Mentorship that Matters

Structure & Institutional Support

C (OmcC

CLEAR
COMPATABILITY EXPECTATIONS COACHING

TARA OWENS ANTONIPILLAI, JD, MAPP
TARA@CULTIVATE.CENTER
WWW.CULTIVATE.CENTER

Lu.LL.L V Al C e

JORDANA CONFINO, JD
JORDANA@IJORDANACONFINO.COM
WWW.JORDANACONFINO.COM



https://www.linkedin.com/in/tara-antonipillai/
https://www.linkedin.com/in/jordanaconfino/
mailto://tara@cultivate.center
http://www.cultivate.center/
mailto://jordana@jordanaconfino.com
http://www.jordanaconfino.com/

Mentorship that Matters

Example ol Mentorship Program Description and Best
Practices irom JHU

e “The university solicits mentor candidate nominations
from directors or managers, specifying that candidates
must have a consistent track record of strong informal
mentoring. Which mid-level to senior employees do new
hires naturally gravitate to for advice and counsel? Who
do junior employees consider to be the most generous,
caring, and “safe” mentors of the moment? Which of
these have the highest EQ, the best communication
skills, and a track record for sponsoring rising stars to
success? (Not sure who these folks are? Ask your junior
employees.)

e Acommittee selects some of the best candidates from
each division or department. For six months this cohort
meets routinely for high-level mentor skill-building
workshops and case discussions interspersed with
lunches featuring consultation with subject matter
experts, visits from senior leaders reinforcing the
organization’'s commitment to a mentoring culture, and
discussions about leveraging mentoring to accelerate
diversity, equity, and inclusion.

e Following this training, Master Mentor certificates are
issued — and noted in each graduate’s personnel file —
and these mentors now deliberately take on a greater
share of the mentoring load in their workplaces.

e Each year a new cohort of mentors is selected and
trained, gradually permeating the organization with
outstanding mentors.”



