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WHAT IS MENTORING?

1. Influencing the direction of another person, both in their career and in their personal life.

2. Mentoring provides direction, knowledge, experience, and philosophy.

3. Mentoring is helping a person to develop, grow in their career and become more independent.

4. Mentoring is a relationship between two people dedicated to imparting and receiving knowledge and experience.

5. Mentoring is offering friendship and support.

WHY IS MENTORING A VITAL PART OF YOUR CAREER?

1. Mentoring helps individuals navigate through major transitions encountered during career development.

2. Mentors can acquaint employees with the realities of what lies ahead so that they can make informed, realistic decisions on how to proceed with their career.

3. Mentors can smooth the way as you move through your career path; prevent potentially disastrous naïve mistakes, and help you to get off on the right foot.

4. Major transitions in career awareness, preparation and development can be facilitated through an effective mentoring program.

WHAT ARE THE RESPONSIBILITIES OF A MENTOR?

1. A mentor should establish a confidential relationship for the purpose of sharing wisdom about the organization’s culture and values, and personal and career development.

2. The mentor will build trust by sharing successes, failures and lessons learned.

3. The mentor will discuss goals and expectations.

4. The mentor and participant will define how often to meet, develop an agenda, meet face-to-face, and establish joint ownership of the mentoring process.

5. The mentor will provide learning opportunities through shadowing experiences.

6. The mentor will also listen, coach and advise associate regarding a variety of issues.

7. Successful mentors demonstrate behaviors such as leading by example, encouraging collaboration and teamwork, and caring for and valuing others.

What are the potential benefits OF BEING A MENTOR?

Mentors benefit in the following ways:

1. An opportunity to provide leadership.

2. Receive intrinsic rewards from sharing institutional knowledge. As a mentor, you will be contributing greatly to the future of the organization.

3. Lessons learned can be immediately transferred to subordinates and peers.  You have the ability to accelerate the learning curve.

4. Achieve additional job satisfaction by enabling others to succeed.

5. [image: image8.wmf][image: image9.wmf]Coaching contributes toward adding value to the organization and can be used in the mentor’s TAPES.
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Mentoring relationships can:

1. Encourage, support and contribute to progress in career advancement and personal growth.

2. Contribute to employee motivation and job performance.

3. Give an individual the opportunity to learn the subtleties of the organization’s informal political system.

4. Give individuals the opportunity to be “discovered.”  Organizations are always looking for talented people. Participating would give added exposure of one’s talents.

5. Provide members with a common values base and with implicit knowledge of what is expected of them and what they in turn can expect from the organization.

Why do I need a mentor?

1. A mentorship can be advantageous to your career growth. Mentors can provide sponsorship, coaching, facilitating exposure and visibility for the associate.

2. The mentor can offer role modeling, counseling, confirmation and friendship, which helps the associate to develop a sense of professional identity and competence.

3. Mentors can provide insight and guidance to help the associate adjust to a new job or duties.

4. Mentors typically have access to more closely held organizational information. This helps the associate to navigate in the organizational world.

5. Gain exposure to a superior’s vision, which establishes a continuity of leadership. Develop within the associate the confidence to develop his or her own vision.   

How do I choose a mentor?

There are some DO’s and DON’Ts when choosing a mentor.

1. Mentors may be within the same functional area (but not an absolute requirement).  This will ensure a common base of experience from which the relationship can draw.

2. The mentor will most likely be someone that you will “identify” with, i.e., same interests.

3. The mentoring relationship must be a voluntary relationship.  Mentors and associates cannot simply be paired off by higher authority. An interview process may be necessary in order to achieve a suitable match.

4. It is recommended that the mentor not be your immediate supervisor.  Managers positioned directly above the associate’s supervisor would also be awkward and not a good choice. Selecting either of these may impact the free flow of information and inhibits the mentoring process.
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What IS THE VALUE OF MENTORING TO THE ORGANIZATION?

The Organization benefits by:

1. Providing both a formal and informal system for strengthening and assuring the continuity of organizational culture.

2. Being given a chance to share significant historical events that potentially define the organization.

3. Having the potential to assist in retaining quality employees.

4. Accelerating the learning curve for employees.

5. Potential boost in employee morale.

6. Exposing employees to various types of work.

7. Potential increase in productivity.

8. Developing bonds between employees; employees learn to trust and respect each other.

MENTORING AND THE LEADERSHIP PROGRAM

The Leadership Program is an opportunity for selected individuals to learn about themselves and the Corps of Engineers.  Mentoring is an important part of this program.  The mentor and the associate establish a confidential relationship for the purpose of sharing wisdom regarding organizational culture and values, and personal and career development.  The mentor serves as a trusted counselor and guide. During the one-year program, the mentor will provide learning opportunities, such as inviting and accompanying the associate to key meetings or strategy sessions. This program utilizes mentors in the true since of the word.       

