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Mission:  One mission of the South Dakota Federal Women’s Program Advisory Committee is to develop, oversee, review and provide program maintenance for a successful South Dakota mentoring program.

Vision:  Diverse and successful mentoring partnerships that provide a connection to experience, knowledge, trust, diversity, and improved personal and professional work environments.
Introduction
While mentoring is not a formal program per se, we endorse the concept of open communication.  Employees are encouraged to contact whoever they feel might better help them.  Mentoring is available to provide NRCS employees a greater opportunity to achieve their career goals within the agency.  All disciplines and grade levels are encouraged to participate as both mentors and mentees.  Successful mentoring relationships can occur between people of different genders, ethnic backgrounds, religions, and physical capabilities.  The mentoring program is authorized by Title 360 General Manual, Part 403 Subpart J – National Mentoring Policy.
Following are excerpts on the mentoring relationship compiled and researched by NRCS.

The Mentoring Relationship:  In the broadest sense, a mentor relationship is a relationship that enhances career development.  Recently, a great deal of attention has focused on this relationship in both government and the private sector.  Derived from Greek mythology, the term "mentor" implies a relationship between a young adult and an older, more experienced adult that helps the younger individual learn to navigate in the adult world and the world of work.  A mentor supports, guides, grows, develops, and contributes.  Mentor relationships generally involve, but are not limited to, a younger and an older adult.  With the number of middle-aged adults reentering the working world, it is conceivable that a significant number of mentoring relationships could involve a young adult in the role as mentor.

The Federal Women’s Program Advisory Committee (FWPAC) in South Dakota recognizes a need to maintain a mentoring program that is acceptable to everyone.  From leadership to the field personnel, everyone must be committed to the program for it to succeed.   
Framework (program at a glance)

The program involves identifying volunteer mentors and targets Career Interns, Student Career Experience trainees (SCEP), new career conditional employees, and others in the early years of their career.   However, the mentoring program is available to ALL employees.  The MST (Management Steering Team) informs/promotes the Mentor Program with a transmittal letter requesting those individuals willing to serve as volunteer mentors to submit their name to the FWPAC.  The FWPAC, in turn, develops a list of people willing to serve as mentors, researches and outlines training available for mentors, develops educational material regarding the program, and aids in promoting the program. The FWPAC submits the names of those volunteering to be a mentor to the MST for approval. 

The Mentor Program is promoted with a fact sheet and a list of those who have volunteered to be a mentor.  The FWPAC recognizes that mentors can also be people that are not on the list and they can come from another state or be outside of NRCS.  The Mentor Program can be promoted at area meetings, all-employees meetings, new employee orientation, and by personal contact.

New Career Interns will be placed with a mentor as required by the Career Intern Program.  All other new employees will be contacted by a member of the FWPAC to see if they are interested in being placed into a mentoring relationship.  All new employees will be provided a list of mentors and mentoring program guidance in their information packet during new employee orientation.  Employees who volunteer to be a mentor need to notify their supervisor of their involvement in the mentoring program; and the supervisor needs to approve of the employee's request to list their name on the list of potential mentors.  Mentoring can take place at any time (government or personal) and there will be no set time frame for the mentoring process.  If after 6 months the employee/mentor relationship is unsuccessful, the employee may contact their FWPAC area contact to get paired with another mentor.  It is strongly recommended that mentors only have one mentee.  It is also the mentor's discretion as to how long they mentor an employee; however, the mentoring relationship for those employees under the Career Intern program is a two year commitment.  

The FWPAC will:

· Implement, evaluate, and modify the mentor program.

· Develop a list of volunteers to serve as mentors, upon solicitation by the MST.

· Promote the mentor program.

· Research available training for employees to be mentors.

· Develop an information/fact sheet on mentor’s, supervisor’s, and employee’s

 responsibilities/duties.

Responsibilities of mentor:

· Be willing to commit time and be dedicated to the mentoring relationship.

· Must have the ability to build a strong and effective relationship based on honesty, trust, and sincerity.

· Be able to direct an employee to information relating to career opportunities, personal development, and upward mobility.

· Identify additional training beneficial for employee outside core courses.

· Must be willing to take time to know the individual being mentored including cultural values.

· Communicate freely, honestly, and confidentially with employee.

· Be a good and unbiased listener without passing judgment.

· Be knowledgeable of organizational structure and policies of NRCS and USDA.

· Boost self-esteem by believing in the employee but be willing to recognize and point out when employee makes a mistake.

· Should only make suggestions and not force their own ideologies.

