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MR. GARY GONZALEZ:  Thanks for taking the time to view this recording.
To help us improve these online learning events, we ask that you take a moment to answer a few questions about your experience.

You can enter the survey any time by clicking the link at the bottom of this recording.

The survey will only take about two minutes to complete and your responses will be anonymous.
MR.  BRIAN KEATING:  But without any further ado, I’m going to turn things over to our moderator today, Gloria Salas-Kos, Office of Policy Development and Research, Employment and Training Administration, U.S. Department of Labor.  Gloria, take it away.
GLORIA SALAS-KOS:  Welcome, everyone, and thank you, again, for taking the time to join our webinar:  Integrating Effective Mentoring Strategies and Services into Youth Services.  
I’m Gloria Salas-Kos, and I will be moderating this session on behalf of the Office of Policy Development and Research in the Employment and Training Administration in the U.S. Department of Labor.  We’re really pleased about the turnout this afternoon and can see that we have a broad representation from youth service providers across the country.  Just so that you know, the color-coded map identifies the regions by which the Employment and Training Administration provides technical assistance to its state and local counterparts.  ETA’s regional offices are located in Boston, Philadelphia, Atlanta, Dallas, Chicago and San Francisco, and are the primary sources of technical assistance for the Workforce Investment system.  We also want to acknowledge the tremendous amount of interest in this topic, as demonstrated by all the comments shared on the registration page.  We plan to provide as much information as possible over the next 90 minutes.

To give us a little bit more insight about your biggest challenge, we’d like for you to take a minute or two to answer those questions that are listed in the poll and to tell us what you see as the biggest challenge to setting up mentoring as a service in your organization.

GARY GONZALEZ (?):  And you should be seeing the poll appear on your screen now, and, as Gloria said, please choose one of the options beneath the question.  The question is, just to repeat:  What is the biggest challenge to setting up mentoring as a service within your organization?  And the first option you have to choose from is, initiating a new program.  The second option is, identifying and recruiting mentors.  The third option is, training staff and mentors to understand youth culture.  And the fourth option is, establishing and retaining long term and quality mentoring relationships.  And to participate in that poll, just mouse over and left-click the radio option to the left of the selection.  

MS. SALAS-KOS:  We’ll give you another minute or two to complete answering the poll.  
MR.     :  All right, and some of you actually voted in this before we began today, so thanks for – thanks for doing that, but if you haven’t yet, please go ahead and vote now.  You’re just going to click the radio button next to your choice.  I’ll turn it back to Gloria to comment on the results as we see them coming in.

MR. GONZALEZ:  And as we’re watching the results filter in, I just want to point out that if you’re hearing my voice coming through computer speakers and the audio quality’s not optimal, you always have the option to dial-in to the teleconference line.  That teleconference information is at the top left-hand of your screen.  Also, the bottom left-hand, you’ll notice that chat window, which is very active, you can use throughout today’s webinar to type in any questions or comments.  We’ll take any questions or comments that you submit.  We’ll place them in a queue and address those questions and comments during Q-and-A period for today’s webinar.  So, Gloria, back to you.
MS. SALAS-KOS:  And that was Gary Gonzalez, who’s also one of our webinar facilitators.  Thank you, Gary.  So thank you for your responses.  And it looks like there’s interest – a (tremendous ?) amount of interest in all of these topics.  And throughout this session, strategies and services related to these challenges will be shared by one or more of our presenters.

As we move forward, here’s what you can expect from the session:  You will receive background information about the programs with mentoring services as a component of their overall program, get examples for both new and existing mentoring programs, learn about mentoring and other resources available through Workforce 3One and MENTOR, and participate in an interactive discussion about mentoring strategies and services.  At the end of this session we hope you will have at least two action ideas or strategies to start or reboot your mentoring program.  
Our agenda for today includes an introduction to explain how and why this session was developed, background information about the Workforce Investment Act youth activities, strategies for implementing mentoring as a new service, critical elements needed for strengthening mentoring in your program, and a wealth of information for creating and expanding mentor relationships.
The webchat, of course, as Gary mentioned, is available and open for comments and questions, and at the end of the presentations we will have a Q-and-A session where our presenters will answer as many question as time allows.  

So as we move into the introductions, just to let you know, the impetus for this session is a guidebook that was developed for a young parents demonstration project.  The guidebook, “Mentoring Youth and Young Parents,” is structured to help program managers do the research, build relationships and determine the key parameters for an effective program.  The guidebook was developed and released in April and is available through the link provided on this presentation and can be found in the ETA publications database.  
It was this project that led us to think about ways to strengthen mentoring services for eligible youth.  Our presenters are here to do just that, and I will share their bios and then introduce each one as we move forward through the session.  
Beginning our session will be Maisha Meminger, who has 15 years of professional experience in youth development field, including assisting with policy development and program implantation and management at both the local and national level.  Ms. Meminger is a manpower development specialist for the Department of Labor’s Division of Youth Services.  She is charged with writing policy and managing grants throughout the country that concentrate on connecting the most disadvantaged young people ages 14 to 25 to educational and employment opportunities.  She provides assistance to states with respect to the Workforce Investment Act and works collaboratively with outside agencies and the private sector to improve service delivery for youth.  Ms. Meminger is a graduate of the John Hopkins University and George Washington University, with degrees in sociology.  And then, I don’t know how she finds the time, but she – Maisha is also an adjunct instructor at the Baltimore City Community College and a research assistant for the Johns Hopkins University School of Public Health.
Diana Hernandez serves as the center director for the Workforce Development and the East Los Angeles Area Health Education Center at AltaMed Services.  Diana has worked in workforce development since 2008, overseeing a variety of pipeline programs that include career training, mentoring and college bridge opportunity programs for underserved youth.  In addition, Diana provides workforce skills upgrade – programming aimed at entry-level health professions.  She has over five years of experience managing over 12 different public and private sector federal grants.  For many years she has also been an active member of collaborative community groups who advocate for people of color, recently serving as vice president for the Latino Association for Policy Planning and Development and serving as an advisory board member for the community generating research to prevent obesity.  Ms. Hernandez is a graduate, with a Bachelor of Arts, from UCLA and earned her master’s in public administration from USC.  Diana, by the way, enjoys spending time with her high school mentor on weekends, training rescue dogs to get ready for fostering and eventually adopted. 
We also have with us today Kerri Pruitt.  Kerri is a visionary and founding leader behind the Dannon Project.  Overcome with a need to do something after the tragic loss of her husband’s brother, Dannon, Kerri set out to find ways to prevent violence and other at-risk behaviors stemming from generational circles of poverty and economic despair in her community.  The Dannon Project provides supportive services, case management and referrals to nonviolent ex-offenders, unemployed and underemployed youth and adults.  The services are designed – that she provides are designed to lead to permanent employment, housing, improved and sustained health, mentors, counseling, stable families, and to significantly change poor social behavior patterns.  The Young Parents Demonstration is one of the many services provided by the Dannon Project.  Kerri has a bachelor’s degree in accounting and an MBA.  She also loves what she does and it shows through her commitment and passion for this work.  She’s here to tell us more about how she creates an organizational culture and climate of excellence for all the stakeholders to succeed.

Also with us today is Tammy Tai, who is the chief program officer with MENTOR, the national mentoring partnership, and the lead champion for expanding the quantity and quality of youth mentoring in the United States.  In this role, Tammy’s responsible for providing support to a network of affiliate mentoring partnerships, capacity building, leading organizations, leading local mentoring movements – (inaudible) – and providing training and technical assistance to local youth mentoring programs, raising awareness about the powerful role that mentoring plays in positive youth developing, and advocating for supportive services, effective policies, designing and implementing initiates that support the connection of research to practice, and creating multiple ways to share learning and best practices within and outside the mentoring field.  Tammy has a BA in sociology from Harvard University and an MBA from the Heller School for Social Policy and Management at Brandeis University.  

So let’s start with Maisha Meminger at the Department of Labor.  Maisha, tell us about your youth services at the Department of Labor.

MAISHA MEMINGER:  Thank you so much, Gloria.  I’m so excited for this webinar.  We’re looking so – forward to learning from our colleagues on the line and we’re looking forward to hearing from you all in the field, so good afternoon, everybody.  My name is Maisha Meminger.  I am – as stated before, I work for the Division of Youth Services here at the Department of Labor’s Employment and Training Administration.  

