
Audio and Handout Instructions 
New Manager Training Mentoring and IDP Kickoff 

• If connecting to Lync audio by phone, mute the microphone and speaker icons: 

Phone: 1-855-767-1051 
Conference ID: 82525317 

• If connecting to Lync audio by headset, mute ONLY the microphone icon in 
Lync: 

 
 

Handouts:  
Please click the “paperclip” 
icon to download any 
attachments. 

Troubleshooting/Problems: 
Double Click the following names in the 
Participants Box to enter a “Private 
Chat” 
Lamoyd Figures or Terry Brown 
  

Presenter
Presentation Notes
Lamoyd Figures



New Manager Training 

Mentoring and Individual Development Plan 
(IDP)  “Kick Off” 
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Hello VR&E New Manager Mentors and Mentees. Today I/we will be “kicking-off” our New Manager Training Mentoring Session. My name is _____________________ and __________________. 

The purpose of this Kick Off LiveMeeting is to inform you, the Mentor and Mentee of his/her roles and responsibilities regarding building and nurturing this working relationship to where both parties feel rewarded from this experience. 

This is a 12 month Mentoring Program, so it is vital that both individuals are committed to this partnership. The overall purpose of this program is to pair the New VR&E Managers with an experienced VREO/AVREO, so they can assist the new managers in navigating this new responsibility and transition. You just don’t give a person, a football and tell him/her to score a touchdown. You first teach the skills and physical conditioning exercises to prepare that person for success. This is the purpose of New Manager Training  and the Mentoring Program. Its focus is to provide the mentee with a personalized guide or advocate to assist you towards success in your new job. 

It is expected that the Mentor will be available to the Mentee as a teacher, guide, counselor and challenger. On the other hand, the Mentee must be a learner, planner, communicator, and driver. These role expectations will be explained further throughout this presentation. 








Lamoyd Figures 
VR&E Training Specialist 

Orlando, FL 
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Presenters 

Terry Brown 
VR&E Training Specialist 

Washington, DC 
 

Presenter
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Objective(s) 

• Identify the purpose and expectations of 
the VR&E New Manager Mentors and 
Mentees 
 

• Identify the roles and responsibilities of 
VR&E New Manager Mentors/Mentees 
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The objectives for this Kick Off session are to: 
Identify the purpose and expectations of the VR&E New Manager Mentors and Mentees
Identify the roles and responsibilities of VR&E New Manager Mentors/Mentees



Success Triangle 

 

5 

Expertise 

Success 

Presenter
Presentation Notes
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Questions: 
What does success look like in today’s workplace? 
What behaviors and skills build credibility?
What behaviors and skills destroy it? 
*These are questions that you are going to look at both globally and individually and be able to answer with the help of your mentor.

At one time or another we have looked at persons who are high achievers and have tried to identify the qualities and characteristics that make them successful. And contrarily, we also try to see the traits in others that appear to hinder their advancement. 

So what type of characteristics/qualities that make them successful? 
Examples: 
	1. believe in themselves and in their abilities
	2. positive thinkers
	3. recognize their strengths and talents
	4. take action-goals driven
	5. sense of purpose and understanding
	6. recognize that others have the same abilities

Successful people tend to have 3 things in common: 
They are recognized and appreciated for their technical expertise
Expertise: Specialized knowledge or skills. The knowledge and experience you bring to the job that distinguishes you in the workplace. This is where you ask yourself: 
-What specialized knowledge sets you apart? 
-What are your strengths and limitations within your field or expertise? 
-What is your current level of name recognition within your field? (what are you known for?)

2. They possess good relationship skills
Building Relationships: the ability to work effectively with others: good interpersonal skills set the successful apart from the unsuccessful. People often get hired because of expertise and fired because they do not know how to get along with other or work as a team. Your job depends on how effective you are at establishing and building trusting relationships. 

3. They understand how to navigate the organization’s formal and informal structures. 
Navigating the Organization: Taking responsibility to understand the organization, its culture and values. An organizations culture is often describe as the way we do things around here. Organizational culture can be vague and quite often taken for granted. Until employees learn the unwritten rules, they are not always recognized as true members of the team. 

With the help of a mentor, the mentee can develop and balance the skills necessary for success. 




Mentoring-Importance 
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Massive Change Employee Retention 

Technological Advancements Aging Workforce 

Presenter
Presentation Notes
Terry Brown
Many organizations, including the VA are realizing the value of mentoring and are investing time, money and resources into facilitating successful developmental relationships. 

