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Mentoring Definitions
A developmental, caring, sharing, and helping relationship where one person invests time, know-how, and effort in enhancing another person’s growth, knowledge, and skills, and responds to critical needs in the life of that person in ways that prepare the individual for greater productivity or achievement in the future.
More specifically, a mentor is described as:  anyone who has a beneficial life or style-altering effect on another person, generally as a result of a personal one-on-one contact; one who offers knowledge, insight, perspective, or wisdom that is helpful to another person in a relationship which goes beyond duty or obligation.

Reference:  http://www.mindtools.com article, “Mentoring:  An
         Essential Leadership Skill/Mentoring from a Mentor’s Perspective”  

Mentoring is a relationship between two people with a goal of professional development.  The “mentor” is usually an experienced individual who shares knowledge, experience and advice with a less experienced person, or “mentee”.

Mentors become trusted advisers and role models – people who have “been there” and “done that”.  They support and encourage their mentees by offering suggestions, both general and specific.  The goal is to help mentees, improve their skills, and hopefully, advance their careers.
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Mentoring Definitions
(Continued)

The Oxford English Dictionary defines mentor as “an experienced person in a company or college, etc., who trains and counsels new employees or students.”

MENTEE/PROTÉGÉ Definition:  Terms are synonymous

A mentee/protégé is a person who is willing to assume responsibility for his or her growth or development by receiving counsel and feedback from a mentor.  They are often very junior colleagues new to organization needing to be taught about workplace survival.

Sometimes protégés may be seasoned or experienced personnel who were recently promoted or transferred to a new assignment and only require information on the inner workings and policies specific to their new position or new organization.
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Types of Mentoring

TRADITIONAL – (Informal) Focuses primarily on the protégé, examining the career path through goal setting, with overall development of the individual as the focus.  This type of mentoring is a process where the mentor and protégé join together by their own volition. 
Voluntary, personal, responsive, loose, flexible; is probably the type of mentoring connection most people can relate to and have previously experienced.  The relationship is built on mutual trust, respect, and sharing of ideas & experiences.
PLANNED – (Formal) Focuses primarily on the goals and needs of the organization.   Organization goals increase productivity, reduce turnover and results in benefits to both the organization and the individual.  Planned mentoring promotes a formal business approach to the relationship so there is little or no social interaction.
This type of mentoring is productive, long-term, institutionalized, and needs driven.
SUPERVISORY – Share valuable information about the organization and provide meaningful work and developmental learning opportunities.  Expose employees to the values of the organization (i.e. who and what gets rewarded or punished) and help employees position themselves with the skills necessary for success.

SITUATIONAL – Short, random, casual, creative; is the right help at the right time.  It is those spontaneous connections-a brief introduction 
at a conference, on an airplane or in a business meeting-just enough to help solve a problem or uncover a hidden talent.
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Types of Mentoring 
(continued)

FLASH – New concept growing in popularity. “Thirteen L” is a leadership collective of 13 committed mid-career federal employees who have a strong interest in issues related to leadership in the Federal Government.  They have worked with the National Academy of Public Administration to develop a pilot Flash Mentoring program for the Federal Government.  It is a low budget and simple option to recruit busy executives and other senior staff to become mentors without investing a whole lot of time.  The only requirement is one hour or less of a mentor’s time to meet with a protégé.  During the one hour session, mentors can share lessons learned, life experiences and provide advice to aspiring protégés.  After this meeting, mentors and protégés can decide if they would like to continue the relationship.  The matching process is simple.  Mentors/Protégés are matched with little or no criteria.  Protégés may recruit their own mentor or a 13L staff person can request participants’ resumes then match them at random.  Once a protégé is assigned a mentor, it is the protégé’s responsibility to contact the mentor within an established timeframe.  After the initial meeting, the mentor and protégé decide whether or not to continue the relationship.
Some of the activities mentioned in the planned/formal mentoring program section (page 5) should be addressed in this type of program.  At a minimum, basic instructions on roles and expectations should be given to both the mentor and protégé.  Follow-up after the meeting and an evaluation form should also be included in this type of program.
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Types of Mentoring
(Continued)

GROUP – When one mentor can be teamed with several protégés who meet at the same time.  As the mentor poses questions, listens, and reflects he/she engages all members of the group in conversation.  Each one has their own experience and insight to share and can draw their own learning from the discussion.

PEER – Usually a relationship with an individual within the same grade, organization, and/or job series.  The purpose of peer mentoring is to support colleagues in their professional development and growth, to facilitate mutual learning and to build a sense of community.  It is not hierarchical, prescriptive judgmental or evaluative.

