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Introduction
1. What is a Mentoring Scheme?

Mentoring is an organised scheme where experienced managers, usually senior managers, agree to act as Mentors for less experienced employees (Mentees).  Normally the Mentor isn’t the direct line manager of the Mentee.  Traditionally mentoring is the longer term passing on of support, guidance and advice.  The Mentor won’t tell their Mentee how to complete a task or solve a problem, but, using their own experiences, discuss possible options guiding the Mentee to make their own decision.

The Mentor can also introduce the Mentee to a wider network of contacts.

We would envisage that the pilot scheme would include an element of shadowing, if appropriate for the Mentee.

Shadowing involves short periods of time observing an experienced practitioner.  This can be a ’one-off’ occurrence e.g. spending a day with a Director or a number of sessions e.g. sitting in on a series of meetings.  

2. Why Introduce a Mentoring Scheme?

Workforce statistics show that there is an under-representation of BME and disabled employees in senior and middle management roles within NCH. The Company will be implementing a number of initiatives to ensure a whole organisation approach to improve representation. Mentoring is one of these. Information about other initiatives can be found in the Change Management and Development Team’s Service Improvement Plan 2009/10. Please contact raj.patel@nottinghamcity.gov.uk if you would like a copy.
A successful pilot will lead to further mentoring opportunities for the workforce.

3. Aim of the Mentoring Scheme

The scheme will support and develop BME and disabled employees through learning, goal setting, skills and career development

Skills and knowledge 

To enable skills and knowledge to be passed on by experienced and highly competent persons to others.
Career development 

To help employee’s plan, develop and manage their careers and to help them become more resilient in times of change, self-reliant and self-directed learners.
Affirmative actions

To support the organisation to redress the balance at management levels in the organisation and to provide help to overcome barriers that often block their progress.
Leadership and Management Development

To encourage the development of competencies gained through example, guided practice or experience.

Self-motivation / confidence development

To develop a better understanding about the work areas in different divisions and departments.
4. Objective of the Scheme

To develop employees so that they have the confidence to apply for and achieve management positions. The scheme does not guarantee a job interview or promotion.
5. Time Commitment

There are no hard and fast rules for how long a mentoring relationship should last. The pilot scheme will last for up to 9 months and may carry on longer on a less formal basis. Frequency and length of meetings are agreed between the Mentor and Mentee at the start of the process.  

Any shadowing agreed would be variable depending on the type of shadowing needed.  However, shadowing opportunities will not extend over a long period of time due to service delivery priorities.  

6. Benefits

Mentoring schemes benefit not only individuals involved (Mentees and Mentors) but also the organisation as whole.  Some of the benefits are listed below.

For the Mentee:
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Increase understanding of management processes
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Increased confidence
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Improved performance
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Enhances problem solving skills

[image: image5.png]



Enhanced motivation
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Better management of career goals and improved potential for promotion
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Widens horizons and increases knowledge 
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Developing wider networks
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Develops generic skills
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Raises awareness of overall strategic thinking
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Opportunity to reflect on own work practices

For the Mentor:
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Satisfaction of developing colleagues and passing on knowledge, skills & expertise
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Development of own interpersonal and communication skills
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Increased self awareness
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Gains insights from the mentee’s background and history that can be used in the mentor’s professional and personal development
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Stimulate a renewed focus on the mentor’s own career development

For the Organisation
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Employee retention through increased commitment and satisfaction
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Save money – cuts down on recruitment costs as well as using your own employees, instead of outside consultants for professional development
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Succession planning
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Development of employee skills
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Instilling a feel good factor in employees
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Better employee focus and engagement
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Shared learning
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Improves productivity and good customer care
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Promotes the Company as an employer of choice
How the Scheme Will Work
1. The Process