Just to give a brief overview for those who do not know, our office is charged with making sure that young people, especially those harder to serve – if you want to call them disadvantages – most challenged young people – that they’re linked to opportunities for education and training in our country.  Not only do we make sure that we provide policy and guidance and direction to the field on that, and provide funding as well, we also make sure that we provide technical assistance to the field on how to do these things, and this is why we partner with our colleagues in the field to make sure that we have these webinars, and other type of guidance is made to assist people in the field, regardless if they’re WIA-funded or not, with these tools to serve our young people in this country.  

Our main – right now, as WIA stands, without reauthorization, we do serve young people ages 14 to 21 who are low-income and have several barriers.  Many of these barriers are listed here.  We are – I know for all of you all in the field, you’re working with these young people.  They are difficult.  They have difficult situations and challenging situations, and we make sure that we try to provide them with the services that they need in the field.  So we are working very hard with you all there to do that.  And one of those things that they can provide is, again – excuse me?  They can provide – attend services through us, and those are listed here.  They can be academic, vocational or supportive, and one of the supportive services that WIA programs must at least provide a young person, or give them a linkages to, for a young person who’s being served, is mentoring.

Mentoring, throughout many of our audits and many of the times that we go visit centers throughout the country, mentoring’s one of the challenging services to provide our young people, and I’m sure we’re going to speak about those today.  One of the number one issues you all mentioned earlier today in the poll was trying to find persons who are willing to serve young people, stay with them for a lot of time – 12 months, through WIA – and work with them.  And that’s really changing – to find a good match for our youth in this country.  So we do know that that is one of the major, major challenges for WIA programs and other programs throughout the nation.  So we’re looking forward to learning more about that.

We do have a training, employment (and guidance slide ?).  This is how we provide policy and guidance to the system.  It’s number 5-12, and we talk about mentoring as one of the challenges that are in the field, and just ways that we have learned from the field, learned from grantees, as well as WIA One-Stop Centers – now known as American Job Centers – how to provide better mentoring.  And, of course, we talk about increasing quality and quantity, identifying mentoring programs, especially when you can’t – when those WIA services can’t provide them in-house, how do you find other types of mentoring programs outside of a One-Stop Center, or now known as American Job Centers, for your young people?  

And most importantly, how do we partner with organizations who are serving people for mentoring programs, especially out-of-school older youth?  That has been a challenge where, you know, finding mentoring programs for young people of 14 and 15 has been a little bit easier than finding those mentoring programs for young people who are 17, 18, 19 years old, possibly even 20, who are still getting services through the youth program.  And also finding proper – again, proper match and linkages.  So, again, that’s (where we ?) working on, and we want you guys to all look at that notice when you get an opportunity, if you haven’t already. 
So you have a question for me, Gloria?

MS. SALAS-KOS:  Maisha, thank you for your nice summary of what the Department of Labor does.  I do want to ask – one of our early comments raised – one of the early comments raised some questions about mentoring – success for mentoring.  He asks, since – or says, since this type of service typically does not register under most programs, it has been difficult to follow up and assess outcomes, and asks, how do you measure outcomes from mentoring in the short term and long term?

MS. MEMINGER:  Under WIA, mentoring services – adult mentoring services must be available to youth for at least 12 months.  And how we measure that is, basically, based upon the program’s offerings, but it has to be provided for 12 consistent months per young person.  So if the program says, we’re going to do 12 months and they themselves measure short term as three to six months that they’ve met with the young person once a week or once a month, whatever that is, we need to make sure that that measurement is made and notified in the person’s file.  

But basically, we don’t have constrictions on what a short-term measurement is, but we do know that the outcome measure must be at least six months.  And the services for mentoring can occur while the young person is enrolled in a WIA program, as well as after – we make sure that that’s done after, as we do have a follow-up component to our WIA programs where we do follow a young person (who has been ?) exit from our program for 12 months.  

So not only are we just checking on that young person to make sure that they’re employed or in an educational program, or both, but they’re provided with those additional services that they have signed up with or that we’ve linked them too, including mentoring.  

Again, mentoring has been a consistent challenge in the field – finding the appropriate mentor that was willing to make a relationship commitment for 12 months.  So that still is a challenge.  Hopefully I answered that question for you.

MS. SALAS-KOS:  Wonderful, Maisha.  I think that was an excellent answer.  Diana, can you now tell us about what it takes to start a new mentoring program?

DIANA HERNANDEZ:  Yes, definitely.  Thank you, Gloria and Miasha.  Welcome, everybody.  My name is Diana Hernandez.  I’m with AltaMed Health Services – and that’s good morning for everyone in the West, good afternoon for everybody else.  But I’ll be walking through and really giving examples of our, you know, involvement in this particular Young Parents Demonstration Project and how we were able to pull from existing resources and really design a mentoring program to fit our population of pregnant/parenting teens.  

So AltaMed Health Services – a little bit of the background.  Right now we’re a federally-qualified community health center delivering patient services for over 855,000 patients throughout southern California.  We’ve been providing comprehensive services from birth to senior year – anything from primary care, dental care, health education and behavioral health services.  

Where our youth programs fall is that we’ve had a very large youth population coming through, you know, our patient portal in our clinics where we were able to pull from those youth participants and provide case management services, particularly for our pregnant/parenting teens where annually we’re now serving, on average, about 1,700 young pregnant/parenting teens ages 14 through, mostly, 24.  And so what we’re looking at, you know, the primary, core services – we’re really helping them with health and parenting education and really preventing those repeat pregnancies.  

But we found that for a lot of these youth and what we were providing services for, in order to get them into a self-sufficiency mode, our goal, you know, and our challenge really had to be increased by integrating academic, career and workforce services.  And that was the only way for us to really start, you know, pushing the needle and getting bigger target measures in terms of some of these immediate goals of preventing repeat pregnancies and engaging them in a path toward self-sufficiency.  

So when we engaged in the Young Parents Demonstration Project, it was really great timing for us, as we were really looking for mentoring strategies and the ability to implement a mentoring program to support our young parenting teens within our case management model.  So we’ve really – what I have here is a slide that really kind of outlines all of the partners and resources that were existing where we were.  To be able to design a mentoring program that was going to be effective for our population we were definitely – we have close partnerships and relationships with our local county department of social services that manages our CalWORKS programing, specifically a Cal-Learn program that’s focused on engaging those pregnant/parenting teens that are in, receiving cash aid or TANF  participants, and using that particular programming for a recruitment source for our Young Parents Demonstration Project.

Partnerships with multiple high schools, specifically our continuation schools, the occupational schools with Los Angeles Unified School District adult in education system, and working with different public and charter schools as well that were offering independent study-type programming.  

We integrated the support of various CBOs that would work with us – or community-based organizations that would help with transportation assistance, providing, you know, housing referrals for a lot of our transitional youth and parenting teens in that sense, and especially a strong partnership that we’ve had for child care services in linking being able to have those support services ready for our parenting teens.  

With an integration of AltaMed’s health network, particularly with our teen clinics where we’re providing reproductive health services and linking these parenting/pregnant teens to a lot of the primary care services they need for themselves and their child.  

The importance of soliciting and integrating what we were doing with the Workforce Investment Board, particularly with L.A. County and L.A. city – we were leveraging our partnerships with, you know, the Youth Source Centers – being able to integrate and co-enroll these participants so that they can take advantage of WIA services, but also, you know, have the effective mentoring program that they need and mentoring services to be able to succeed in that type of placement as well.  

And the engagement of our corporate partners – really being able to bring in – them in as a leverage, initially for work experiences and being able to help in that career-mentoring piece of it, which later – now has developed into a more formal partnership of, you know, them and their employees really engaging as formal mentors for our participants.

