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Individual differences. When comparisons were made between male and female
respondents, no sex differences were found on the number of mentors reported. Female mentors,
however, tended to be at lower hierarchical levels than their male counterparts. This is not
entirely surprising given that the military is still a male-dominated environment, including the
health care professions. An examination of dyads further revealed that the highest hierarchical
levels were held by male mentors who had female protégés whereas the lowest levels were held
by female mentors, regardless of the sex of their protégé. There was also a tendency for female
protégés who had male mentors to be most junior (least tenured) compared to protégés in other
dyads. Finally, protégés who were in cross-sex mentorships reported communicating more
frequently with their mentor than their counterparts.

Several demographic variables influenced reported mentoring needs and occurrences.
For example, older, more tenured, and higher ranking protégés expressed decreased mentoring
needs for a number of functions (such as coaching on work issues). Conversely, mentoring
occurrences did not seem to be affected by protégé characteristics, and consequently did not
exhibit the same pattern.

Of interest was the examination of language effects on mentoring needs and occurrences.
There were no significant effects for needs. Francophones, however, reported receiving less
coaching on work issues, friendship, and equal partnership than anglophones. These effects were
not replicated with the second study, even though the sample size was sufficiently large to detect
any difference. Findings on mentoring related to language remain inconclusive. It is possible
that this phenomenon may be more compiex. For example, mentoring behaviours may be

affected by the culture (including official language use) of the working environment. They may
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also be influenced by the language of the mentor, suggesting that protégés in cross-language
dyads may communicate differently than protégés in same-language dyads. Future research
should be devoted to ascertain whether there are any cultural differences that may shape
mentoring needs and occurrences, for example by comparing same- and cross-language dyads.

With regards to differences based on sex, women were found to express greater needs for
professional development, equal partership, coaching on work issues, and role-modeling,
compared to men. A recent meta-analysis of all tests published since 1950 revealed that women
of all ages and of all statuses consistently obtain higher dependency scores than do men in
objective dependency tests (Bornstein, 1995). Objective dependency tests, such as the two
studies conducted for this thesis, are measures tapping in self-attributed motives, that is, "motives
that the individual openly acknowledges as being characteristic of his or her day-to-day
functioning and experience" (Bornstein, 1995, p. 320). In other words, Bornstein explains that

"women are more willing than men to acknowliedge their dependency needs openly on self-report

tests " (p. 320). These conclusions support sex role socialization theory (Spence & Helmreich,
1978) and Kaplan's (1983, cited in Bornstein, 1995) suggestion that men express dependency
needs in a more indirect and disguised manner than do women.

Next, same-sex versus cross-sex mentorships were compared. Protégés in cross-sex
mentoring relationships from the first study reported needing more coaching on work issues than
their counterparts in same-sex mentorships. In the second study they reported needing more
professional development. An important aspect must be noted, nevertheless. The pattern of

means for both studies was analogous in all cases: protégés in cross-sex mentoring relationships
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always expressed greater mentoring needs than those in same-sex mentorships. Conversely, no
same- versus cross-sex effects were found with regards to reported mentoring frequencies.

Dvad effects. Because of inconclusive findings in the mentoring literature regarding
protégé and mentor sex, dyad effects were investigated. Indeed, examining the role of gender
composition of the dyad on mentoring processes and outcomes has been recommended by
several prominent mentoring researchers (e.g., Allen et al., 1998; Burke & McKeen, 1990;
Dreher & Ash, 1990; Ragins & Cotton, 1999; Noe, 1988b; Sosik and Godshalk, in press). The
present research reported a number of significant and important findings. Female protégés who
had a male mentor distinguished themselves from their peers in that they expressed stronger
mentoring needs than male protégés with male mentors, particularly for professional
development, equal partnership, coaching on work issues, and role-modeling. They also reported
receiving more mentoring functions compared to protégés in other dyads, specifically
sponsorship and recognition, coaching on work issues, and role-modeling. Again, the pattern of
means for both mentoring needs and occurrences was identical to that of the first study.

It seemed that the group who received the most mentoring was also the group who
expressed the greatest needs. The need fulfilment theories developed by Maslow (1943, 1954)
and Alderfer (1969), as well as reinforcement theory (Skinner, 1953) partly explain the findings.

The two need fulfilment theories suggest that individuals are never fully satisfied and strive for

more, whereas reinforcement theory suggests that an individual will express greater needs after
having experienced its benefits. In other words, the more one receives, the more one desires. It

is important to note that mentoring was found to impact on growth needs, as defined by Maslow
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and Alderfer (this was not tested on primary needs). A similar pattern of increased needs and
occurrences was evidenced when comparing responses of those who had a mentor and those who

did not. Protégés expressed stronger mentoring needs than their non-mentored counterparts,

possibly because protégés had been exposed to the benefits of mentoring and therefore.
acknowledging its value, wanted more.

