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Designed for Agency Goals

m Assessed health and wellness needs
within Heritage

mListed agency health and wellness goals

m Brainstormed interventions



Programing Options (non-exhaustive)

Regular review of
job description
(adapt and clarify
expectations)

Social
Functions

Resource
Provision
Strategy

Recognition
Program

Mentorship
Program

Goals

Create a workplace that
is so healthy that
individuals invite others
to join them in service

Create an opportunity
for every individual to
love their job

Continually identify and
reduce factors that
cause unnecessary stress

Identify and support
factors that increase
autonomy, mastery, and
purpose

Foster relationships
where people feel trust,
feel respected, and
enjoy each other’s
company

Create environments
that cultivate
collaboration, open
learning, full
participation and
inclusivity

Increase workplace
capacity to support
individual health




Mentorship

m Makes implicit knowledge explicit

mProvides extra support to individual
employees

mBuilds employee capacity to manage
workplace-specific tasks/situations

mComradery

mIncreased ability to cope/Reduced
Stress
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Organizing Smart Mentorship

i
INPUTS H

ACTIVITIES

L

Mentors
Implicit knowledge
of service and HFS
operations
Experiential
knowledge

Intial Meeting — Learn protégé
needs, outline expectations and

activities

)

Protéges
New perspectives
Potential for
innovative problem
solving
Enthusiasmto
learn more about
HFS and senvice
needs

Bi-Monthly Meetings — with

documented activities of

addressing stressors identified in

the initial meeting

OUTPUTS OUTCOMES
Document of current Short Term (3 months -1 year)
stressors and strategies to
address stressors (e.g. Junior employees gain experiential
communication strategies, knowledge from mentors helping
self-protection, incidents account for potential gaps in formal
management) training

Establish documentation system of
day-to-day learnings in mentorship

relationship

3 records of new employee
stressors and coping
methods developed by
more senior staff

Pairs gain shared sense of purpose,

comradery, strengthened
communication in daily operations

Medium Term (1-3 years)

Ongoing log of issues
faced by employees and
communications used to
make reaction decisions

Trust and capacity built in
mentorship relationships increase
employee retention

Documentation from mentorship
activities will inform workplace policy
recommendations and training
materials




Organizing Smart Mentorship

y
INPUTS

ACTIVITIES

OUTPUTS

OUTCOMES

Mentors
Implicit knowledge
of service and HFS
operations
Experiential
knowledge

Initial Meeting — Learn protégé
needs, outline expectations and
activities

Document of current
stressors and strategies to
address stressors (e.g.
communication strategies,
self-protection, incidents
management)

Short Term (3 months - 1 year)

Junior employees gain experiential
knowledge from mentors helping
account for potential gaps in formal
training

Protéges
New perspectives
Potential for
innovative problem
solving
Enthusiasmto
learn more about
HFS and service
needs

Bi-Monthly Meetings — with
documented activities of
addressing stressors identified in
the initial meeting

3 records of new employee
stressors and coping
methods developed by
more senior staff

Pairs gain shared sense of purpose,
comradery, strengthened
communication in daily operations

Medium Term (1-3 years)

Establish documentation system of
day-to-day learnings in mentorship
relationship

Ongoing log of issues
faced by employees and
communications used to
make reaction decisions

Trust and capacity built in
mentorship relationships increase
employee retention

Documentation from mentorship

y activities will inform workplace policy

recommendations and training
materials

Document Everything!




Organizing Smart Mentorship

outPuTs | mDocument employee goals

Document of current
stressors and strategies to N Stre SS O IS
address stressors (e.g.
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3 records of new employee
stressors and coping
methods developed by
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Organizing Smart Mentorship
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Mentors
Implicit knowledge
of service and HFS
operations
Experiential
knowledge

Initial Meeting — Learn protégé

needs, outline expectations and
activities

Protéges
New perspectives
Potential for
innovative problem
solving
Enthusiasmto
learn more about
HFS and service
needs

Bi-Monthly Meetings — with
documented activities of
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Document of current Short Term (3 months -1 year)J
stressors and strategies to
address stressors (e.g. Junior employees gain experiential
communication strategies, knowledge from mentors helping
self-protection, incidents account for potential gaps in formal
management) training

addressing stressors identified in
the initial meeting

Establish documentation system of

3 records of new employee
stressors and coping
methods developed by
more senior staff

Pairs gain shared sense of purpose,
comradery, strengthened
communication in daily operations

Medium Term (1-3 years)

day-to-day learnings in mentorship
relationship

Ongoing log of issues
faced by employees and
communications used to
make reaction decisions

Trust and capacity built in
mentorship relationships increase
employee retention

Documentation from mentorship

y activities will inform workplace policy

recommendations and training
materials




Organizing Smart Mentorship

QUTCOMES

m [dentify training opportunities

Short Term (3 months -1 year)

Junior employees gain experiential
knowledge from mentors helping

accountfor potential gaps n formal m Capture implicit knowledge

training

Pairs gain shared sense of purpose,
comradery, strengthened

ST T e mInform workplace policies

Medium Term (1-3 years)

Trust and capacity built in

mentorship relationships increase ] Build training materia]_s

employee retention

Documentation from mentorship

activities will inform workplace policy
recommendations and training
materials




Building your program

mIncrementally design project

m Pilot to 1dentify agency-specific needs

m Capture what you can