So our participants and our young parents were recruited in to be integrated in a mentoring program where we designed a both one-on-one individual mentoring component and a group mentoring component that consisted of more structured activities.  Both of these activities were happening on a monthly basis, but, originally, when we were launching this program, I was really figuring out how we were going to recruit mentors and that’s – you know, the biggest challenge that we saw across the board is, how do you find mentors who are going to be committed?  And what are those resources that we had on-hand to make sure that this program was going to be successful upon launch?  And we – with our youth programming we’ve engaged in a very large alumni programming where we keep in contact with these participants now that they’re older, going through college, completing college, and, you know, finishing post-secondary education,  and students that were working on already – you know, entry-level in their career.  And that engagement and that large support of that alumni network was where we decided to re-engage and have them come in and serve as those one-on-one mentors, specifically because they’ve experienced a lot of the same situations, and we thought that they would bring a lot of positive value added to the mentoring type of services that we’re looking to engage.  

Additionally, AltaMed’s been running an AmeriCorps project for several years now, and through that AmeriCorps program we were looking at figuring out how, specifically, our AmeriCorps project can integrate workforce and development training and specific – (inaudible) – on parenting teens in a more formal, structured manner.  And so we were able to integrate our AmeriCorps program in a way to have them focus on group mentoring and those structured activities.

So as I move on, we’re going to be – I’m going to be discussing the staffing that took place in terms of initiating and launching this particular program.  We have a coordinator in place for this particular program that’s in charge of all of the mentor recruitment, communication that’s going out to mentors, really sending those monthly follow-ups, ensuring that they’re engaging our mentor, helping with the matching.  That consists of identifying, you know, common interests, hobbies, location, to help make those matches successful for our mentoring program.  Our mentor coordinator also provides the training for our mentors – not just the initial training that I’ll discuss in a little bit, but also the ongoing training to keep them engaged and support them in the long-term in terms of being able to sustain successful relationships.  And our coordinator’s in charge of all the mentor recognition that’s involved, whether it’s finding support services or finding, you know, a free event, a Dodger event, a game that we can provide to, you know, a mentor that’s had great success or a mentor that’s, you know, been – had most contacts with their students.  And really, again, looking at the coordinator to really just overall manage our mentors as a whole.

Our AmeriCorps members, as I mentioned, are here with us year-round, and they’re working with us for the group mentoring component.  For each AmeriCorps mentor, we match them with a group of 10 to 15 mentees that they meet on a monthly basis as well, and then our staffing coordinator is also in charge of recruiting our alumni and linking them with their one-on-one mentee as well and finding matches for them.

The mentor training – the initial mentor training consists of a 10-hour training orientation for our new mentors, and that includes an overview of project roles and description.  And I think it’s very important to ensure that when you’re designing a mentoring program – being very specific with the mentor in terms of their role, expectations and – especially when you’re running a system and a program that’s similar to case management.  It’s being able to differentiate that, not just for the mentee, but, you know, what are those guidelines?  What are those, you know, differences between a formal, you know, social service provider, like a case manager, versus what a mentor does?  But at the same time, what type of responsibility a mentor has to be a mandated reporter.

Also describing, again, what mentoring is and what isn’t, and often you’ll find, you know, especially in initiating phases as they’re trying to identify what that mentoring relationship is – really figuring out, you know, where you can come into trouble, where, you know, mentoring these students can take advantage of it and use it as a form of – you know, especially when you’re buying mentees things.  And, you know, what are those boundaries that you need to set with these young parenting and pregnant teens as well?  

Looking at the qualities of being a good mentor in terms of responsiveness, their obligation and their commitment to the young mentee that they have and really making sure that the expectations that they set are realistic, but also, you know, they follow-through in terms of what they commit to their young mentee as well.  

I think, most importantly, really describing the characteristics of youth in these particular programs.  For us it was, you know, the population of having a pregnant/parenting teen in this particular program and being mentored by somebody was making sure that they understood the biases that come with being a pregnant teen, the challenges of transportation, the challenges of time constraints.  And that’s where it was really important for us to ensure that, you know, all the mentors understood that time is of essence and limited to a lot of these parenting teens, and making sure that they were very flexible and understanding when they’re scheduling a lot of their sessions and working around, you know, some of the transportation issues, being able to identify activities that integrate the mentees – you know, being able to maybe take their child with some of these activities as well.

Mentoring relationships, as I mentioned, it is very important, setting boundaries, but also, you know, program roles in terms of the type of contact and responsiveness and being able to participate in quarterly trainings to make sure that we can continue to support our mentors in ongoing development and giving them a forum as well for them to be able to express, you know, some of the successes they’re having, also, you know, areas of development or challenges that we can assist them with as they’re trying to develop these longer-term relationships.  

And, obviously, mentoring resources – I think what has really helped us in this capacity is being able to provide different resources for the mentors from free activities, activities at, you know, anywhere from job fairs to free cultural events, anything that can help support – and, you know, some of the activities that they’re looking to do together with their mentee as well.

So I’m going to move on and just really describe the differences between our group mentoring model and the one-to-one model, and as I mentioned, our group mentoring is really more structured, and that’s where we’re really identifying very key skills that we’re looking to address from the leadership in making sure that their young parents – you know, most of them are already, you know, hustlers on their own.  They’re out in the community, have to kind of be self-sufficient already.  And how do we navigate and help them in the group setting to really support each other?  But, you know, hone in on those skills and really use them on a workforce side to get a job, to really, you know, use that as a key advantage when they’re going to college, when, you know, they’re applying for different scholarships, assisting with different career-development paths, looking especially at conflict resolution, and helping them in a group setting really identify better areas for them to assist each other in conflict resolution, not only with their partners but, you know, with their families and in different – especially in workplace settings.  And addressing a lot of the health and wellness, from parenting skills to really just, you know, being able to provide up-to-date vaccinations for your child.  But integrating all of those structured activities in these hour sessions that are mostly conducted in a two-hour session with their AmeriCorps mentor.  They’re all in person, and what they’re doing is, really going through these activities, and really, what we found, was providing a support for each other in that group setting, but also being able to have that AmeriCorps mentor kind of guide them through a lot of these issues that they were bringing in.  

For the one-to-one mentoring program it’s more of a peer support where their matching with an alumni mentor is really to be able to get, again, more positive role models in their life.  And for us, what we found is, bringing in alumni who also experienced similar situations or may or may have not been a parenting teen, but is coming from that community.  And being able to see where they are now in their transition and past and having somebody to really just talk to and support them on their activities as they’re trying to get back to school or finish school or go to college.  A lot of these activities are more culture outings, recreational, career guidance, and most of the one-on-one mentoring sessions were really focused on what we found the mentee asking for:  additional career assistance or employment assistance or homework assistance.  And the one-to-one mentee is about four hours monthly, where the communication with the one-to-one mentee mostly varies between in-person, phone communication, emailing and text messaging.  So the one-to-one mentoring piece of it is really more focused on the individual and really just, again, developing more relationships in terms of having a positive support system there for our young parent.

So as we’ve gone through our program I think some of the items that we – you know, lessons learned for us was, as I mentioned, really being able to identify resources, support mentoring activities, really using our community partners, really being integrated with our, you know, local government representative to ensure that, you know, they often have ongoing activities that can be supportive for our mentoring, whether it’s transportation tokens, any child care options and referrals that they may have.  

And that was really important to constantly update and provide our mentors with because it helped facilitate the coordination and being able to find solutions to find a way and time to actually create a mentoring session.  And I think that’s always a challenge.  How do you have time to have a parenting teen who has a child and has so much going on and make time again to meet with somebody?  And it’s so important to make these meetings very effective and that there’s goals and, you know, it’s a win-win for both the mentor and the mentee.

For us, mentor recognition and retention was very important because, you know, once you find a good mentor you constantly want to keep them, especially when, you know, they’re that grade and figuring out how we can keep them ongoing, not just past their mentoring relationship but to help mentor different students as well.  And so ongoing acknowledgement to continue training was really important, and I think really reminding them of what they’re getting out of this particular program as well.  

And most of our mentors learned, you know, much about themselves and how they were, you know, being able to share their resources, and also engaging them in different levels from the different audiences that we had, different ages between mentors that were maybe, you know, at the beginning of their college career to those that were a lot older, to those that were already in their profession, and figuring out how the – we were able to address the different audiences and the training to be applicable to those particular mentors in different stages in their lives.