· Does not replace the role of the supervisor and encourages the employee to work with      their supervisor in achieving their goals.

Responsibilities of employee:

· Be willing to commit time and be dedicated to the mentoring relationship.

· Needs to assign priorities for needs and mentoring expectations.

· Be open and receptive to suggestions, advice, and guidance.

· Has to keep the mentor(s) informed of changes in needs, expectations, or career goals.

· Be honest and up front with mentor.

· Must accept the reality that needs and expectations change as one grows and advances in the organization and it may be necessary to change mentors.

· Be willing to ask questions, so a clear understanding can be reached.

· Accept decisions made and consequences of their own decisions (should not 

 blame mentor).

· Respect that all decisions and the consequences of those decisions are the sole responsibility of the employee, not the mentor. 

· Don’t look for your mentor to be your advocate but utilize them as a career counselor.

· Not expect the program to serve as a means for promotion, although this program can provide career enhancement opportunities.

Responsibilities of supervisor:

· Supports and promotes mentoring program and should not violate or pry into the confidentiality of the employee-mentor relationship.

· Understand that employee can contact mentor directly without supervisor’s approval.

· Needs to ensure a training plan and an employee development plan is completed and maintained annually.

· Encourage employee and respect the employee’s decisions.

· Concentrate on building a strong and productive relationship with the employee and not confuse the roles of work supervisor and mentor.

Program Review
Most successful people will admit that in their life, they have had someone who has taken time to help them, offering guidance and concern.  Whether or not the relationship was identified as mentor-mentee, it certainly functioned that way. 
The Federal Women's Program Advisory Committee, in conjunction with NRCS in South Dakota, developed an informal Mentor Program.  The following information addresses some basic guidelines of the Mentor Program.  These guidelines will hopefully answer some questions you may have, and will show how the mentor program will assist NRCS employees with career development, job enrichment, and improve communications.  It is also designed to improve workforce diversity goals of retention and advancement, while improving the work environment for all. 

Basic Principles of the Mentor Program

· It is voluntary. 

· It is open to all NRCS employees (Conservation district employees are also invited to participate)

· Confidentiality is essential.

· It is flexible, with minimal structure.  It provides both mentors and mentees the opportunity to be paired with someone whom they feel comfortable while sharing their interests and career path. 

· No time limit on the relationship. 

· No restrictions on the number of mentees a mentor may have.  Due to workload and time limitations it is recommended that mentors limit themselves to one mentee.

· Supervisor's awareness of your participation in the program.

· FWPAC members will initiate the pairing process.

· Once paired the mentor will contact the mentee to outline mentee expectations.

Benefits of the Mentor Program

The lines of communication are expanded.  It allows the mentee to gain insight from the mentors' experiences relating to technical job knowledge and the way NRCS conducts business in administrative matters.  This will help the mentee gain self-confidence and meet their career goals.  The mentor gains the satisfaction of sharing experience and knowing they are helping another individual.  The mentor also gains a new perspective on agency matters from the mentee, augmenting their listening and communication skills. 
Skills of a Mentor

Above all, the successful mentor must be a good listener.  The mentor must also be sensitive to civil rights and the objectives of diversity.  A mentor realizes that it is not appropriate to make decisions for the mentee, or become involved on behalf of the mentee.
Mentor and Mentee Correspondence/Contacts

The distance between people should not hinder a relationship between mentor and mentee.  It is important to have common career paths and interests.  Contacts can be made by phone or e-mail.  Opportunities for face-to-face meetings may also be available as schedules allow.  A list of volunteer mentors is available upon request to the FWPAC.  It is the involvement and cooperation of everyone within the NRCS that will make the Mentor Program successful for all!

Helpful Hints

In the broadest sense, a mentor relationship is a relationship that enhances career development.  A mentor supports, guides, grows, develops, and contributes.

Communication Skills

· Ask productive questions, open-ended versus close-ended.

· Listen actively, picking up the emotional meaning between words.

· Overcome the awe factor, believing that “there are important people…and then there are the rest of us” can create a self-defeating and self-fulfilling prophecy.

· Take the initiative to resolve differences, develop approaches that are neutral rather than blaming.

· Capture the substance of your mentor program.  Take time to record information in a journal after each meeting.

· Process your mentoring experience.  What will you do to retain and use what you learn?

Mentoring is NOT

· A replacement for the Employee Assistance Program (AEP), Civil Rights Program, Career Counseling or other personnel programs.

· Special treatment, preferential promotion or sponsorship.
· Top-down, driven by the mentor.  The partnership is driven by the needs of the mentee and the mentee makes the decisions.
Mentor Obstacles

· Insufficient time.