In today’s organizations, why do you think mentoring is making a comeback? 
Simply put, it is a valuable, cost effective tool for developing people.

Four factors have led to a mentoring resurgence in the 21st century.

Massive Change
Offers employees valuable insight and continuity in a changing work environment
Helps mentors and mentees deal effectively with change and transition
Provides exposure to a new way of thinking
Presents employees with a broader perspective of the organizations mission and future
Increases the self-confidence needed to take on higher level tasks and responsibilities

Employee Retention
Strengthens the connection between employee development and organizational effectiveness
Positions employees with the necessary skills for long term employability
Increases organizational  commitment
Attracts and retains a high performing and diverse workforce. 

Technological Advancements
Builds trust that may have been lost as a result of new technology
Improves organizational communication
Reaffirms the value of building effective relationships

An Aging Workforce
Preserves corporate knowledge
Cultivates the next generation of leaders
Accelerates traditional approaches to leadership and employee development
Attracts and retains talented employees
Offers seasoned employees an opportunity to pass along their legacy
Issues with an aging workforce have become more prevalent in VR&E over the last few years as demonstrated by the recent number of new managers hired.

The Department of Veterans Affairs has a long tradition in mentoring through it’s leadership training programs, as well as within regional offices and business lines. 



Successful Mentoring Partnerships 

• Common Goals 
• Realistic Expectations 
• Commitment 
• Mutual Trust 
• Respect for Differences 
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Successful mentoring relationships depend on common goals and expectations, a strong commitment to mentoring and mutual respect. The mentor/mentee must address the following factors and decide on a framework that accommodates the needs of both partners. This will be further addressed by your mentor in future meetings. 

Common Goals: mentoring partnerships must clearly understand what they are trying to accomplish together. Mentors will want to take time to understand the long term and short term goals of their mentees. (IDP development will be discussed in July Session of NMT). What influences and motivates them? What do they value? What do they want to become? 

Realistic expectations: People bring different expectations to the mentoring partnership. To guarantee success, it is critical that roles, responsibilities and expectations are clearly defined early in the relationship. What does the mentee need from the mentor? How often will the partnership meet? Who will initiate the meetings? Where will the partnership meet?  What happens if they can’t meet? 

Commitment: Commitment to the mentoring process needs to be strong. This demonstrates value and respect in the process from both parties. This is a good point to set up parameters for each party.

Mutual Trust: Trust will become the foundation of the mentoring relationship. Discussion of trust up front is very important and if issues should arise along the way, they should be discussed as soon as possible so as to not stunt the relationship.

Respect for Differences: As with any relationship, differences can be a positive attribute and can actually be an avenue to explore for development of new techniques and taking risks.





Mentor’s Role 

• Teacher 
 

• Guide 
 

• Counselor 
 

• Challenger 
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Question: What is a mentor? 

A mentor is someone who offers his or her wisdom of past experience to help another enhance or advance their career. They draw from an extensive and sometimes varied background that is rich with organizational knowledge and lessons learned. Mentors take their responsibility seriously and possess a high standard of ethics in regards to respect, trust and confidentiality. 

Now let’s discuss some of the mentors roles
Teacher: a mentor helps the mentee to assess his/her career goals and outline plans to achieve them. In this role the mentor takes the time to understand where the mentee is coming from, what he/she values and what he/she hopes to achieve. 
The teacher will suggest developmental opportunities that give the mentee a chance to stretch outside his/her comfort zone, leverage skills, and build confidence in his/her unique abilities. 

Guide: as a guide the mentor helps the mentee navigate the political workings of the organization. The guide’s role is to share the “big picture”  (i.e. where the organization is going and why the mentees work is important). The mentor will also get actively involved in expanding the mentees network and challenge him/her to develop relationships with key players at higher levels. The guide will openly discuss unwritten rules and strategies for avoiding common pitfalls. 

Counselor: The mentor as a counselor fosters learning through self-discovery by encouraging the mentee to think for himself and to draw his/her own conclusions. A mentor is not a problem solver; he/she is most helpful when he/she teaches a mentee how to trust his own abilities and tap into his/her own inner wisdom. This is the old adage, “give a man a fish and you feed him for a day; teach a man to fish and you feed him for a lifetime” describes the goal of the counselor mentor.