REVERSE – Mentoring of a senior person (in terms of age, experience, or position) by a junior (person in terms of age, experience or position) individual.  Aims to help older, more senior people learn from the knowledge of younger people, usually in the field of information technology, computing, and internet communications.  Key to success is the ability to create and maintain an attitude of openness to the experience and dissolve the barriers of status, power and position.

TEAM – Involves more than one mentor working with one protégé or a group of protégés.  Allows mentors to work together or separately to help the protégé reach developmental goals (If mentors work separately they should communicate regularly to share information and ideas).
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Types of Mentoring
(Continued)

VIRTUAL – Uses videoconferencing, the Internet, and e-mail to mentor individuals.  This is beneficial for those who are unable to leave their workplace and for those who live in rural or remote communities.  Virtual mentoring is usually less expensive compared to face-to-face and provides an individual with more choices for mentors.  Even with virtual mentoring, it is recommended the mentor and protégé meet face-to-face at least once. 
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Mentor Roles

Like the marks around a compass, the roles you assume as a mentor point you in many different directions.  Which role you assume depends on the needs of your protégé and on the relationship you build.

TEACHER – As a teacher, you may need to teach the protégé the skills and knowledge required to perform the job successfully.  This role requires you to outline the “nuts and bolts” of the position and to share your experiences as a seasoned professional.

GUIDE – As a guide, you help to navigate through the inner workings of the organization and decipher the “unwritten office rules” for your protégé.  This information is usually the “kernels of knowledge” that one only acquires over a period of time.  The inner workings of the organization are simply the “behind the scenes” dynamics, or office politics, that are not always apparent, but are crucial to know.

COUNSELOR – The role of counselor requires you to establish a trusting and open relationship, you need to stress confidentiality and show respect to the protégé.

MOTIVATOR – As a motivator, you may, at times need to generate motivation in your protégé.  Motivation is an inner drive that compels a person to succeed.  In general, most protégés are enthusiastic about their jobs.  After all, protégés tend to be characterized as highly motivated individuals with a thirst for success.
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Mentor Roles (Continued)

ADVISOR – This role requires you to help the protégé develop professional interests and set realistic career goals.  As the old saying goes, “If you don’t know where you are going, you won’t know how to get there.”  In the role of advisor, you need to think about where the protégé wants to go professionally.

ROLE MODEL – An employee who exhibits success, confidence, exemplary behavior in achievement and style, leadership, and possesses the ability to get things done.
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ESSENTIALS OF A MENTORING RELATIONSHIP

RESPECT – The first essential of a successful mentoring relationship is respect.  Respect is established when the protégé recognizes knowledge, skills, and abilities in the mentor that he or she would like to possess.

TRUST/LOYALTY – Trust is another essential element of a successful mentoring relationship.  Trust is a two way street.  Both mentor and protégé need to work together to build trust.

COMMUNICATION – Mentors need to talk and actively listen to their protégés.  It is important to value a protégé’s opinion and let the protégé know that he or she is being taken seriously.  A protégé can help to build trust in a relationship by honestly relaying his or her goals and concerns and by listening to the mentor’s opinions.

AVAILABILITY – The mentor should be willing to meet with the protégé whenever needed.  Remember the “open door” policy as often as possible.  The protégé should also make time for the relationship.

RESPONSIBILITY – The mentor must never compromise the relationship by discussing a protégé’s problems or concerns to others.  In addition, the mentor should instruct the protégé not to discuss their relationship with others.
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ESSENTIALS OF A MENTORING RELATIONSHIP (CONTINUED)

TIME – During the mentoring relationship, the mentor must take time to interact with the protégé.  Specifically set aside time for the protégé.  Set meeting times and don’t change these times unless absolutely necessary.
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ESTABLISH A MENTORING PROGRAM

http://www.opm.gov/hrd/lead/mentoring.asp

Within the Federal Government, mentoring is often a component in developmental programs.  Many agencies run formal stand-alone mentoring programs to enhance career and interpersonal development.  Formal programs have structure, oversight, and clear and specific organizational goals.  A supervisor must be proactive in establishing a program within the sphere of his/her influence.