And then, most importantly, leveraging the community partnerships and your own internal organizational strength.  I think, again, we have such a large network, being a community health center and, you know, really being able to tap in and integrate them in this particular model was very effective.  You know, why, you know, repeat something when it’s already created and designed and being able to help them bring in the support, particularly with the WIA system and the WorkSource Centers?  And it was great to be able to leverage students and co-enroll them in that system and, you know, have a co-case management, almost, process going in where our mentors are supporting the initiatives and the goals that they’re trying to do within the WIA system as well.

And then for us, you know, we have a large employee network that, you know, towards our second year really found that, you know, they were just as interested and great as being mentors as well.  You know, our community based organization is founded on individuals and employees coming from the community, and I think that they were really effective now in terms of recruiting them as well and using them as mentors, especially to engage students and particularly in health careers as well.  

So now, before we get on to Kerri, I think, Gloria, there was another question?

MS. SALAS-KOS:  Thanks, Diana.  Yes, thank you.  That was really helpful.  It was very detailed.  And I think – I would like to think that most of our attendees are looking at some of your examples in particular because you are – you are a health organization that is focusing on young people, which is really helpful.  

So one of the early comments that we received were about looking at different ideas or strategies that mentors can use to better assist mentees who are teen moms.  You gave some examples around child care.  What other kinds of examples have you found in your experience with the program that you have that you may have not thought of that a teen parent might need and that a mentor needs to be aware of?

MS. HERNANDEZ:  I think, as I mentioned, time and flexibility to be able to coordinate sessions around a parent whose time is very important.  And I think that, you know, as we’ve gone through a lot of these young parenting teens, I think the big key for them themselves is self-sufficiency and the ability to be able to do things on their own without, you know, needing so much from – you know, relying so much on their partner or somebody else.  

And so we have really found that being able to link the student themselves in those mentoring sessions and showing them other opportunities that are out there from resources that they could access, anything from, you know coupons to, you know, help reduce the cost of meals, from different, you know, training support services to activities that can help, you know, their young child in terms of engaging their child as they’re growing up in summer activities.  

So a lot of it, you know, revolved around self-sufficiency and how you can provide them with resources that can help them feel more self-sufficient.  And the opportunity for them to access more beyond of what, you know, is at the scope of their reach now is definitely integral, and making sure that mentors are aware of that and can find, you know, innovative ways to integrate that in their sessions as well. 

MS. SALAS-KOS:  And just one more question.  We had a conversation earlier about outcomes for mentoring in the short term and long term.  What kinds of short-term measures are you using for the demonstration project?

MS. HERNANDEZ:  So what we’re looking at immediately is, you know, comparing the type of mentoring contacts with the mentoring time and looking – you know, whether they’re in-person, phone, email conversation, and seeing the effect that that has with immediate school enrollment or, you know, being able to get the student back on track in terms of enrolling in school and looking for job assistance or entering in some type of work experience or WIA program.  

And I think in the long run what we’ve been capturing is really those end outcomes of graduation rates, employment placements for these participants, and completion of a lot of these certification programs and, you know, retention in their employment past six months.  So those are kind of the measures that we’ve been tracking in comparison to the type of mentoring contact and what impact that’s had for our participants.  

MS. SALAS-KOS:  That’s great, Diana.  It’s good to know that you can do both in short-term and long-term outcomes, and that should have a positive effect in the long run.

MS. HERNANDEZ:  Thank you.

MS. SALAS-KOS:  Kerri.  Now, mentoring is a component of your program, and has been part of your program since the Dannon Project was started.  Can you tell us what it takes to enhance mentoring when it’s an existing service?

KERRI PRUITT:  Yes.  One of the first things that I think that each project or each community should do is just canvas their community first to see if there are additional resources in their community that they could use to upgrade or enhance the existing services that they’re already offering.  And that – you can do that through a number of ways:  hosting community events and just information sessions, attending other information sessions.  

For example, if you have neighborhood associations, try to get on their agenda and go out, find out what they’re offering in those communities and in those neighborhoods and ask them if there is a possibility that you could get handouts of the people – of the agencies that’s presenting information.  But also ask, can you present or leave your information, you know, for your particular program that you’re offering too, because what we have is also of benefit to the community as well.  

So thank you so much for allowing us to be a part of this webinar today.  And today I would like to share information about how utilizing existing relationships and building new collaborative relationships allowed our YPD project to share success as the rest of the YPD projects.  Additionally, I will also talk about mentoring engagement, sustainability techniques we used in our YPD approach.

One of the first things that we did – and as a result of the YPD demonstration project we were able to enhance existing partnerships and build new sustainable collaborations.  There are so many partnerships that I could mention, but I would like to just focus on a few, due to the time.  

Some of the existing partnership and collaborations that we were able to enhance included working with our local workforce investment office.  We were already working with them in the capacity of working with out-of-school youth between the ages of 17 and 21, but this YPD initiative allowed us to be able to expand the target population by reaching 22-to-24-year-olds.

And the WIA office was also able to help us with our recruitment because they did have a lot of candidates coming into their office seeking opportunities for that particular age group, and they may not have been eligible for some of the services that they currently offered so they were able to refer those individuals back to our – back to our program.  We were also able to utilize our TAs for some of the candidates in our program.

The mayor’s office – the mayor’s office, immediately after learning we had been awarded the YPD funds, held a meeting for us to share the details about the project to their staff.  This allowed their staff to determine the best approach for their involvement so that it will be a true partnership and not one in just theory.  What was determined as a result of several meetings was that the mayor’s office could support our project in three distinct and critical ways:  

The chief of police would serve as the mentoring ambassador for the project.  We decided that this was the best approach because of the chief’s likability in the community as well as his buy-in in deterring and reducing crime rates, contributed largely by the YPD target population.  The chief is always on the radio, TV or electronic media format weekly and would thereby continually promote the benefits of the program and the benefits of community leaders getting involved to mentor the YPD participants.  In utilizing this platform, we were able to continuously have marketing and outreach that we would never have been able to afford coming from the city’s leaders.  

In short, it worked.  The chief and the Weed and Seed Office together decided to host two annual breakfast meetings to recruit and enroll new mentors.  And we held it at the art museum.  Interested candidates learned more about the project.  They heard success stories from participants themselves.  They completed applications and was allowed to view the museum for free along with a free catered breakfast and having the opportunity to also be interviewed by local TV media.  

Annually this way, in utilizing that platform, we were able to recruit up to 140 mentors for this collaborative relationship.  We also partnered with the mayor’s office by utilizing the Birmingham Police Department to conduct our mentor background checks for free.  This saved the project approximately 47,000 and it allowed for routine communication amongst our organization and the Birmingham Police Department.

Also the mayor’s office – and this was a biggy – they started hosting an annual mentor gala for us and for our participants.  The mayor’s office decided to host its annual mentor gala to highlight and to spotlight the mentors that volunteer with – for our participants throughout the year.  These mentors receive trophies.  They have photo-ops with city and state officials as well as opportunities to meet famous guest speakers, i.e. the Reverend Joseph Lowery, who was a huge civil rights activist.  The gala is now a big annual event, including where people can wear after-5:00 attire in a grand ballroom, and most mentors are interviewed and featured on local TV and in – they’re published in high-end magazines.

Another partner, a collaborative relationship that we were able to expand is with DHR, with their TANF office.  We knew that we could not successfully achieve the recruitment results nor supportive service results without the involvement of DHR TANF.  Prior to us being awarded the YPD funds, our relationship with DHR TANF had been mostly indirect.  However, we decided that it might be worth everything to invite DHR to attend the grantee meeting held during year one so that they could see their role for themselves and how critical and important their involvement would be for the overall success to the project.

This small investment paid off in a huge way.  DHR became one of our premier recruitment partners.  They also became one of the leading referrals to employers for the YPD graduates.  And I saw our indirect relationship becoming a little bit more of a direct communication and referral relationship.  We were then given access to the jobs’ caseworkers to quickly resolve any issues surrounding supportive services, whereas most participants were entitled to have – they may have lost job privileges in the past because they were noncompliant.  Through the YPD process and changing and modifying and enhancing our relationship, we were able to resolve a lot of those barriers but also they were able to increase the number of supportive services that they were entitled to because they were compliant in the program.

Healthy Start, this was a program that’s funded by Maternal and Child Health, but they not only provided routine referrals to our program but also provided the pregnancy prevention and healthy start training to our YPD participants on a monthly basis.  Many of the pregnant mothers and fathers were referred directly to Healthy Start to access health education and child nutrition, prenatal and perinatal services.  