Challenger: the mentor as a challenger helps the mentee uncover blind spots in his/her behavior and performance. The mentor provides developmental feedback on his/her strengths as well his/her weaknesses. In essence, the mentor in this role will hold up a mirror and allow the mentee to she how his/her actions impact others and ultimately his/herself. 



Mentee’s Role 

• Learner 
 

• Planner 
 

• Communicator 
 

• Driver 
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What is a mentee? 

A mentee is someone who has made a commitment of time and energy to learn from a mentor’s wisdom of experience.  
Remember, diligence, serious application and effort will produce great benefits; however, those who lack passion for learning or put forth very little effort will find that they will not benefit from the opportunities afforded to them. 

Mentees usually have the 4 main roles: 
Learner: the learner continuously looks for opportunities to grow and develop. This often involves asking for feedback, reflection on experiences (successes and setbacks) and developing new skills and abilities. 

Planner: as a planner the mentee maintains a clear sense of where he/she is going and tracks and evaluates progress along the way. The planner comes to mentoring meetings prepared with a concise outline of mentoring topics and issues to be discussed with his /her mentor. 

Communicator: as a communicator the mentee openly discuss goals, challenges and concerns with the mentor. He/she keeps the supervisor informed of his/her progress in the mentoring program. The mentee must feel free to verbally express what is working and what is not working with the mentoring relationship. 

Driver: in the driver role, which was also discussed during the last New Manager Training, the mentor maintains momentum in the learning process by initiating and following through on mentoring meetings and commitments. This usually is displayed by the following behaviors: being relentless in pursuing career and mentoring goals, attending scheduled mentoring meetings, following through on developmental activities and time commitments, and asking for help. 



Overall Benefits 
• Mentee 

– Diminished isolation 
– Faster learning curve 
– Increased commitment 
– Personal growth 
– Greater access 
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• Mentor 
– Legacy 

opportunity 
– Enhanced self-

esteem 
– Enhanced 

reputation 
– Increased self-

awareness 
– Revitalized work 

interest 
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Now we will list the overall benefits of the mentoring process: 

For the Mentee the benefits are the following: 
Diminished sense of isolation
New hires and minority groups may feel like outsiders. Mentoring programs can help fold them more completely into the group or larger organization

2. Faster learning curve
New hires tend to learn more about their new environment, and learn it more quickly, from mentors rather than their co-workers

3. Increased commitment to organization
Some employees may experience their connection to an organization as nothing more than a business arrangement. Mentoring relationships can provide a genuine human link to the organization, increasing an employees’ commitment

4. Personal Growth
Mentoring relationships provide new employees with a sense of self confidence and empowerment. Particularly for employees who are new to an organization, or who are assuming a new role within the organization, mentoring relationships can provide the support employees need to transition into their new positions

5. Greater access to influential people
Mentoring relationships often open the lines of communication with a whole network of more experienced people. 

For the Mentor the benefits are the following: 
Opportunity to leave a legacy
Often employees who are looking toward their careers want to know that they have left a mark on the organization. Passing on their organizational  wisdom is one way to do so. 

2. Enhanced self-esteem
For the experienced person within an organization to have the opportunity to be a mentor increases his/her self esteem. The request suggests that you are respected, admired, and noticed within the organization

3. Enhanced reputation
Mentoring can develop a mentor’s reputation as a leader and as an expert with knowledge and wisdom to share, leading to more opportunities for the mentor

4. Increased self-awareness
When mentees call upon the mentors for advice, mentors are forced to re-evaluate/re-examine their own assumptions and behaviors

5. Revitalized interest in work
By mid career, mentors may find themselves performing their job functions on “auto pilot”. By interacting with mentees who are new to the job, mentors often see their job with new eyes. 





VR&E Staff Mentoring Requirement 

• Commitment 
– Flexibility 
– Minimum of one (1) hour per week 
– Or independently scheduled arrangement  

• Forms 
– Mentoring Agreement 
– Confidentiality Agreement 
– Mentoring Checklist 
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In addition to the Mentor/Mentee responsibilities and roles, we would like to mention the re-emphasize the main requirement to make sure that this partnership is a success as it relates to VR&E Service. 

The number one requirement is commitment. In order to be successful we request that the mentors/mentees spend at lease one (1) hour per week consulting with each other. Topics can range from a host of subjects but should be related to VRE Division management or professional development activities. 

