Mentoring Orientation   -  May 2003

[image: image1.png]


[image: image2.emf]

Mentors for Managers
The Little Book of
Orientation
“My mentor was very supportive of my professional development and I found this support and encouragement to be inspiring.”
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{MMS member after first year of the program}
Participating in the Maine Management Service’s Mentoring for Managers program is one of the leadership development opportunities available to graduates of the Maine Leadership Institute.

The mission of the Mentoring for Managers program is to help graduates of the Maine Leadership Institute flourish by formally linking them with those who can nurture their professional development.

The goals of the Mentoring for Managers program are to:
· Enhance the leadership competencies of present and future Maine state government managers;

· Celebrate the contributions and talents of Maine state government managers;
· Guide state government managers in achieving their career goals;
· Retain highly qualified and experience state government managers; and
· Create a culture of learning, sharing, and networking in Maine State Government.
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Schedule of Events

June 13, 2003
Social event for both mentors and protégés

July 1, 2003
Preliminary Mentoring matches made

July 8, 2003
Orientation for both mentors and protégés

July-Sept 2003
Initial meetings of mentoring partners 
Sept 1, 2003
Participants confirm mentoring matches

October 15, 2003
1st Networking Event for mentors and protégés

January 21, 2004
2nd Networking Event for mentors and protégés

March 2004
Evaluate program inviting feedback from mentoring partners 

April 16, 2004
Final Celebratory Event for mentors and protégés/Formal relationships end
[image: image5.wmf]The process to find the best match possible between mentor and protégé takes place over four months, from June to September. After the full cadre of mentors and protégés are identified, MMS confers with the mentors and protégés to make the best match via four means:
1. Referrals: Protégés may suggest their own mentors; MMS will contact the referent to ascertain interest in serving as a mentor and to confirm qualifications
2. Suggested match: MMS may suggest a direct match after reviewing assessment sheets and consulting with parties;

3. Interview between mentor & protégé: MMS will provide the mentors’ names and biographies. Protégé then contacts/interviews the suggested mentors

4. Social Occasion: Mentors and protégés will have an opportunity to meet as a group and discuss mutual goals and interests before selecting a match.
Criteria that may be considered in making the best match between mentor and protégé include:
1. Correlation between the protégé’s career path and the competencies upon which the protégé wishes to focus
2. Complementarity of personal and professional qualities of mentors and protégé 
3. Any particular “chemistry” that might assist in achieving the goals
4. Support of the mentor in the protégé’s purpose and goals for participation in the program; or
5. Particular demographic compatibilities.
Effective mentors generally
· Respect other people’s views and work with them;
· Believe in their protégé’s potential and competence;
· See the best in others;
· Listen well;
· Are committed to their own personal and professional development, as well as to the protégé’s.
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The benefits of mentoring are tangible: greater competence, better repertoire of skills, strategic thinking ability, confidence to take on more responsibilities, and networking savvy. In the long-term, a mentor facilitates the realization of the protégé’s career goals.”
A mentoring relationship is working well when:
1. Mutual learning is occurring for both protégé and mentor;
2. The protégé has a clearer idea of what he or she wants to achieve and why

3. Both look forward to mentoring sessions

4. The protégé emerges from mentoring sessions energized to take action

5. The protégé grows professionally by assuming new or expanded responsibilities 

Maintaining confidentiality between the mentor and protégé is essential for building trust. Both mentors and protégés must feel comfortable sharing experiences, practices, techniques, and ideas with each other. Except as otherwise provided below, all information obtained in connection with mentoring activities is confidential.

1. Sometimes a mentor needs the help to find ways to help a protégé. In such cases, the mentors will contact the Mentoring Program Administrator, share the problem with him or her, and seek advice.  

2. There may be times when it may be beneficial for the mentor to speak with the protégé’s supervisor to discuss a protégé. Such conversations will only take place with the approval of the protégé and for an agreed upon purpose.

3. Sometimes mentoring relationships do not work. In such cases, mentors or protégés may contact the Mentoring Program Administrator, who may intervene and may even recommend the mentoring relationship be terminated. 
4. The mentor, with the protégé’s knowledge, may discuss the protégé’s performance with the Mentoring Program Administrator and/or the protégé's supervisor if, in the mentor’s professional judgment, the emotional or physical safety of the protégé is at risk.

Ethics: The Uncommon Individual Foundation, an organization devoted to mentoring research and training, reports that mentoring is the third most powerful relationship for influencing human behavior, after marriage and the extended family.
 Therefore, the mentor has a critical responsibility to act with integrity and provide principled advice.

· Mentors may not have any supervisory responsibilities, even indirectly, over the protégé.

· Mentors and protégés should not be in the same unit within a department. Preferably, they will not be in the same department.

