MAPPING YOUR DEVELOPMENTAL NETWORK EXERCISE
We ask you to draw your developmental network using the table and diagram on pages 4 and 5. You
may also want to read “A New Approach to Mentoring” by Kathy Kram and Monica Higgins as a followup (http://online.wsj.com/article/SB122160063875344843.html) and look over the example on pages 2
and 3.
We ask you to critically examine your network so that you can reflect on your own support system. For
this exercise, we define your network as the set of relationships that help you to get your job done,
advance your career, and provide both personal and professional support.
The chart on page 4 helps you identify the people who assist you in different ways by listing those
people according to the closeness of the relationship you have with them. As you think back over the
past 1-2 years, consider the following three types of relationships.
People who help you get the job done. These are the people who are helpful and useful to
you in doing your work. They may work directly with you, and/or they may have provided
leads to others who helped you with important information, introductions, scientific or technical
advice, professional expertise, or other resources you needed to do your work.
People who help you advance your career. These are the people who contribute to your
professional development and career advancement. Whether these were are genuine
mentors or more distant relationships, these are people who have given you career guidance
and direction, arranged exposure to critical people, provided political advice, helped you get
important opportunities or assignments, advised you on promotion criteria, provided advice on
funding opportunities, and/or been an advocate for you.
People who provide personal support for you. These are the people you go to for your
emotional well being and psychosocial support. They are the ones with whom you share
experiences —both positive and negative, consult about decisions or concerns that are
important to you, vent with, commiserate with, debrief critical experiences with—people with
whom you can be yourself.
People with whom you have more than one kind of relationship should be listed more than
once (i.e. one person could be in two or three categories). In addition to considering people
who perform these functions in your network, we also want you to place them in the column
that best describes the type of relationship you have with them. Close relationships are ones
where there is a high degree of trust, liking and mutual commitment. Distant relationships are
ones where you don’t know the person very well. Moderate relationships are in the middle,
neither very close nor distant.
On the table on page 4 indicate by a star (*) those people whom you see as very well
connected in your department or hospital or professional circle. That person might be an
actual leader or just somebody who seems to know many other influential people. Write
“mentor” or “mentee” inside the shape (square, triangle, circle) of anyone you consider in that
role. See example on pages 2 and 3.
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