

• Think broadly about what you can offer– both in terms of work and 
life experiences.

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 

Build trust

• Maintain absolutely confidentiality.

• Take off the armor: Be willing to be vulnerable and disclose.

• Take off the mask: Be genuine. 

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 
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Create a safe space relationship

• Accept, validate and respect your partner’s feelings, even if you 
don’t understand them. 

• Put your judgments on hold and just listen.

• Be responsive to your partner: Show them that you understand, 
value, appreciate and care about them. 

• Be here now: Give your partner your undivided attention and make 
sure they know you are listening.

• Be fully engage and committed to your relationship. 

• Show your commitment—take the time to develop your relationship.

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 

Create positive norms

• Reject student-teacher models: Create norms of co-learning, shared 
influence and fluid expertise.

• Develop communal norms: Don’t be a taker—think about your 
partner’s needs and what you can give in your relationship.

• Focus on filling each other’s needs: Be open to a range of work and 
non-work topics.

• No need to put on a happy face: Accept the expression of positive 
and negative emotions.

• Support and value authenticity in your relationship. 

• Put the relationship first and be willing to forgive. 

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 
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Develop effective communication 
and relationship skills 
• Engage in empathic and active listening: Don’t jump into problem 

solving mode.

• Be a sounding board and let your partner know that you truly hear 
them. 

• Build your emotional intelligence: Pay attention to underlying 
emotions and non-verbal cues.

• Practice perspective taking and empathy: Try to understand your 
partner’s perspective and how they are feeling. 

Ragins BR. From the ordinary to the extraordinary: High-quality mentoring relationships 
at work. Organizational Dynamics 2016;45:228-44. 

What are the challenges? 

• Clarify expectations and create positive visions of the relationship

• Know yourself

• Build trust

• Create a safe space relationship

• Create positive norms

• Develop effective communication skills
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Take Your Top 5 Attributes from 
Ordinary to Extraordinary 
• Clarify expectations and create positive visions of the relationship

• Know yourself

• Build trust

• Create a safe space relationship

• Create positive norms

• Develop effective communication skills

What 3 specific things can you do 
better as a mentor or mentee? 

Mentoring
Self-Evaluation Tool
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Carey and Weissman. Understanding and Finding Mentorship: A Review for Junior 
Faculty. Journal of Palliative Medicine. 2010;13(11):1373-9. 

Carey and Weissman. Understanding and Finding Mentorship: A Review for Junior 
Faculty. Journal of Palliative Medicine. 2010;13(11):1373-9. 
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Mentors: The Importance 
of Having One and 

Being One 

Mentors: Practical Tips 
for Having One and 

Being One 
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Essence + Form = Mentor
with intentionality

Entreleadership (2017, July 24). Ken Blanchard—Cross Generational Mentoring. 
[Audio podcast]. Retrieved from entreleadership.com

MISSION

ENGAGEMENT

NETWORK

TRUST

OPPORTUNITIES

REVIEW AND RENEW

Entreleadership (2017, July 24). Ken Blanchard—Cross Generational Mentoring. 
[Audio podcast]. Retrieved from entreleadership.com
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Make someone 
feel _______ .

Take Home Points
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Questions?

Back up slides
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Practical questions…

• How many mentees should one have?

• Can your boss be your mentor?

• How long should mentorship last?

• Should mentoring be formalized? 

• What else? 

33



Mentoring Self-Evaluation Tool 

1. Establish a Framework for Decision-Making 
a. What is my mission? What do I hope to achieve? (researcher, clinician leader, director) 

 
 

b. How do I personally define success? (e.g., national reputation, independent funding, becoming 
a manager, owning a store, being home for dinner every night)  

 
 

2. What are my short-term and long-term professional goals? 
a. Short-term goals (1-5 years) 

Goal 1: 
Goal 2: 
Goal 3: 
 

b. Long-term goals (5-10 years) 
Goal 1: 
Goal 2: 
Goal 3: 
 

3. What are my personal goals? And, how do my personal goals interface with my 
professional goals? 
 
 

4. Assessment of Strengths and Challenges  
a. What are my strengths? Things I do well or that energize me.  

 
b. What are my challenges? Things that bore me or task that I find difficult. 
 

 
5. What are my mentoring needs? Reflect on goals, strengths and challenges. 

(e.g., leadership skills, teaching skills, institutional sponsor, project mentor) 
 

6. What helps me work more effectively? (e.g., motivators, preferred modes of communication) 
 
 

7. What makes work more challenging? (e.g., interruptions, unclear expectations or schedule) 
 
 

8. What qualities do I value in colleagues? (e.g., timeliness, being discrete) 
 

Carey and Weissman. Understanding and Finding Mentorship: A Review for Junior Faculty. Journal of Palliative 
Medicine. 2010;13(11):1373-9.  
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