· Mentor expects too much to soon.
· Supervisor feels excluded.

· Hidden agendas.

· Mentee’s inappropriate actions.

· Lack of fun and enjoyment in the process.

Mentee Obstacles

· Expects career advancement too quickly.

· Oversteps relationship boundaries, expects mentor to take action that is inappropriate.

· Mentor falls out of favor.

· Mentee doesn’t take initiative to focus on goals/objectives.

· Jealousy of mentor staff member(s) or other mentees.

· Expects mentor to “walk on water”.

How to Get Involved 

GETTING STARTED:
To find out more information on the Mentor Program contact the FWPAC area representative as indicated on the attached “Mentor Map”.  They can work with you to become a mentor or mentee.  The “Mentor List” is also attached to provide you with an idea of the scope of the program and the variety of disciplines and individuals involved.  This program has been developed to be a personal benefit to you as an employee and to help the mentee and mentor both grow as they progress through their careers.
EXCUSES NOT GETTING INVOLVED AS A MENTOR: 
TIME CONTRAINTS: I wish I could help but I'm feeling swamped and don't have time to mentor anyone.

IS ALREADY OVER COMMITTED: I wish I could say yes, but I'm already talking to lots of folks about work issues.  I won't have time or energy to mentor someone right now or be a mentee.
MAKING TIME:

ALLAY CONCERNS: It won’t take up a lot of your time. It may often help you focus and become more effective in what you do and where you are going.

EXPRESS THANKS: Appreciate any time you can possibly spare and put into a mutually beneficial process. Talk with your supervisor about the details.  Maybe a little time invested will provide lots of extra time down the road by assisting in overall career goals and planning. 
Federal Women's Program Advisory Committee Members

Deanna Balster

FWPAC Vice-Chair
SC, Hot Springs FO

341 South Chicago Street

Hot Springs, SD 57747-2323

Phone:  605-745-5716

Fax:  605-745-4353

Tanse Herrmann

SC, Sturgis FO

2202 West Main Street

Sturgis, SD 57785-1338

Phone: 605-347-4952

Fax: 605-347-3016

Mary Lou Lacey

FWPAC Secretary

SC, Sioux Falls FO

2408 East Benson Road

Sioux Falls, SD 57104-7018

Phone:  605-330-4515

Fax:  605-330-4517

Jessica Michalski

DC, Hayti FO

300 Highway 21 

Hayti, SD 57241-0165

Phone:  605-783-3642

Fax:  605-783-3412

Denise Miller

GIS, Rapid City FSO

1530 Samco Road, Suite 4

Rapid City, SD 57702-8007

Phone:  605-343-1643

Fax:  605-343-6310

Heidi Rients

SC, Plankinton FO

206 North Main Street

P.O. Box 277

Plankinton, SD 57368-0277

Phone:  605-942-7719

Fax:  605-942-7250

Cindy Steele

EE, Huron SO

Federal Bldg., Room 203

200 Fourth St. SW

Huron, SD 57350-2475

Phone:  605-352-1244

Fax:  605-352-1261

Laura Stern

Women’s Program Manager

AE, Brookings FSO

520 Third Ave.; P.O. Box 626

Brookings, SD 57006-0626

Phone:  605-692-2344

Fax:  605-697-5374

Stacy Turgeon

CA, Chamberlain FO

200 South Paul Gust Road, Suite 111

Chamberlain, SD 57325

Phone:  605-734-5413

Fax:  605-734-5611

Pat Crotty

Advisory Member

HRM, Huron SO

Federal Bldg., Room 203

200 Fourth St. SW

Huron, SD 57350-2475

Phone:  605-352-1224

Fax:  605-352-1288

Tony Doxtater

Advisory Member

SAO, Huron SO

Federal Bldg., Room 203

200 Fourth St. SW

Huron, SD 57350-2475

Phone:  605-352-1210

Fax:  605-352-1288

Janet L. Oertly

State Conservationist

Federal Bldg., Room 203

200 Fourth St. SW

Huron, SD 57350-2475

Phone:  605-352-1201

Fax:  605-352-1288

References

South Dakota NRCS Federal Women’s Program web information:

http://www.sd.nrcs.usda.gov/about/FWP.html
From the South Dakota Federal Women’s Program web page there is a link to the National Federal Women’s Program page.
As part of the mentoring process it is good to keep in mind the information provided in the South Dakota Career Development Guide.

There is also a non-federal E-mentoring network for women in engineering and science that may provide useful information or opportunities.
http://www.mentornet.net/
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