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Mentoring

What is it? 	Mentoring is a skills transfer process which allows for individuals and organisations to develop their personal and collective organisational skills through a variety of relationships.  Mentoring can assist by value-adding to individual skill sets and organisational development. There are three main types of mentoring relationships:  

	Traditional manager-employee: A relationship between a manager and his/her employee. It is specific to the organisation and the position and is focused on enhancing work performance and possible promotion for the employee.

	Career skill-focussed: Tends to be a short term relationship that may involve several different “mentors”.  A focus on the specific career skill required at the time and a look at the employee’s career goals (mentoree).  This may be acquired external to the organisation (mentor).

	Organisation - focussed: Organisations may also seek a mentoring arrangement either from one individual with particular expertise to suit the skill required at the time, or another organisation which has a similar set of requirements but has the experience and skills that can be shared with an organisation seeking assistance.

Definitions	A mentor is the individual who provides the advice, support and skills transfer.

	A mentoree is the individual or organisation receiving the advice, support and skills transfer from the mentor.  

	Induction is a process used to introduce an employee into the workplace, work environment, work practices, organisational goals and the expected job requirements. 

	Skills transfer is the process of exchanging skills which can lead to increasing the level of knowledge and skill competency capacity of employees through mentoring, training or skills application/ practice.



Benefits of mentoring

For the individual:
·	Promotes a much more personalised means of skills transfer than traditional training. It is based around a close relationship between the mentor and mentoree.
·	Enables specialised skills to be sustained well after training as the employee practises what has been learned in training and can draw on the mentor to further ground those learnings.
·	Assists with problem solving and decision making.
·	Provides a more positive work environment as it can help staff feel included and valued, thereby promoting job satisfaction.

For the organisation:
Supports the induction process where the new employee is the mentoree and retention where the mentoree is an employee that has been with the organisation for some time.
	Supports the development of effective individual working relationships, therefore creating a significant benefit for the organisation. 
Improves communication within the organisation and promotes knowledge and skills transfer.


Focus of knowledge/skills transfer in mentoring 

Service delivery and operations
Mentoring can be appropriate for specific skills required to perform particular service delivery or operational roles within the organisation. This type of mentoring would require a one-on-one mentoring arrangement which would focus on:
	specific job requirements
	broad “professional” frameworks
	troubleshooting
	reviewing work practices
	increasing efficiency in work performance
	motivation to achievement of goals
	debriefing mechanisms
	professional supervision.


Governance, including financial management
Mentoring can add value to available governance training initiatives and resources. It can provide more timely and responsive support to both employees and Management Committee members for issues as they arise around specific business tasks such as the development of a strategic plan. This support may be provided internally or externally to the organisation.
	Financial management is one example where knowledge and skills can be supported through a mentoring arrangement.  Financial management includes: budgeting and cash flow forecasting, accurate accounting for the daily operation of the organisation, and financial reporting, both to the management committee and funding bodies.  As financial management should be the responsibility of the Management Committee (as opposed to a bookkeeper or Treasurer) responsibility, everyone on the Management Committee and on the staff should understand how to read and interpret financial reports.  A good mentoring system model could provide extra skills transfer and support for:
	the bookkeeper, who records the day to day transactions and provide financial reports to the Management Committee and government agencies 

the Manager, who is responsible for managing the organisation’s activities, including its financial activities, on a day-to-day basis
the Management Committee, especially (but not solely) the Treasurer as to how to interpret and report on financial reports.