Some of the new and sustainable collaborations that we were able to be afforded was child care.  We were asked by a local foundation in Birmingham, after they heard one of our presentations about YPD, how they could support the project.  When we told them that safe and affordable child care was one of the primary problems concerning YPD participants staying engaged in the process, they invited us to participate in a leadership academy to determine the best approach to applying for funds through their foundation.  

What we were able to determine was that it was best that we support one of our community partners in applying for the grant through Women’s Fund to pay for the child care services our participants needed as opposed to us directly applying.  This was also a huge success.  We empowered our community partner by helping them to write the grant.  (IE ?) expanded their capacity, and then we provided the clients for them to reach their enrollment numbers.  This was a huge success with women.
Were it not for YPD, our agency would be just another youth-serving agency in our city, but YPD has set us apart with employers.  For many years, we have unsuccessfully tried to garner the support of several local hospitals to partner in offering an internship for allied health positions.  This was simply unattainable, in truth, for various reasons.  However, thanks to DHR TANF, trained mentors in our local work force office, we were able to overcome something that was once unattainable and make it become an awesome reality for YPD allied health graduates.

YPD graduates no longer have to wish for internship opportunities to gain the number of hours required prior to employment.  They only have to complete the YPD program.  Baptist Health Systems, one of the largest employers here in Birmingham, finally invited us to meet with several members of their legal compliance, HR and training development departments for almost six months to determine if the relationship was not only possible, but feasible as well, because they had never offered an internship for allied health workers ever.

So during the course of the six-month resource and development period, we were able to determine how to make this happen.  Now, we had to make some financial investments to make this happen.  Some of the investments were training insurance, workplace attire, certain color scrubs and shoes, hair, makeup, so on and so forth – (inaudible) – and child care to make this happen.  And sure, it took some time to figure out how to restructure some of our incentives to help offset some of the costs required by the employer, but that investment paid off too.  Today, the YPD (phlebotomy ?) graduates are offered an 80-hour internship.  Upon complete of the internship, successful candidates are offered employment to join the Flexi-Pool staff with the potential to be hired full-time from Flexi-Pool after 90 days.

Flexi-Pool employees earn a range of $12 to $14 an hour, depending on the shift work that they – that they’re hired for.  They’re offered benefits after 90 days, of which includes a continuing education component where they pay for our students to continue their career ladder in efforts to pursue higher education.

The YPD graduates are also filling an unmet to Baptist Health Systems.  You see, Baptist Health Systems’ executives shared with us at several Flexi-Pool staff members had not been able to take vacation time off, nor become promoted because they didn’t have skilled, trained workers to meet their unmet demands.

So this is a win-win solution for YPD and for our participants in Birmingham – I’m sorry, Baptist Health Systems.  Recruitment efforts which also – I mentioned that earlier – we were able to use WIA work force as well as DHR and TANF.  The mentors positively affecting the overall outcome of the program – we were fortunate enough to have to a mentor ambassador, but we also, through other mentors, was able to build a partnership with a local megachurch to recruit approximately 40 dedicated members.  The megachurch outreach ministry team had meetings to discuss the project and how they – how they thought some of their members might be of benefit.  Of particular importance to note here – this ministry decided they would do pre-screening on our behalf to save time and effort of meeting with people just for the sake of meeting.  They announced the opportunity during one month each week and allowed interested candidates to sign up.

However, they also held three training meetings to determine who was more serious than others.  They provided us the name of the individuals attending all three meetings as viable candidates, and we also had an employer partner to do that as well.  They offered their church as a training facility for the mentor training sessions.  They also offered their facilities to host group meet and greet, mentor-mentee engagements.  The ministry leaders stayed involved in that they asked us to report monthly who was honoring their commitments, and this, too, has been a success.

Assessing services to the enhanced mentoring for young parents.  Some of the best-practice approaches we learned through (TNTA ?) from social policy and just the DOL team in general led us to incorporate the following for enhancing existing relationships for mentors. 

Create an action plan.  Identify key stakeholders and then involve those key partners in the action plan.  Our relationship with the DHR resulted in – as a result, basically, of our creating this action plan not only for the agency, but we also helped our mentors create an action plan for themselves.  When we shared our vision statement – the overall purpose of the mentoring program, but we helped them to define what they wanted to gain as a – as a sense of being a mentor, and we helped them to define a monthly or a yearly plan – what they wanted to do with their participants – I’m sorry, with their mentees and how they wanted to do it, but then, what did they want to gain from it?

We had one of our mentors who said, I want to become better with my time management skills.  And then, you know, I’ll learn, but I’ll also teach my mentee the same as well.  But as a result of just engaging our partners as well as our mentors in this action plan, we were able to determine that there were some benefits on both sides.  Dannon Project’s relationship with the Department of Human Resources resulted in our Children of TANF jobs program.  They received priority – their children received priority in child care, whereas before, their children may have been on a list of about 1,000 other students.  As long as they were progressing well in this program, their students’ names – their children’s names moved up the list quickly, and they were able to be able to get child care resources quickly.

Again, they were one of our largest recruitment partners, and post – after they finished the YPD program, there was career placement opportunities for participants, and they’re no longer on the TANF program because they’re now making more money than they are allowed to stay on the program.  So it was a win-win solution for TANF, our participants as well as us.

The action plan.  OK.  Four of the things I want to focus on is child care, employment, recruitment and mentors.  And I mentioned a lot of this earlier, but for the child care, the partner that we work with to help them build capacity was New Rising Star Community Development Corporation, and we partner with the Women’s Fund Foundation.  After going through a series of training, we learned that it was best for us to build capacity in that partner so that when this project is over and there’s no more funds, that they can continually get funds to provide child care for future students in our programs.  And so non-DHR TANF recipients needing child care assistance whose children – you know, they weren’t on the list, but they also needed child care assistance to complete the program.  Well, this – as a result of us working with them in this capacity, they now have grants – a grant for the next three years, and we also have child care resources for non-DHR TANF participants in place for the next three years, and we hope that that will continue on beyond the three years.

For employment, we work – I mentioned that earlier – we work with Baptist Health Systems, and as a result of us getting that particular internship program in place, we now have that opportunity also in various nursing homes.  Our recruitment – we used social media to the hilt.  We worked with Facebook, Twitter, radio stations, newsletters; we did whatever we had to do to attract the applicants that was eligible for this program, because that’s where, you know, most of them are.  But we also promoted YPD success students in our newsletter as well as on one of the local radio stations.  Mentors – of course, it started just by having a mentor ambassador.  That helped significantly, but we also worked with other civic and faith-based organizations as well.

Sustaining the mentoring relationships – we decided that it was – it takes  a lot of time to build a good relationship between the mentors and the mentees, just for a lot of reasons, mostly because of trust.  But we learned from YPD’s – (audio interference) – that flexibility is the key to success when working with high-risk youth.  As many of you know, this target population struggles with trust, low literacy, short attention spans, poor and destructive relationships and just guilty of making bad choices altogether.

But to address that, we offer both group and individual mentor strategies to address and to overcome these and other barriers.  The mentor services were led by a mentor coordinator.  This staff person was trained to work with the mentor ambassador and the mentor recruitment partners.  She was responsible not only for educating the students about the mentor program and the purpose of mentoring, but she also was responsible for training the mentors initially and ongoing throughout the year to learn the value of the mentor-mentee relationship.

She was tasked with working with mentors to ensure they provided monthly reports and honorary commitments to the mentees.  One of the most important concepts she gathered quickly was to offer group mentoring first, which helped to pave the successful way to individual mentoring relationships.  She did this because the YPD participants didn’t particularly trust anyone, especially (adults ?), so she would host the group mentoring events in neutral places, like community development corporation facilities, employer buildings, banks, libraries, churches, parks.  This allowed both mentor and mentee to feel safe and to really just get to know more about each other.  If they felt comfortable at the first group meeting, they would then exchange or they could possibly exchange contact information.  If not, we would host several group events during the month to help continue working towards building trust between the group.