Participants in the Leadership Program will select their mentors from a list of senior managers who are willing and enthusiastic about mentoring in this program.  The mentors for this program are typically all of the Division Chiefs (Grade 15), their assistants (Grade 14) and Branch Chiefs at the Grade 14 level. 

In the leadership program, participants are encouraged to deviate from the normal rule of selecting a mentor with a common background and experience.  In the program, mentoring is an opportunity to see the organization from a totally new, fresh outlook. However, the mentor and the associate should feel comfortable with the arrangement. 

ALTERNATIVE TO MENTORING

Peer Relationships

[image: image12.wmf]A possible alternative to a mentoring relationship is a peer relationship.  Peer relationships can address the same critical functions (personal and professional growth) as mentoring and also appear more likely to be available to individuals.  Peer relationships are the most common method of developing new talent.  Peer relationships are similar to mentoring relationships but usually informal in nature.  Almost all of us have been exposed to this type of development, whether we knew it or not.  We typically call it “taking someone under your wing” or “showing them the ropes.”  Numerous peer relationships can evolve as an individual grows during their career.  A value added aspect of a peer relationship is that both people can learn from each other (give and take). 


Types of Peers.

A.
Information Peer:  Low levels of self-disclosure and trust typically characterize this relationship.  Characterized by the exchange of information that helps the novice learn the ropes and get the job done. This is the most common of all peer relationships.  

B.
Collegial Peer:  The collegial peer relationship is typified by a moderate level of trust and self-disclosure and is distinguished from the information peer relationship by increasingly complex individual roles and by widening boundaries. Some of the functions provided by the collegial peer relationships are career strategizing, job related feedback, friendship, as well as some information sharing, confirmation and emotional support.    

C.
Special Peer:  This is the most intimate form of a peer relationship. This often involves revealing personal uncertainties and dilemmas in work and family. There is greater self-disclosure and self-expression. There is often a sense of bonding with one another, much like if not being best friends. This relationship provides reliable and candid personal feedback, emotional support, career strategizing and ongoing confirmation of each individual’s competence and potential.   

What are the potential benefits OF A PEER RELATIONSHIP?

Peer relationships can benefit individuals by:

1. Individuals can share technical information and perspective on the organization that helps them perform their duties.

2. Individuals can discuss career options and dilemmas.

3. Peers can offer each other feedback that can aid to their learning about their own leadership style, how they affect others in the organization and how they are managing work and family commitments.

4. Providing job related feedback, which allows each other to evaluate their own experiences.

5. Providing support to an individual’s sense of competence and confidence in a professional role. Peers typically share perceptions, values, and beliefs related to their lives at work.

6. Peers can benefit emotionally by listening and counseling each other during periods of transition and stress.  Developing a closer relationship or friendship that establishes concern for each other that extends beyond the work place.

7. Developing a relationship of “mutuality”.  This is a special feature that enables both individuals to experience being the giver as well as the receiver. Helps individuals to develop a continuing sense of competence, responsibility and identity as experts.

8. Relationship can be long lasting, longer than a mentoring relationship.  

Why do I need a PEER RELATIONSHIP?

Developing a peer relationship is a matter of choice and may not be for everyone.    

1. Employees have an individual close to them in the organization they can turn to when needed.

2. Gain access to other peoples “lessons learned.”  Try to stay away from the “school of hard knocks.”

3. Attain a higher competence level, at a faster rate.  Potentially makes an individual more promotable.

4. Creates camaraderie between employees.   

How do I choose a PEER?

Consider the following when developing a peer relationship.

1. Should be someone of similar technical background.

2. Should be someone in your immediate work area.  Under special circumstances your immediate supervisor or team leader might be a candidate.

3. Should be someone that you can work and get along with.  Look for common ground.

4. Both individuals must feel that that can benefit from the relationship.   

Peers as Mentors

Common attributes:  Peers and mentors have the potential to support development at successive career stages.  They both provide a range of career enhancing and psychosocial functions, some of which are found in both kinds of relationships. 

Differences:  In conventional mentoring there can be significant differences in age and hierarchical levels, while in peer relationships age and/or hierarchical status can be the same for both.  Mentoring relationships may only involve a one way helping dynamic while peer relationships should involve a two-way exchange. 





FORMAL DOCUMENTS

The following documents can be used as guides to structure your mentoring relationship.

They are not mandatory and can be used at your discretion.