· The MMS Mentoring program strives to avoid actual or perceived conflicts of interest in mentoring relationships.

· Mentoring should be protégé driven. The relationship exists to advance the protégés’ goals and interests. Good mentors listen more than they talk. They advise, but do not tell the protégé what to do. They do not insist that the protégé “become like them.” In fact, a protégé's willingness to challenge the mentor's thinking adds to the learning experience for both.

· Mentoring can be an intense and profound experience, often resulting in lasting friendships. 

· These strong feelings are often the power of mentoring. But the strong, positive, mutual feelings that successful mentoring generates cross a fuzzy borderline and could create problems. Both parties need to be aware of the potential problems and, if increasing intimacy leads to emotional tension, talk it out and set limits.

Cost: Protégés’ departments will be billed $150.00 for the 9-month initiative.

Mentoring Conversations: In the first year of this initiative, protégés reported that they successfully worked on the following areas with their mentors:

1. Leadership

2. Organizational Management

3. Communication specific to work situation

4. Organization structure and relations with superiors, subordinates, and coworkers

5. Balancing between work and home

6. Group negotiating processes
7. Public presentations to hostile audiences

8. Communications & System Thinking

9. Coaching, communication, results
10. Legislative knowledge, inner machinations of state government

11. Communication and management issues

12. Professional development and difficult or unusual employee relations issues

13. Senior manager interpersonal skills; conflict resolution; career goal setting; formal education plan

14. Integrity, judgment, communicating
15. Communication in meetings external to my department

Time available was the challenge most often cited by both protégés and mentors in getting the most out of the experience:
”My only regret is that we didn’t get to meet more often, but I do feel that the amount of time we had was enough to build trust, and I enjoyed every moment.”
“The mentor relationship has been called the ‘pinnacle of work relationships.’ A mentor is more than a peer, more than a coach, even more than a sponsor. Mentors typically have influence within the organization or community. They use this influence to empower their protégés. The mentor relationship is really a partnership – the mentor provides guidance and opportunities; the protégé provides energy and a fresh perspective.” 

Testimonials from the first year:
· …getting to talk to someone of (mentor)'s experience is terrific.  Getting to talk to someone who thinks as clearly as and has values like (mentor)'s is super terrific.  Getting someone with all of that to actually care about me, want to spend time with me, share ideas, perspective, experience and TIME with me----I think that is a tremendous, stupendous, incalculable gift. 

· The relationship I’ve formed with (mentor) has been incredibly beneficial. I very much appreciate (mentor) taking her own time to work with me. 

· My mentor is very supportive of my professional development and I found this support/encouragement to be inspiring. During the mentor/protégé relationship, I applied for a received a promotion, and I looked into taking courses toward a degree. 

· I was able to let go of a bit of frustration concerning a situation that is out of my control. 

· This program has been valuable to me. The mentor/protégé matching was a crucial piece. If both mentor and protégé are open to the process, the results can be very rewarding. 

· I really enjoyed the occasions when the mentors and protégés gathered for training/check-in. It was nice to meet and talk with the other protégés, and I got the sense that the mentors enjoyed seeing each other, too. It was a mini net-working session, and built enthusiasm for the program. Perhaps there could be an informal gathering added to the relationship time line – something after hours that would encourage informal conversation?? 

· I can't say that we worked on the goals we discussed early on, not because we didn't try but other matters arose that seemed more important. That was part of what made the relationship so good--it was being able to talk about what was happening, what was important at the moment.  Early on, what was important was different from what arose later. One of the best aspects of the relationship was not having it tied to "this" or "that."  The relationship, discussion, learning--these were what mattered.  Not the "this" or "that."  And….because the relationship was what mattered, it made me feel like I mattered.  And that has been a wonderful feeling.  (What more can any person on this earth do for another than make it clear that the other person matters!). 

Mentoring Program Administrator:

Office of State Training & Organizational Development

Bureau of Human Resources

4 State House Station

Augusta, ME 04330

207-624-7764

www.maine.state.me/bhr/mms[image: image7.wmf]
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� The Uncommon Individual Foundation. http://www.mentoringfoundation.org/Two Radnor Station, Suite 208, 290 King of Prussia Rd., Radnor, PA 19087. Phone: (610) 995-0845  Fax: (610) 964-1647


�  Mentoring: A Gentle Alliance. J. Suzanna Laurent. In the newsletter of the Alberta Chapter of the Society for Technical Communication: Superscript. March 2002. Volume 10, Issue 7. � HYPERLINK "http://www.stc-alberta.org/Newsletter/Documents/March2002.pdf" ��http://www.stc-alberta.org/Newsletter/Documents/March2002.pdf� 
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