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Mentorship i1s a purposeful, conscious, and voluntary Provide professional and collegial support for new social PHASE |- DEVELOPMENT Straw poll (solicited overall interest) Number of Participants (April 2016-February 2019) Expand the program beyond new staff to develop
relationship. The American Case Management work staff. another tier for specialized mentorship in the
Association defines mentoring as, “a developmental, department (connect staff with peers who have
caring and helping relationship where one person Developed Mentorship Taskforce Pre and post satisfaction evaluation (Likert scale format) “Liked that we 33 mentees niche expertise).

: : : : “Liked that we _ .
invests time, know-how, and effort in enhancing talked about how Integrate the program to include social workers

t A~ ' had similar '
another person’s growth, knowledge and skills, and Develop skills to respond to the diverse needs of the Staff Interest Survey Open ended participant feedback gauging program success SR EEnEE" th::gigzr:z:ial /- committee members throughout the organization.

L : : : : . . worker” 1CI
responds to critical needs in the life of that person organization. Review of the Literature /3 total participants Implement statistical analysis of data collected

in ways that prepare the individual for greater . . . - : : P ; <tical
sroductivity or achievement in the future.” (1) Encourage leadership and high levels of protessional Specific Research Mentorship Program Models Reviewed Introduction 12-Week e Liaison Concluding “Practiced self- “an overall tt was on the pre and post surveys to measure statistica
quality in staff. Luncheon Program pestine: Support Ceremony care, gave me great personal, yet significant change.

e |In 2015 the Section of Social Work identified a need Developed Program Structure ideas to grow” experience” professional"

for re-development of a mentorship program based Increase staft satisfaction. . New Staff Recruited Limitations

on the needs of a growing and diverse department. Support social work retention.

The intent of the mentorship program was to Program Mentor Role Defined (not supervision) |
| P PrOg W Increase identification with the social work profession. Length of time of program (extend from 12 to 16 weeks)

engage socia lworkers new to the institution and Length of Commitment (12 weeks) SatiSfaCtion Time constraints due to busy schedules between participants
to the profession of social work. The goals were to

erease retention and satisfactiqn by providing an Frequency of Contact (6 meetings) Mentors Mentees Fantastic o Proximal challenges between participants (different campuses) References
opportunity to connect to others in the Section. Role of Liasion - Support o W aca “Able to shadow” Did not develop a plan to measure attrition and retention rates

grow as a

A task force was developed to create an internal SRS aNE] “Connectedness” - . L - .eMERGing Leaders Mayo Employee Resource Group — RST.
P _ _ and feel more “Fulfilling” Did not complete statistical analysis of data Mentorship. (n.d.). Retrieved February 21, 2019, from

: e ' connected”
social work specific mentorship program. l | | Ongoing recruitment of mentors http://intranet.mayo.edu/charlie/emerging-leaders-merg-rst/
resource-library/mentorship/

|dentified Mentorship Need Interest survey (enlisted commitment to program) 33 mentors
ldentify and reinforce professional talents, knowledge, and
experiences.

Analyze staff retention and attrition rates.

Query participants continued connectedness post
program.

The shared vision for the mentorship program was

' ' esmw\\/ith the Secti f Social : :
o crete andprptuate an pencillre wher suia PHASE : STAFF ENGAGEMENT N Tt o Sup 3 o
staff could seek guidance in assessing their own uliding E it Strone S b cocial Work Leadershi | | e \Vithin the Instituition . Narrative Review of Mentoring Programs in Social Work. Am J
professional needs, provide opportunities to discuss Relationships Development of ISt strong Support from >ocial Work Leadership Conclusions Hosp Palliat Care. 2018 Mar; 35(3):523-531

jo.b related c_hallenges, deepen their identification and Networks Leadership Skills Motivational Mentorship Presentation (Institution Expert) | | _Ensher, E. A., Murphy, S. E. (Google Books 2005). Power
with the social work profession, and adapt to the - - o - ! Participation in the program contributed to a sense of overall job Mentoring: How Successful Mentors and Protégés Get the Most

: : ) I Pre-Surve Post-Surve Pre-Surve Post-Surve _ , . . :
large and varied culture of the organization. Recruited Volunteers (Mentors/Mentees) Y Y d Y " ) satisfaction for the mentors and mentees Out of Their Relationships
“Able to be a

. i : . . . American Psychological Association. (2006). Introduction
It was hypothesized that through a close and Mentor/Mentees Profiles Completed. good listener Contributed to a culture of openness and learning s Mentorin; A Gfde t0r Mentors and Mentees. Presidential

: and provide
purposeful connection between the mentor and support” Provided sUbDort in a relaxed setting that enhanced identification Task Force, Centering on Mentoring. [PDF file]. Retrieved from
mentee both would grow In their appreciation of this l PP & https://www.apa.org/education/grad/intro-mentoring. pdf

. . . . I and discussion of professional strengths
experience and this would enhance their overall job ConnECtlons P & .Shea, Gordon F. (1994) Mentoring: Helping Employees Reach
satisfaction. Promoted solidarity and identification with the social work profession Their Full Potential. New York, NY: American Management

rot N PHASE Ill: PROGRAM IMPLEMENTATION Mentors Mentees Association

A review of the literature showed a variety of “Enjoyed the Encouraged ongoing collaboration between social workers by .Arnold, N.. Bakhai, D.. Dennis. P.. Evans, D.. LaFleur, A.

. . . Growth : : . . . . . .
mentorship models, but few medical social work Introduction Luncheon with Mentor/Mentees | | freedom of expanding their connections outside their specific work groups (2016) STSW Mentoring Training Program. Presentation at
personalizing the Society of Transplant Center Social Workers Conference

specific models. (2) Mentor programs were found ‘ Mentorship Informational Packet Provided | / - el Improved and empowered social workers to build connections within

throughout organizations that included business, . Professional Mentoring — National Association of Social

academic, and health care fields to include nursing Participants Completed Pre-Program Survey - N e Section of a growing department Workers https://www.naswma.org/page/219

and physicians with disease-specific models. The Match Mentees According to Preferences . . Social Work Provided opportunities for career and personal growth .Chopra, V., Edelson, D., Saint, S. (2016) Mentorship
literature shows mentorship programs can be . em\\/ithin the Institution | o Malpractice. JAMA, 315(14), 1453-1454. https://doi.org/
helpful to an organization in retaining committed Committee Liasion Support . | / “Program Reduced a sense of isolation in the department 10.1001/jama.2015.18884

: : : guidelines _ . . | | | | . . . -
employees, helping them succeed in their careers, very helpful” Personal satisfaction associated with sharing expertise with another "\Ifl'aﬁ’ag"F?'eCSOReriggrESZ;g:;hhie '\If'ee;rtr?irr:”gasglgte'sglsoh'2ent
and ultimately helping the organization succeed. (3) “ " P 8 prnent.
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Post Program Survey and Participant Feedback

Concluding Ceremony | Pre-Survey Post-Survey | Pre-Survey Post-Survey Renewed energy for their JOb on a day-to-day basis
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