Forms
The mentoring agreement form basically indicates when where and how your mentor will be meeting.
The confidentiality agreement form details the confidential terms and clauses of the meetings with your mentor
The mentoring checklist is a guide to assist you and mentor with covering recommended job related tasks and topics. 
Please note: All of the above forms must be signed and completed by you and your mentor. The mentoring agreement form should be submitted to Terry or I by Session 1 Residential Training and the mentoring checklist should be completed by the end of your 12 month official mentoring relationship. 

If at any time you feel as if this relationship is not beneficial, please do not hesitate to contact me or Lamoyd to discuss further options. 

Please understand that the fostering of this relationship is pivotal to the success of the new manger, the division, VR&E Service and ultimately the Veteran/Servicemember. 





Mentoring Topics 
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As stated earlier, topics can range from a host of subjects but should be related to VRE Division management or professional development activities. Some of the topics can include the following: 
IDP-blank copy……..
VR&E Data Report Extrapolation
Political Savvy
Employee Performance Management
Best Practices for reviewing and authorizing Purchase Card statements. 




Let’s Score A “Mentoring” 
Touchdown……. 
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Success 

TMS Information:  

VA 4178613 

VRE New Manager Training: 
Mentoring and Individual 
Development Plan (IDP) 

Presenter
Presentation Notes
Lamoyd Figures
Ok, this has been the official VR&E New Manager Training Mentoring “Kick-off” session. Now that we have provided you all with the roles and benefits of the mentoring process, the journey now begins to scoring a touchdown and make the mentoring experience a successful venture. We are here to assist you and cheer you on along the way. 

According to the email announcement, you have been paired into mentor/mentee partners. Please adhere to the commitment requirement and feel free to contact, me or Terry Brown Training Specialist if you have any questions. My contact telephone number is 407-835-5617 and Terry’s contact telephone number is 202-461-9089 or email me at: lamoyd.figures@va.gov or Terry’s email at terry.brown1@va.gov

To receive credit for this training please log in to TMS and enter the VA TMS # on the slide. Complete the survey that is attached to this learning item and the training should be recorded in your learning history. 

Thank you for your participation and we look forward to your feedback. 





INDIVIDUAL DEVELOPMENT 
PLAN 

 

“Roadmap to  Future”  
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After This Session... You will be able 
to: 

• Describe the value and purpose of an 
IDP  
 

• List the steps necessary to develop an 
IDP 

 
• Discuss strategies for obtaining 

managerial support of your IDP 
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Individual Development Plan  
IS: 

1) Your written plan for professional 
     development 

 

2) Helps you set reasonable goals 
     and assess particular strengths 
     and areas needing development 
 

3) Establishes a plan for development 
     and measures progress towards 
     those goals 

4) Partnership between individual, 
     supervisor and organization 

 



17 17 

Individual Development Plan  

IS NOT: 
1)  A performance appraisal 
 
2)  A binding contract 

 
3)  A guarantee of promotion 
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Why an IDP? 
• Integral component of a professional 

management system 
• Commitment to manage career as an  

asset 
• Supports successful career growth & 

development and career progression 
• Job preparation for the future 
• A plan to mentor & share expertise   



Career Planning Process 
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Steps to Completing an IDP 

1. Review where you are 
2. Consider where you want to go 
3. Plan how to get there 
4. Discuss plan with Mentor 
5. Discuss Plan with Supervisor 
6. Take Action 
7. Monitor       
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4. Develop Goals and Objectives 
Where do I want to go? 

1. Knowledge of Work.  
What is required of me now 
and in the future? 

2. Knowledge of Self. 
What are my strengths and 
weaknesses? 

3. Comparison of Work and Self 
How well do my strengths match with 
the needs of the organization? 

5. Take Action 
What development activities will help 
me achieve my objectives? What is 
the timeline? 

6. Monitor 
How will I determine progress or 
completion? 

Supervisor 
Monitors 

Relate to 
Competencies 



All Employee Competencies 
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Leadership Competencies 
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1. Leading Change
Definition:
Positions the organization for future success by identifying new opportunities, implementing new strategies, and developing and improving products and services. Creates a culture that fosters creativity and applies innovative solutions to drive organizational change. Communicates the mission and values and provides milestones for decision-making and action. 
Foundational Level: 
Identifies new ways of performing work that may increase efficiencies.  
Has the ability to soundly challenge the status quo
Addresses challenges and resistance to implementing change with guidance.
Translates the organization’s vision for the future into actions and provides direction by helping employees understand what is important. 