Each group mentoring event would have a presenter to speak about a relevant topic that the mentor-mentee group requested from previous meetings and email correspondence.  Additionally, up to one and a half hours would be set aside for each mentor duo to spend one-on-one time together at the group events, but in separate offices or a room in the hosted facility.

Essentially, a duo could attend a group session and then get in their one-on-one time at the same time while child care was provided at most events.  Another strategy was to assign a staff member until a matched mentor could occur.  Now this was (how this pugilistic sense ?) – (inaudible) – staff members often shared information about other programs in-house.  Essentially, in-reaching was occurring and staff could report information back to participant case managers via the agency database more quickly about issues, concerns or even successes about their clients.

The mentor coordinator planned fun group events first where we had topics to discuss, provided training.  We also provided food that was hosted by a couple of local restaurants, and then fun activities.  Many of the group activities allowed the participants to bring their children as well, and we met at – we tried to always at fun places like the park or zoo.  This meant that it allowed mentors and mentees to get to know each other better and then decide how they wanted to spend their three hours per month.  And most of the time, also, they could use text, phone calls, job references, assisting with job interviews, tutoring, church and program attendance.

Matching – now we suggest spending time – oh, OK – I’m sorry – we suggest spending the time necessary in developing a system to support the effective matching of mentees to mentors.  We created a mentor and a mentee profile after collecting information from the mentor interest profiles.  We collected data such as their own personal interest, background, education, employment and even neighborhood information that we used to compile a spreadsheet that could easily identify common characteristics.  We use neighborhood information, because oftentimes it helped to have a mentor in close proximity to their mentee so that if an emergency type of situation arose, they could quickly reach them.

We used a small group of three to review the interesting characteristic profiles, along with the mentor-mentee profiles to make those recommendations for the matches.  This system proved to be the best approach in that we had only three relationships to terminate or be rematched to someone else.

The time commitment – can’t stress that enough to anybody, but when you break it down to, there’s more than one way to engage in a mentor-mentor relationship.  It starts breaking down the wall.  They don’t always have to be face-to-face; they can do it in several options, which I mentioned earlier.

The incentives – at the ongoing training forums and the group mentoring events, we learned from the mentors that it would be helpful to both mentor and the mentee to offer incentives as inducements for program progression.  The incentives recommended were gas, cars or transportation vouchers, because oftentimes, the mentees didn’t have transportation or the funds to get there, and the mentor may have lived or worked far out – too far out to pick them up.

This helps significantly.  Additionally, offering child care at the events and also having fun activities as well as, sometimes, group tutoring for the mentee children and mentor children to do together was also used as incentives.  And then, just agreements – both the mentor and the mentee were trained and routinely reminded of the agreements that each made at the time of their match.

Additionally, students were reminded monthly that in order for them to receive letters of recommendations to participate in internship programs for their mentors, they have to get a letter, basically, from their mentor.  And they needed – in order to do that, they needed to sustain a fruitful and productive relationship.

The group also learned how to negotiate agreements and the benefits of honoring the agreements made between the two.  So, with that being said, what we learned was just that training needed to occur on both sides – both the mentor side as well as the mentee side.  And the training could have been different, but at the end, it all worked together for the benefit of the successful outcomes of the program and the relationship.

So, Gloria, with that, do you have any questions for me?

MS. SALAS-KOS:  Yes, Kerri.  Thank you.

There is one question that came up during the registration process, and that one was – that might – you might be able to answer.  Your programs serve the population that does not necessarily have role models, mentors or even family support – to support their goals towards self-sufficiency.  What do you or your staff tell a young person that is being resistant to being matched to a mentor?

MS. PRUITT:  OK.  I think we say a couple of things.  We ask the youth to give the mentors a chance.  And I know that sounds (cliché-ish ?), but we promote the second chance process by reminding them that each of them are being given a chance to earn their high school diploma and/or obtain their GEDs, participate in occupational training leading to a career, along with career placement engagement.  Now these services were just complementary to the – to the mentoring, but they’re – it’s a second chance for them to start over and that it was made possible by someone else.  So we’re asking them to just, you know, pass along that same concept.

But then we also use that “Jerry Maguire” mantra, help me to help you, and oftentimes what we’ve found is miscommunication and/or lack of communication are oftentimes problematic between the young person and their family and their friends.  But we remind them that no one, as good as we all – we think – as we all think we are, no one can read minds.  Therefore, a person, basically a mentor, can only help when they know what, how – when and how, you know, you can help them.  

So we train and teach them to learn how to communicate to allow the mentor to be of support to them, which can often help their child.  But I think, Gloria, the biggest thing that we always tried to promote was whatever capacity that we can help you, it’s going to directly help your child, and that’s how we would get their attention and keep their attention.

MS.  SALAS-KOS:  That’s what –

MS. PRUITT:  – and keep their attention.

MS.  SALAS-KOS:  Yeah.  (Chuckles.)  Thank you.  Thank you.  I’d like to think that that answered quite a few more questions than the one I just asked. 

And then finally, we’ve heard from two of our grantees.  We’ve also gotten perspective from the Department of Labor, and here to talk to you more about what MENTOR, the national mentoring partnership, does is Tammy Tai.  Tammy, can you tell us more about your national efforts?

TAMMY TAI:  Thank you, Gloria, so much. And it’s really just great to follow Diana and Kerri, because you all have just heard such great models of both how to start a program and really go deeper with it.  And really what I’d love to do today, so that we can get to some of the Q-and-A and the chat, is just help you understand what are resources available to you, both potentially locally and then nationally, that you can tap into as you continue – as everyone continues to think about how to strengthen and deepen their program practices.  

Gloria gave a great introduction to who we are at MENTOR, so I can sort of skip here, but we’ve been around for 25 years really trying to help be the big tent (setter ?), if you will, for all of you, to expand the quality and quantity of mentoring relationships in the United States.

And we do that with a network.  And this little slide is just to help you understand the constellation of our groupings.  You know, our core group is a network of affiliated mentoring partnerships.  And I’d love, you know, those of you who were chatting at – there’s an active chat going on.  If you’re connected to your local MENTOR partnership, just go ahead and type it in there.  It’d just be great to see, you know, if folks are connected.  

And as Gloria mentioned in the introduction, our MENTOR partnerships are local capacity-building providers – and we’ve got 26 of them across the country – whose sole job is to really help you all running programs do that better, to help bring best practices, help you understand the connection between research and practice and really what you can incorporate into your programs.

The rest of the constellation here are just the different groups that we’re trying to touch and influence, from private sector, public sector, philanthropic sector, as well as, you know, just a wide grouping of direct service providers. 

So just a little bit more about us and mentoring and what we’re doing in terms of our activities – you know, these are just highlights of things that we’re working on.  Right now, you know, we’ll helping to unite a coalition to drive the advocacy around federal funding for mentoring.  I know there was a question here about where does funding for mentoring occur.  You know, you’re hearing me here as one of the allowable services within WIA funding.  The other great pot of money is within the Office of Juvenile Justice and Delinquency Prevention, and we’re advocating for an increase to that funding for the mentoring grant program within OJJDP.  And so we’re out there.  We’ve got folks down in D.C. doing that work.  

We are also leading an annual public awareness campaign.  So there’s like – you know, when we looked at that first poll around the greatest challenge, obviously – you know, this is nothing new, right?  You need – you need money, and you need people.  So National Mentoring Month is the yearly push for, you know, sharing what mentoring’s about, calling people to be mentors.  Many of this work is – we drive it nationally, but that it’s led locally through our mentoring partnerships.  National Mentoring Month is the beginning of the year, in January, and then it culminates on my next bullet down here is with the National Mentoring Summit, where, at the end of January, we bring together over a thousand folks.  It’s the only national convening for the mentoring field.  If you haven’t been a part of it, we really invite you, encourage you to come, invite you to also present.  Right now we’ve got a call for workshop presenters out there.  If you’ve got something to share, please do that.  And so, you know, that National Mentoring Month is connected to the National Mentoring Summit.

Someone’s sort of asking who I am.  We’re a private nonprofit organization with MENTOR.  So you know, we’re not – we’re not a program of the federal government.  We are a nonprofit, private, that was set up about 25 years ago to help really increase the number of mentoring relationships across the country.