1. We will be running one hour workshops to provide an overview of the pilot scheme in May 09. Dates to be confirmed. Potential mentors and mentees should attend and those who are interested in being a mentor or mentee will be asked to register their interest at the workshops.
2. Personal profile forms will then be sent out to all parties for completion.    They will also be asked to provide details about their career to date and what they hope to gain from the development experience.
3. Once profile forms are returned the process of matching will begin. The pilot scheme will have a maximum of 8 mentors and 8 mentees. Where there are more applications than places, a short listing will take place. Unsuccessful applicants will be put on a waiting list for subsequent programmes.
4. Prospective Mentees and Mentors will be independently matched according to set criteria enabling the best possible level of development for the employee. 
5. For a mentoring relationship it is essential that the Mentor is not the direct line manager of the Mentee.  

6. Training will be provided for all those involved with separate events for Mentors and Mentees.  It is intended to involve BME and disabled employees in the department with developing the training.

7. The scheme will be managed by the Change Management and Development Team. This will include regular quality assurance meetings with mentors and mentees to ensure a high quality scheme.

8. Mentors and Mentees at their first meeting
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Agree frequency of meetings
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Discuss work context
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Discuss what the Mentee aims to gain from the experience e.g. career path / help with work problems / acquiring skills and knowledge
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Identify objectives and outcomes
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Develop plans, tasks and priorities for actions
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Agree any shadowing opportunities
2. Roles and responsibilities

In order for the scheme to be successful a structure needs to be established with clear details about the individual roles and responsibilities.

The Diversity Champion’s Group and Ethnic Minority Employee Forum
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Promoting the scheme at their respective DMTs
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A small sub-group to match the Mentors and Mentees

· Monitoring the effectiveness of the scheme based on evaluation feedback

· Reporting back to respective DMTs / Directorate 

Change Management and Development Team
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Develop and provide training for both Mentors and Mentees
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Advertising the scheme
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Sending out and collating returned profile forms
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Advising the successful applicants, giving details of who their Mentor will be
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Keeping a central record of participants in the scheme
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Recording all development undertaken
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Answering queries and providing general advice to all participants
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Handling and dealing with any issues that may arise
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Co-ordinating the evaluation process
Mentors

[image: image43.png]



Make contact with Mentee 
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Agree dates and plan for future meetings
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Keep a record of the meetings
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Take part in the ongoing evaluation process
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Challenge the mentee to move beyond his or her comfort zone
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Attend the training
Mentee 
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Attend the meetings arranged with the Mentor
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Consider what issues need to be discussed before the meeting 
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Put the learning into practice
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Take part in the ongoing evaluation process
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Attend the training
3. Evaluation

We envisage that evaluation of the scheme will take place at a number of stages within the process. The evaluation process may involve: 
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Assessment on how effectively a task is completed and the outcomes achieved.
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Performance monitoring at regular and frequent intervals.

During The Scheme
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Objectives agreed between the Mentor and the Mentee will be monitored through personal evaluation by the 2 parties.
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Invite all involved to group evaluation / discussion sessions at fixed points during the year.  
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Regular meetings with Mentors and Mentees.
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Sending questionnaires to the Mentees’ direct line managers to evaluate any changes in attitude, knowledge, skills that have been demonstrated in the work place
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Arranging a series of one to one meetings with individuals involved

After The Pilot Is Completed
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Post evaluation.  

· Monitoring success by promotion.

· Mentees becoming mentors
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Attend Workshop. Express an interest in becoming part of the mentoring scheme





Fill in profile form allowing you to be matched to ideal mentor/mentee





Mentor





Mentee





Assigned a mentee  





Undertake training 


for mentors 





Assigned to a suitable mentor 





Undertake training for mentees 





Meet mentor and agree objectives and desired outcomes 





Meet mentee and agree objectives and desired outcomes





�Agree dates for meetings


�Organise shadowing if appropriate


�Take part in ongoing evaluation





�Evaluate performance against targets /objectives


�Evaluate success by promotion








Record of meetings and progress on objectives /targets





Put learning into practice





Overview of the  Pilot Mentoring Scheme
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