MENTORING AGREEMENT

	Participant Name:

	     Mentor Name:

	Terms of Agreement

	

	        1.  Confidentiality.  ______and______ believe that information should generally be shared

	        Openly and honestly.  In certain situations when sensitive information may be involved, each

	        Person will be responsible for checking with the other prior to release of this information.

	        2.  Expectations. __________and ___________agreed to the following general expectations

	        of what the mentor will provide:
	
	
	
	
	 

	     - 


	long-range personal, professional, and educational development advice and guidance

	      -

	personal contacts and networking connections
	
	
	
	 

	        3.  Meetings. _________and _________agree to meet face to face once a month.  

	       
	 

	        4.  Length of Relationship. _________and__________expect they will engage in their

	        relationship for the duration of the LP 2002 and possibly beyond.  Each year they will 
	 

	        reassess whether the relationship is mutually beneficial and should continue.
	
	 

	        5.  Other._________and _________agree to be open and honest about their expectations

	        and the future.  _________will be seeking feedback from ________________peers and 

	        supervisors which will be shared with __________.
	
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	
	
	 

	Signatures

	

	        This document reflects the agreements that we enter into at this point in time.  We understand

	        that the terms of this agreement may be changed at any time and that we agree to document 

	        such.
	
	
	
	
	
	
	 

	 
	
	
	
	
	
	
	
	 

	        We understand that either party has the option of discontinuing the relationship for any 
	 

	        Reason providing the terminating party notifies the other.
	
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	
	
	
	
	
	
	
	 

	______________________________
	          _____________________________

	_____________________(Date)
	
	          _______________________(Date)

	 
	
	
	
	
	
	
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 


MONTHLY MEETING AGENDA

1. Personal Lives (Family, Friends, etc):  ***Max. 15 Minutes ***

    ______________________________________________________________________

    ______________________________________________________________________

2. Status - Books, Field Trips, Other:  ***Max. 15 Minutes***

    ______________________________________________________________________

    ______________________________________________________________________

3. Status - Goals, Aspirations, etc.: ***Max 15 Minutes***

    ______________________________________________________________________

    ______________________________________________________________________

4. Frustrations & Recent Successes (w/Family, Friends, Organizations, Branch, 

    Section, Projects): *** 15 to 30 Minutes ***          
    ______________________________________________________________________

    ______________________________________________________________________

5. How Are You Applying Items 1-4 to Leadership Development: ***Max. 15 

    Minutes***

    ______________________________________________________________________

    ______________________________________________________________________

6. Changes/Additional Items:  *** 5 Minutes ***

    ______________________________________________________________________

7. Schedule Next Meeting: _________________________________________________
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Testimonials


I have been delighted with the value the Kansas City District Leadership Program has provided to the District.  The participants in the program never cease to amaze me with their energy, enthusiasm, intellect, and insight.  The mentoring aspect of the program has provided an excellent way for me to directly provide the benefit of my experience to future leaders, and at the same time hear directly from our more junior team members. In every case I have learned at least as much as my associates have learned.  It is a privilege to be involved with this program and to participate in the mentoring relationships associated with it.

                                                                         Mike Trial

                                                                         Deputy for Project Management

I thought long and hard about who would be a good mentor.  I wanted someone who would listen, give good advice, and provide honest feedback.  I think I made a wise choice.  My mentor proved to be one of my most valuable assets at work.  I bounced ideas off of him.  I went to him for career advice.  I went to him when I needed encouragement.  He always took the time to talk to me when I needed him.  He also used the mentoring relationship to come to me when he wanted advice or feedback regarding issues I had experience with in the past.  The fact that he valued my input meant a lot to me.  It boosted my self confidence.  My mentor has retired and I need to find a new mentor.  I hope I can find someone that can fill this big void that I am feeling.

                                                                       Sue Gehrt

                                                                       LP Class of 2000

It has been a privilege for me to be a mentor for several team members as I learned a lot in mentoring relationship. I consider mentoring relationship as a professional friendship in a work environment where I provide encouragement and a sincere belief in associate's ability to succeed. I have been associate myself for the last 10 years and has learned a lot in my professional career. Based on this learning, I consider reviewing associate's career development plan and helping the associate to gain diversified working experience is very valuable for associate and the organization. Also this relationship provides an opportunity to introduce associates to our higher echelons to demonstrate their skills and abilities. To me mentoring relationship has a tremendous value to the individuals and the organization.

                                                                       Des Goyal

                                                                       Chief, Operations Division

Over the past year, I've enjoyed participating as an LP mentor.  I've found our discussions about the different aspects of the LP to be personally worthwhile because they've made me take time to reflect on my personal experiences in those subject areas.  I've also had the opportunity to consider how I could have reacted differently (and better) if given an opportunity for a "do over."  It's also been extremely interesting to see how the LP has grabbed the attention of the associate I'm working with and how it's given her the opportunity to reflect on both her professional and personal goals.  While I have not participated in any formal mentoring programs as the associate, several relationships come to mind over the years.  One, in particular, involves  the first Comptroller for whom I worked.  Although he was not my immediate supervisor, the nature of my position gave me fairly frequent contact with him.  Many of the "bits of wisdom" he shared remain with and greatly influence me today.