The other thing we’re doing to help engage the private sector is we direct something called the Corporate Mentoring Challenge, in partnership with the Corporation for National and Community Service, launched back in 2012 as a way to really recognize the private sector’s engagement and really influence, inspire them to become engaged both through funding, starting their own mentoring program, providing employees their time to participate in your programs as mentors.  And then we’re helping to provide thought leadership through what we hope will be innovative research that can really benefit the field.

So one of the things that we’re really focused on that we hope people will recognize and turn to us for is around ensuring quality of mentoring programs and really helping to drive some standards for the field.

You know, hopefully many of you are familiar with the Elements of Effective Practice for Mentoring.  We instituted these nationally recognized standards.  We’ll be updating them in the next year.  But these really help guide you as to the elements that you need to include into your mentoring program.  

Now as we’ve heard from both Kerri and Diana, your mentoring program can look – it looked different, right, depending on the population you’re working with, how you want to use – whether it’s group mentoring or one-on-one mentoring.  So it can look – take a variety of forms.  

But there are certain elements that you should really incorporate that help guide both your recruitment practices – and there are six elements – your recruitment practices, all through how you close out relationships to how you support and train your mentors.

We operate the only national database for volunteer mentoring opportunities.  It’s called our Volunteer Referral System.  We encourage you, if your program isn’t registered in this – in the database, to please go in there.  Folks who are looking for volunteer opportunities have the ability to come onto our national database, put in their ZIP Code and find opportunities in their area.  So it’s the only national database.  We’ve got thousands of programs in there.

The other work that we’re particularly excited about that I would encourage all of you to connect to a local mentoring partnership, if you’ve got one in your area, is creating a National Quality Mentoring System, where we’ve outlined a process for helping programs self-assess their programs according to the Elements of Effective Practice, but then work with a mentoring partnership, work with this organization, to help examine those areas within their programming that they’d like to go deeper with.  It’s really about helping you reflect on how well you’re integrating the Elements of Effective Practice and where you’d like to invest some more time and resources to make improvements, but all with the partnership of a – you know, sort of a third-party intermediary who can help you benchmark, who can also provide the training and technical assistance support, as well as connections to other resources that can really help improve your programs and then help you think about, you know, what are the best ways to go deeper with your practices.

That’s connected to us and our work with our mentoring partnerships who are, you know, our local affiliates who serve as the local capacity builder and movement leaders.  You know, in addition to the work that they’re doing on the ground with mentoring programs, they’re also doing the state-level advocacy work that will – that will help bring about policies that are supportive for your programs, that result in both funding and connection to potentially more volunteers, as well as just the overall policies connected to the wider youth development field, the wider educational field – education field that will be supportive of your programs.

Then the final area that we’re building out that we are particularly excited about, that we’re – we think is really going to help raise the level of the field is in last – last fall we were selected by the Office of Juvenile Justice and Delinquency Prevention to develop a National Mentoring Resource Center – a one-stop-shop for all mentoring resources, program materials, et cetera – with the goal of really helping programs to more deeply incorporate research and understand that bridge to research to practice.  

You know, the research evaluations show that we’ve learned a lot about what it takes to have strong, effective, impactful mentoring programs, but yet, meta-analyses of youth mentoring programs show that the outcomes for young people in terms of the benefits that they’re derived from mentoring programs has really not taken off  in the last 25 years, so there’s some disconnect.  And so, you know, OJJDP has been a long-term leader in the mentoring field, and with the establishment of this National Mentoring Resource Center, you know, they’re really moving on, pushing on their role as a leader in the mentoring field to create, in one place, resources around the elements of effective practice for the field that are going to be user-friendly.  You’ll go on to this website and really understand, what can I do with that information?  

And then, if you’re still looking for more support, through the National Mentoring Resource Center we are going to have the ability to provide no-cost technical assistance to youth mentoring programs across the country irrespective of whether you’ve been funded by OJJDP or not, which we are particularly, particularly excited about.  This is a type of work that our mentoring partnerships have been doing for years and it’s an opportunity now to bring it all together in this – like I said, a one-stop sort of resource where programs can request no-cost technical assistance around specific areas and really go deeper with the support of a technical assistance provider through our network of mentoring partnerships and, you know, be able to integrate the information that’s going to be sitting on this National Mentoring Resource Center website and really get advice and support on how you actually integrate it and implement it into your program.  

And so, you know, folks are asking exactly what it’s doing.  Hopefully that answered it.  It’s a website.  It’s – you know, online website, but then the way that we’re making (actionable ?) is connecting you to local technical assistance providers.  And even when you’re connected, though, to TA providers, you know, you have a lot of one-on-one support, be able to talk to that person.  Our goal is to connect you with someone who is geographically close so that if you needed to do anything in-person, you could do that.  So please look out for that.  We’re in the final stages of the website development and opening up the portal to request technical assistance with a goal of getting that open by the end of the month.  

And so, you know, these are all the ways that we’re hoping to really build the capacity of the field to go deeper with programs around their quality.  So, you know, that’s what I’ve got.  I mean, this last slide here is just a call to you all about how you can engage with us.  I’ve sort of gone through all this.  You know, if you – if you have a mentoring partnership in your area, please connect with them.  You go to our website, www.mentoring.org – you’ll see a list of all of our mentoring partnerships, and they’re just – you know, they’re set up, waiting, ready to engage with you.  

If you haven’t been to a National Mentoring Summit, it’s every January.  We encourage you to attend.  If you feel like you’ve got a great model to share with the field and want to – want to present it, we invite you to be a workshop presenter.  

We’ve got all kinds of free resources on our website, all related either to the elements of effective practice or just a variety of resources there, and then more so will be coming through the National Mentoring Resource Center.  So we really encourage you all to access those resources there.

We also facilitate a free monthly webinar series on many of the topics that we’ve touched on today, as well as, you can see, there’s an archive of these webinars on our website.  But please check it out.  They occur every month on topics, you know, germane to the field.

I’ve already plugged our volunteer referral system.  Please put your program in there.  And if you don’t receive our Mentor Minute, which is our monthly newsletter, please sign up to receive that.  

One resource that, you know, hasn’t really come up in terms of how you evaluate or manage your program work, but we helped develop a database called Mentor Corps (ph), which is run by a company now called Civi-Corps (ph) as a way to help you manage your mentoring activities.  It’s a user-friendly database where you’re able to put in all your mentor-mentee information.  You can match your mentor and mentees within that platform, but then keep track of their activities, run reports, et cetera.  So, you know, we encourage you to adopt that program, because we really worked with the developers to make it user-friendly for mentoring programs and to keep the costs pretty low.

And then, please connect with us on social media.  Again, our website is www.mentoring.org – lots of stuff on there.  And, you know, it’s just – it’s just exciting to be with you all, to have heard the two programs come before us, because it’s just great, great programming going out there.  So with that, I’ll wrap my piece, and I know, you know, we don’t have a whole lot of time and I know there’s been tons and tons of questions, so that’s my piece, Gloria.

MS. SALAS-KOS:  Thank you, Tammy.  What a wonderful list of resources.  And I think everyone is going to be calling you or emailing you or going to your website right after this call.  But before we move on to the open – to the open Q-and-A session, let’s talk about mentoring models, Tammy.  There is – there is group, one-to-one, youth-initiated, peer, career guides, navigators, just to name a few.  How does the program manager decide which model to use and what to call mentors?

MS. TAI:  That’s a great question, Gloria.  And I really do think this is – this is the result the last decade of just great interest in mentoring and trying to figure out the different ways to use it.  I actually think Kerry and Diana gave some great examples in their overviews of how folks have thought about using these models.  I mean, I think you’ve got to – you got to really figure out what’s the goal of your mentoring program, why you’re – why you’re using mentors, who are the people that you could actually bring in to be mentors.  And then you’ve got to think about which model is going to best suit the young people that you’ve worked with or you’re working with.

So Diana gave a great – a great example of how, you know, they have a group model as well as a one-on-one model, but that it’s in the group one that they’re doing a lot of their work in support, and they use the one-on-one – and with their alumni, right?  So it’s key as to who is being used in which place.  The alumni, you do the one-on-one and can provide more of that peer support and sort of encouragement.  But they were – they were clear that, you know, they couldn’t just do all of their work through that one-to-one given the population of young people that they’re working with, that they really had to implement some type of group model.  And you will find that, you know, a lot of these models are going to work with older youth, and I know we probably have most folks here working with that upper age group.