2. Global Perspective
Definition:
Demonstrates a broad view of the VA’s mission, strategic priorities, and role within the Federal Government and broader community (e.g., healthcare community, public at large). Understands and integrates stakeholder perspectives and takes action to improve delivery of benefits and services to Veterans. 
Foundational Level: 
Keeps abreast of current events and changes in policy and legislation.
Ensures goals and priorities are consistent with the VA Strategic Plan, as well as public interests and needs.
Encourages and supports employee participation in various public service programs targeted at awareness of Veterans and their needs.
Ensures daily work is focused on providing betters services to Veterans and other stakeholders.

3. Results Driven
Definition:
Guides and inspires others to achieve results and improve organizational effectiveness and efficiency. Implements effective control measures. Fosters a climate of reasonable risk taking. 
Foundational Level: 
Identifies potential barriers to achieving results and provides recommendations for overcoming them.
Identifies the potential costs and benefits of taking specific business risks.  
With guidance, measures work quality against established standards.
Fosters accountable to Veterans.

Business Acumen
Definition:
Demonstrates exceptional judgment and applies resource allocation and management skills to optimize business operations and quality of service. 
Foundational Level: 
Prioritizes current HR capital needs to meet organizational priorities.
Applies sound financial and material resources management principles.
Employs technology effectively 
Explores the adoption of alternative technological solutions to improve organizational performance, consistent with strategic priorities.

5.  Leading People
Definition:
Demonstrates commitment to employees and VA. Empowers and trusts others. Builds high-performing teams. Develops the ability of others to perform and contribute to the organization. 
Foundational Proficiency Level: 
Identifies strengths and areas for growth and assists others in setting realistic objectives.
Identifies resources and opportunities for growth and development.
Helps builds high performing, diverse teams.  
Creates and environment that promotes collaboration among team members.

6. Partnering/Building Coalitions
Definition:
Develops networks and builds alliances. Collaborates with stakeholders to better achieve objectives. Finds common ground with a wide range of stakeholders and uses these contacts to build and strengthen internal support bases to better serve Veterans. 
Foundational Level: 
Encourages others to make decisions with all key stakeholders in mind.
Keeps work unit’s stakeholders updated on changes that may affect them.
Builds upon existing and new relationships to achieve organizations goals.
Uses necessary diplomacy when sharing opinions and stating decisions.  
Is politically savvy.
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Determine Goals 

• What Should My Skill Portfolio Look Like? 
 

• Short Term - How can I get the most out of 
this job?  (1-2 Years) 
 

• Longer Term - What skills am I building for 
the future?  (3-5 years) 
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Create a Plan That Works 

• Be specific 
• Benefit the organization 
• Determine personal payoff 
• Measure success 
• Conduct baseline assessment 
• Define resources 
• Establish completion date 
• Conduct periodic reviews 

Obtain Approval!!! 
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Long Term Goals 

• The long term goal(s) should be the 
professional goal(s) you most want to 
achieve in the next one to three years.  
 

• The remainder of the IDP is your 
roadmap to get there. 
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Short Term Goals 

• The short term goal will include those 
competencies or skill areas you will need 
to achieve the long term goal 
 

• To determine your short term goals, you 
should ask yourself, “What knowledge, 
skills and abilities do I need for this, and/or 
my next job ?”  
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INDIVIDUAL  DEVELOPMENT  PLAN 
(VA FORM 4692) 
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Final Tips on IDPs 

• Keep it simple - three objectives to 
start* 
 

• Be willing to think flexibly to meet your 
goals 
 

• Be creative in approach 
 

• Research several options  
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• Revisit and update every few months 
 

• Revise as needed 
 

• Keep document as part of career 
portfolio 

Final Tips on IDPs 
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 A Well Executed IDP Should Be… 

• An investment in your 
career 
 

• An enhancer for your 
current job 
 

• Preparation for your 
future 

 



Where to Go… 
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Where to Go… 



Questions & Reminders 
Reminders: 

Next Lync Session: 
Tuesday, March 15, 2016: 
Purchase Card Management 

Residential Session: Week of 
March 21, 2016  Nashville, TN 

Registration/Registration: Please 
complete the following by March 
1, 2016: 
1. VR&E Participant Registration 

2. Lodging Reservations 

Submit the following:  
1. Mentoring Agreement via Email 

2. Current IDP-bring to Session 1 
Residential  
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TMS # VA 4178613 
Contact Information:  

Lamoyd Figures  
407-835-5617 

Lamoyd.Figures@va.gov 

Terry Brown 
202-461-9089 

Terry.Brown1@va.gov 
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