· Helps new employees settle into agency

· Create a knowledge sharing environment

· Develop mission critical skills

· Help to accelerate one’s career

· Improve retention
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DO’S AND DON’TS OF MENTORING

· Don’t make decisions for the protégé

· Do offer options, make suggestions
· Do give guidance when asked

· Don’t do all the talking

· Do establish a give and take dialog
· Do ask open ended questions

· Don’t judge or assume

· Do assess personality
· Do determine the approach
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OBSTACLES IN A MENTORING RELATIONSHIP

INSUFFICIENT TIME – Other commitments in the mentor’s schedule may prevent the mentor from spending sufficient time with the protégé.  Mentors must find time to devote to the protégé, otherwise, the protégé may lose faith in the mentor and the mentoring relationship will suffer.  Another potential time obstacle occurs when a mentor expects too much progress from the protégé in an unrealistic amount of time.  The mentor must give the protégé time to develop professionally and not be impatient with the protégé.

FRUSTRATION – The mentor must adjust mentoring techniques to stay in sync with the protégé’s development.  During the early development of the mentoring process, the protégé may require detailed instructions, or certain problem solving strategies that may be considered stifling by the protégés as his or her skills, knowledge, guidance develops.  The mentor must constantly evaluate how much time and guidance is needed, and what style is required by the protégé. 

PROTÉGÉ’S SUPERVISOR – Unless the protégé is subordinate to you, the protégé’s supervisor may feel excluded from the mentoring relationship.  Do not undermine the military chain of command or the authority of the supervisor.
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OBSTACLES IN A MENTORING RELATIONSHIP (CONTINUED)

INAPPROPRIATE ATTITUDE – Some protégés expect too much from the mentoring relationship, such as demanding more time and attention than actually needed.  Others may feel they do not require any mentoring and can “make their own way”.  The mentor should be firm with the protégé about commitments and responsibilities. 

PROTÉGÉ OBSTACLES – Sometimes a protégé may over-step their professional boundaries when working with senior personnel. Once a relationship has started a Mentor may fall from the favor of the protégé due to personality conflicts or conflicting interests.
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BENEFITS OF MENTORING

· The Mentor

· Renews their enthusiasm for the role of expert
· Enhances skills in coaching, counseling, listening and modeling
· Obtains a greater understanding of barriers experienced at lower levels
· Develops and practices a more personal style of leadership
· Demonstrates expertise and shares knowledge
· Increases general awareness

· The Protégé

·   Makes a smoother transition into the workforce
·   Gains a capacity to translate values and strategies into productive
         actions 
·   Complements ongoing formal study and/or training and development activities
·   Develops new and/or different perspectives
·   Gets assistance with ideas
·   Increase career networks and receives greater agency exposure
·   Furthers development as a professional
·   Gains some career development opportunities
·   Demonstrates strengths and explores potential 
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EVOLUTION OF MENTORSHIP PROCESS

· Get Acquainted

· Observe potential protégés
· Build a rapport
· Earn trust

· Set Goals

· Discuss goals and expectations
· Help protégé focus goals and develop steps

· Meet Goals and Expectations

· Monitor progress
· Offer advice and encouragement
· Encourage protégé to now become a mentor
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FREQUENTLY ASKED QUESTIONS (FAQ)

Q.  What is mentorship?
      A.  The voluntary developmental relationship that exists between a person of greater experience and a person of lesser experience.  Mentorship is defined as the influence, guidance, or direction, exerted by a mentor.

Q.  What is a mentor?
      A.  A close, trusted, and experienced counselor or guide.  A mentor is further defined as a teacher, tutor, and coach.

Q.  What is a protégé?
      A.  A person who is willing to assume responsibility for his or her own growth or development by receiving counsel and feedback from a mentor.

Q. What are the mentor roles?
A. Teacher, Guide, Counselor, Motivator, Advisor, Role Model

Q.  What is important as a counselor?
            A.  Establish a trusting and open relationship.
      
      Q.  What is motivation?
            A.  Motivation is an inner drive that compels a person to succeed.
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FREQUENTLY ASKED QUESTIONS (FAQ)
(CONTINUED)

Q.  What are the essential elements of a mentoring relationship?
            A.  Respect, Trust/Loyalty, Communication, Availability, 
Responsibility, Time

Q.  When should a mentor be willing to meet with a protégé?
A. Whenever needed by the protégé.

      Q.  What are some obstacles to overcome in mentoring relationships?
            A.  Insufficient time, frustration, mentoring style, protégé’s
      supervisor, and inappropriate attitude.

      Q.  What are some obstacles that protégés have to overcome?
            A.  Over stepping professional boundaries, mentor falling from 
      favor, and personality conflicts.
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Reference:  University of MO – Saint Louis, Staff Mentoring Program (Slide Material)
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