Across the field, you know, a program’s got to think about what’s the age group that they’re working with, how they’re going to set this up, the types of adults they can recruit as mentors, and maybe, you know, they realize, you know, they’re only going to be able to bring in a particular type of mentor if they’re focused on one area and they’re only going to be able to get a certain amount of mentors, and they structure it very intentionally in a group model.  So, you know, you’ve got to really consider why you’re setting up this mentoring program, the type of young people that you’re working with, and then who you’ve got available as mentors in thinking about these models.

MS. SALAS-KOS:  Thank you, Tammy.  That was great feedback.

So we should go ahead and, because of the amount of time we have left, let’s go ahead and jump into the Q-and-A.  Diana, do you want to start with some of the questions that we can respond to?

MS. HERNANDEZ:  Sure.  I’m going to start with a question that was provided by – in regards to a mentoring program within the TRIO FFS (ph) program.  So they’re talking about using a renewal of effective mentoring strategies.  One of their biggest challenges is recruiting students to be mentors and keeping them engaged in the process when their staff have a caseload that they have to attend to and don’t always have as much time to dedicate to mentors for follow-up.  Another one of their biggest challenges is the lack of staff to help coordinate mentoring programs.

And with that, I definitely think that being able to, again, outreach to – create a volunteer base, whether it’s through developing or pulling from your alumni participation, the students that went into your program – I know that recently we’ve had a lot of success in recruiting from also graduate-level programs from different master’s-level departments that are looking for students who need to do practicums.  And a lot of these projects involve designing or helping coordinate and implementing different phases of projects or streamlining different, you know, processes.  And a lot of these graduate-level programs and volunteers can also be helpful in some of that coordination that you need to do the follow-up for mentoring, because case management as a whole is such a big monster in itself to deal with, with, you know, the paperwork, your constant focus on your participant, along with your mentors, because essentially, helping follow up on mentors sometimes is like case managing on the mentor work.  You’re making sure that they’re, you know, being in contact.  You’re making sure that they’re, you know, following up with their mentee.  And so I think that bringing in volunteers, especially from different graduate-level programs, and even other, you know, volunteers like, you know, was just shared, volunteers that are willing to help and participate and are looking to just be involved would be helpful in helping coordinate and streamline some of that mentoring assistance that you need to help run a successful mentoring program.

MS. SALAS-KOS:  Thank you, Diana.

Tammy, would you like to go ahead and follow up on one of the questions that was submitted/

MS. TAI:  Sure.  You see – I saw a question here that someone asked, you know, yes, this is a group working with these young adults, this 18 to 24.  And I will say, you know, a lot of our work is focused on youth mentoring and the guidelines in terms of the structure of that relationship and the training.  I mean, I think once you get into this young adult population, you’ve got to figure out what’s the level of training that needs to be provided and how much structure.  I mean, these are folks that you’re working to get transitioned into these adult relationships in a professional environment, and so, you know, you probably don’t need to do the same level of sort of structuring or training as you would with 7-to-8-year-olds.  But I would posit that the elements of effectual practice are still a good guide as to the stages of that mentoring relationship, and I think the depth then you need to modify for this age group, and that the notion of how much training to provide is really dependent upon the type of young people and what you need those mentors to know about them.

I mean, you all know this better than I do.  I mean, you’ve got young people who, you know, this may be their first time going into this professional setting and those mentors need to know that and how to prepare that.  So it’s really dependent upon what that current situation is, but I would say that the elements of effective practice are still a good guide here even when you move into the young adult age group.

MS. SALAS-KOS:  Thank you, Tammy.

Maisha, there’s a couple of questions that are directed at the Department of Labor.  Do you want to try answering one?

MS. MEMINGER:  Sure.  I have a question here asking about collaboration between Health and Human Services and Department of Labor support, mentorship, local needs, and what we do here is we do work with HHS, especially with their leadership on the Interagency Working Group for Youth Programs, where we are a partner, and we work with them to make sure that they are sending out information through their findyouthinfo.gov website.  That’s findyouthinfo.gov.  

And there is a mentoring button there as well, and we support those efforts from our HHS partners.  We also provide some information to put up there, as well as – (inaudible) – earlier in the presentation about community canvassing and basic community mapping.  They also have a mapping tool there to make sure that you can find federally funded opportunities in your local neighborhoods where you can use a zip code button to find federally funded programs in your neighborhood.  

So therefore, we are working very closely with HHS on several efforts surrounding youth.  We have a letter – a guidance letter that just came out recently on supporting between Labor, HHS, Education about jobs for young people.  I can find that number for you all and I’ll put that up.  So we do work very collaboratively with our colleagues and our partners.  So I’ll find that letter right now, Gloria.

MS. SALAS-KOS:  Thank you, Maisha.  

And, Kerri, can you answer a couple of the questions?

MS. PRUITT:  Sure.  I see one of the questions posed to me is that do programs like this partner with local schools, K-12?  And my answer to that is, like, in our community I can say yes, but I think the best thing that each program or community to do is to canvas the community to see exactly what mentoring programs are being offered and to basically make a map, if you will, to identify who is doing what, because there’s a lot of different programs and they’re doing a lot of things that’s overlapping.  But there’s always an identifiable gap.  And again, I piggyback on what I said earlier.  You know, you can’t expect your office to know everything that’s going on.  You’ve got to get out in the community and engage yourself to see what’s happening.  

And then if no one else is communicating that, you know, you can be the vehicle to do that, promote it in your newsletter, promote it on your Facebook, on your Twitter or whatever:  Go check out this program, the mentoring, third grade through fifth grade or something like that, whatever is applicable for that particular area.  But that’s what we do.  We stay focused.  We stay engaged in the community and we communicate once we find out what’s going on in our area, but we – as result of the YPD program we started providing this – we started offering this program in schools but we had to partner with the pregnancy programs within the school.

And then I see another question is, are there signed agreements between the mentor and the mentee?  Yes, there are agreements that’s signed between both.  But what we do is once they establish their relationship we ask them to sit down and create the action plan that I mentioned earlier.  We ask them to sit down and to determine – you know, look at what’s going on in Birmingham or the surrounding areas, see what are some of the free cultural events or just events going on in the city to see if those are things that you all want to do together.  But we asked them to sit down, talk about what the mentoring relationship means between the two of them, what they are agreeing to do and how they’re going to do it.  So yes, there are mentor and mentee agreements signed between the relationship.  

MS. SALAS-KOS:  We have about two minutes left.  Thank you, Kerri.  I think all the information that was shared today is very useful and I’m hoping that we can – we’ve encouraged some of our youth service providers to think about what they can do with the information they’ve heard today.  

So with that I’d like to go to the resources page and just remind you – let you know that we offered some handouts that you might be able to try or use as part of your planning as you move ahead.  You’ll find the Mentoring Youth and Young Parents Guidebook, Mentoring/Employment Assessment Tool that was used with the young parents demonstration, and a sample action plan available on the website.  There are also other resources, and I know Maisha talked about – I don’t know if she mentioned Youth Connections but that’s what Youth Communities of Practice have set up on Workforce3One as well as Workforce Systems Strategies that provides evidence-based type research and technical assistance information.

You can also, as Maisha mentioned, go to findyouthinfo.gov and you’ll find topics that cover all types of youth activities and services, organized by topic on that site, and that is a federally funded site that’s supported by several of our federal partners.  And then finally – thank you, Tammy, for being on the call with us – the National Mentoring Partnership is at www.mentoring.org.  You will – we will be looking forward to sharing that information with you on the website.

And then I also want to mention that at the end of this session, or after this session, you’ll be getting a survey and being asked to complete it about this topic.  We would really like for you to take a few minutes to complete it, and hope that you can tell us how you’ll be using your – the information we shared today.  

And with that I’ll turn it over to – 
GARY GONZALEZ: Thanks for taking the time to view this recording.  To help us improve these online learning events, we ask that you take a moment to answer a few questions about your experience.  You can enter the survey any time by clicking the link at the bottom of this recording.  The survey will only take about two minutes to complete and your responses will be anonymous.  This survey link will only be active for 8 days after the recording is posted.
(END)
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