Email From:  Loose, Michael K. RDML (EFDLANT)

To:  EFDLANT  ALL(NNB, LRA,ROICCs); EFDLANT COs

Sent:  Sun 6/15/2003 12:49 PM

Subject:  LANTDIV's New Mentoring Policy to Accelerate Your Personal/Professional Growth

Team LANTDIV,

From my visits to your workspaces and the FacTS 02 survey, I know that many of you want a trusted mentor.  We have worked very hard to create a program to make it happen.  

Please review the brief attachment that discusses our Mentoring Philosophy, the Benefits of Mentoring , and our new program's Principles & Concepts.  I am very proud of the Team's work and strongly believe that our informal, flexible approach will best meet LANTDIV's and your personal/career needs and greatly enhance your personal and professional development.   




Mike Loose

<Page Down to see attachment.> 

Mentoring Philosophy at Atlantic Division

From my visits to your workspaces and the FacTS 02 survey, I know that many of you want a trusted mentor.  

Mentoring shall be available to everyone who desires a career dialogue with a senior/respected individual.  We strongly desire that everyone feels comfortable seeking help and guidance in planning their careers and in making important decisions.  Our leaders offer a unique resource to respond to your needs.  Everyone will have access to trusted senior or mid-level employees who can provide them with personal advice, knowledge, and assistance.  In these days of reduced resources, I strongly recommend that you take full advantage of the experience, advice, and judgment of our senior employees.  

While some individuals seek informal mentoring relationships, which is perfectly okay and encouraged, the FacTS survey indicated that many of you may feel uneasy in approaching mentors and would prefer LANTDIV reach out to you.  There is some basic mentoring that is expected of supervisors, integral to their supervisory role, in supporting your career with NAVFAC.  However, a supervisor’s primary role is coaching while a mentor’s primary role is serving your career goals and objectives.  To serve you best and to provide the highest quality mentors, all individuals who serve as mentors will require formal training. 

I strongly encourage you to take advantage of what mentoring offers you in your professional career.  The opportunity to consult with an experienced employee, often in another functional area, offers insight into the dynamics of the organization, allows you to see a broader/different perspective, and will significantly accelerate your knowledge and development.  

Mentoring at Atlantic Division is:

· A critical part of the organizational culture that we desire

· Strongly encouraged/supported by your leadership

· An elective opportunity for every employee 

· Not a substitution for the Supervisor’s basic mentoring/coaching responsibilities

· Often and may be performed by someone outside your chain of command

· Not loaded with administrative dictates and reporting requirements

Mentoring Benefits

The majority of people who have successfully met or exceeded their personal and professional goals cite mentoring as a major contributor to their success.  Mentoring is not just about getting “pulled up” or about getting a senior management position.  Mentoring is having a seasoned sounding board for sage advice, it is moving laterally in the organization, it is finding targeted developmental assignments that meet personal goals and aspirations, it is avoiding pitfalls/failure, it is increasing visibility and self-confidence, it is setting stretch goals, and it is spending less time in the wrong position.  Mentors provide the benefit of experience (both successes and mistakes) with personalized guidance that can provide valuable insight for both major and routine career decisions.

The employee is not the only benefactor in a mentoring relationship.  Organizations greatly benefit through increased commitment and less turnover, more engaged employees, increased productivity, right-fitting, improved information/communications flow across organization boundaries and levels, strategic management development, more effective succession management, and cost effective employee development. 

Mentoring Principles and Concepts

· Our goal is high quality mentoring.  All selected mentors will receive formal mentor training within six months of placement on the directory.  To ensure the highest quality training, mentors should focus on no more than four mentees (occasional exceptions based on workload, overlaps, mentee’s needs, etc.)

· We strongly encourage employees to take advantage of the opportunity to establish a formal mentor relationship, as well as to pursue informal mentoring, as needed.  We recognize that is often in the best interest of the employee and the organization to establish formal mentors outside their chain of command to provide a broader perspective.

· Employees that seek formal mentors should have equal opportunity to establish a relationship with a desired mentor at any time in their career. 

· The Command will not dictate maximum or minimum time periods for mentorships.  As each person has different needs and expectations, durations will vary.  The duration of mentorships should be established during discussions and should be set per the needs of the mentee and the mentor.

· Mentorships should be established with an understanding of time involved and its impact on work responsibilities. 

· The Command will not dictate reporting or status requirements for mentorships.  Any reporting is solely at the discretion of the mentor’s or the mentee’s needs or desires.  

· Employees that desire formal mentors but are not sure who might best serve their needs can seek advice from the intranet directory, supervisors, co-workers or the FM1 office.  

· Supervisors and Community Managers play an important, but more limited role in mentoring.  To this end, we will ensure all managers and supervisors receive refresher training on the Command’s expectations of their responsibilities to their employees.

· To improve the mentoring process and assess its benefits, the FM1 or SBO office, may request some type of anonymous feedback.  The exact nature and timing of this feedback will be established as the process matures.

· The mentorship relationship is considered confidential unless, by mutual agreement, the parties desire to bring others into the process. 