                                                                         David Glandon

                                                                         Chief, Resource Management Office


Mentoring has been a great experience for me.  It provided the unique opportunity to have someone that I could talk to about my career, and to seek feedback on a variety of subjects.  It has been a very rewarding experience and I have gained much from the relationship.  My mentor has imparted to me, through his experience and knowledge, an understanding of a deeper reflection on experiences in the workplace, including how people communicate and how people make decisions.  This ultimately has provided added insight into the challenges facing leaders which has broadened my knowledge and awareness and will be of great value to me.

                                                                     Sharon Fritz

                                                                     LP Class of 2002

The mentoring aspect of the Leadership Program was the most beneficial and enjoyable of all of the great things that I encountered during the one-year program. It is truly a valuable learning experience and time well spent. Mentoring provides a great opportunity for you to discuss career goals with someone who has first hand knowledge. A mentoring relationship has the potential to expand  your visibility within the organization. Another benefit is that you will likely gain insight as to how the organization conducts business and how the processes flow through the hierarchy within. One should give the selection of a potential mentor considerable thought. It is very important to get the right chemistry between the two participants. 







Michael Scott







LP Class of 2002

I felt that the mentor was a very valuable piece of the LP program.  I enjoyed discussing with my mentor the monthly class topics.  It was one thing to read and learn, but to hear from somebody who practiced it and to give you direction really complemented  my learning process.

                                                                   Brad Cornell

                                                                   LP Class of 2001

Mentoring was a positive experience for me because of the different perspective my mentor provided.  He would ask questions that redirected or changed how I would think about a situation or circumstance that was very helpful.  He had also been through similar situations in his career that addressed concerns that I had regarding future career goals that clarified my thoughts on what jobs I might pursue.

                                                                   Christine Hendzlik

                                                                   LP Class of 2001

Mentoring was one main part of the program that really helped me to push ahead and take control of my future. If I had not felt comfortable with the process, introduced to me through the Leadership program, I may still be in the box waiting for opportunities to arise rather than seeking the opportunity out and making it happen. Formal or informal, mentoring is a very positive experience. Seek out a mentor and find your future.

                                          

 Lora E. Vacca 

                                                                   LP Class of 2000

I would say that I really feel that a mentoring program can be very beneficial.  I gained a lot by having Larry Myers as my mentor during the Leadership class. It was great to have someone who took a special interest in my career and in me as a person. Another benefit that was gained by having a mentor such as Larry was that he was able to give me a bigger picture of what was happening in the District at a higher level than I typically dealt with on a day to day basis. When I was working with the recruiting effort I had set up a mentoring program for the new Interns and for any co-op students that came on board. It was obvious that the good mentoring relationships truly helped these new employees.  Again, it gave them a one-on-one attention from someone who was looking out for them as a person. This relationship is A LOT different than a typical supervisor relationship.  A good mentor could also help give the new employees some big picture knowledge that they might not gain by strictly working in their functional element.  Essentially, I think a mentor program for new employees and for groups such as the leadership program are very valuable.

                                                                           Cindy Moses

                                                                           LP Class of 2000

I had a few memorable peer mentoring relationships during my career with the Corps which were very helpful to me.  The opportunity to get honest feedback on my work products, and guidance on goals and training was invaluable.  This year I have had the opportunity to be a member of the Leadership Class of 2002.  My selection of a mentor for the program was an important one for me.  I selected someone outside of my division so that I could get exposure to more of what the Kansas City District does on a daily basis.  I feel the chance to air my thoughts to someone outside the chain facilitates a sense of listening and understanding.  When a mentor is in your chain of authority, it is very likely that the mentoring session will resort to projects instead of improving each other’s understanding.  I have gained a better understanding of the Corps through various shadowing events during the year.  My mentor is very concerned about building a professional relationship between us and getting me to focus on my career goals.  There is a sincere effort to diversify my working experience to enhance the organization.  The mentoring experience will be invaluable toward my success in the Corps.  Don't wait, make a decision to participate in a mentoring relationship.





                                   Tom Urbaniak







         LP Class of 2002


How do I get started?

Contact your supervisor for information regarding District mentors.

Select your mentor from the list of available mentors.  Call and schedule a time and place to meet with them.  You can then mutually agree on how to proceed with your mentoring relationship. 
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