Characteristics and attributes of the protégé. The second study was conducted in order to
test some hypotheses regarding the female protégé who had a male mentor. Several
characteristics and attributes of protégés involved in a mentoring relationship were measured,
such as help-seeking behaviours, ambition, competitiveness, need for power, need for
achievement, and career satisfaction.

Study one revealed that women protégés expressed greater mentoring needs and
occurrences when their mentor was a male. It also revealed that protégés in cross-sex
mentorships interacted more frequently compared to protégés in same-sex mentorships. Itis
possible that the way men and women communicate with each other involves different types of
interactions than those generally occurring in same-sex relationships. In her widely acclaimed
book, Tannen (1990) argues that men and women fail to understand each other because they have
developed different rules for communicating. [n an attempt to explain this finding, the second
study hypothesized that women were more prone to express their needs and desires than men,
suggesting that women were more vocal than men. This was tested with a measure of help-
seeking behaviours (in addition to measuring the frequency of interactions). The results did not

support the hypothesis, revealing a surprising similarity between men and women on self-reports



144
of help-seeking behaviours (the means were identical). Furthermore, responses were no different
when the sex of the mentor was factored in the analyses.

It is possible that the increased frequencies of interactions in cross-sex mentoring
relationships was attributable to another factor. For example, it could be related to an
emotional/physical attraction between the two sexes. Sexual attraction is always a possibility in
cross-gender mentorships: nearly 26% of the 381 professionals surveyed in a study conducted by
Collins (1983) reported that they had sex with their mentors. One of the female managers
interviewed by Fitt and Newton's (1981) stated that there was "... a greater tendency for sexual

attachment when the mentor is supportive and the environment isn't" (p. 60).

The second study also hypothesized that women protégés who had a male mentor would
report higher levels of ambition, competitiveness, need for power and need for achievement
compared to protégés in the other dyads. None of the hypotheses were supported, suggesting
that the dyad composition, female protégé with a male mentor, was not related to self-perceptions
on these attributes. Although ANOV As revealed some tendencies for male protégés to describe
themselves as more competitive and in greater need for power compared to female protégés,
these did not reach significance. Consequently, on a theoretical perspective, this research is in

keeping with other literature which suggests that sex differences on achievement-related motives

and behaviours are small to non existent (Brief & Oliver, 1976; and Brief, Rose, & Aldag, 1977,

both cited in Spence & Helmreich, 1983).

Resource persons approached for specific mentoring needs. Another attempt to explain

the dyadic findings was to examine whom protégés would approach for specific career

developmental and psychosocial functions. First, men always preferred consulting men,
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regardless of the nature of the issue. With regards to instrumental issues, such as professional
development, career advancement, the teaching of political dynamics, and having the power to
assist the protégé in his or her career, men unequivocally approached men whereas women
reported no preference with regards to the sex of the resource person they consulted. Such issues
are often believed to be the domain of senior organizational men.

Further analyses revealed that women who preferred consulting men for career
advancement issues were younger, less tenured, had a greater need for achievement, and tended
to have a greater need for power than women who consulted women. The pattern was similar for
other attributes, although only approaching significance: women who approached men tended to
be more competitive, have greater needs for power and achievement, and report higher career
satisfaction than women who approached women. These findings suggest that female protégés
who have male mentors distinguish themselves from female protégés who have female mentors,
particularly when the issues discussed pertain to career advancement. If men are perceived as
holding the power to provide benefits related to career success, women who exhibit higher needs
for power and achievement will engage in a relationship with the senior organizational men who

hold that power.

Conversely, with regards to personal issues, women preferred approaching women and

men preferred approaching men, thus indicating a same-sex preference for discussing non-work
related subjects. These findings support the theories of social identity (Tajfel, 1978), the

similarity attraction paradigm (Byrne, 1971) and the relational demography perspective (Tsui,

Egan, & O'Reilly, 1989) which would suggest that individuals are more comfortable and more
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prone to discuss personal issues with a person whom they would identify with, that is, of the

same s€X.

Finally, with regards to role-modeling, results seemed to indicate that men had a
preference for approaching men whereas women did not have a gender preference. Although this
contradicts the above theories, it is consistent with recent findings linking mentoring and role-
modeling {e.g.. Gumbiner, 1998; Gibson & Cordova, 1999; Sosik & Godshalk, in press). Post
hoc analyses did not reveal significant findings, although the pattern was in the same direction in
every case: women who approached men as their role-model tended to describe themselves as
more competitive, more ambitious, in greater need for power and achievement, and having
higher career satisfaction compared to women who approached women as their role-models.
Comparing the Mentoring Needs of Protégés and Non-Protégés

Lastly, it must be noted that this research is the first to compare mentoring needs between
protégés and non-protégés. Most respondents (84%) indicated having benefited from a
mentoring relationship. Results revealed that protégés expressed greater mentoring needs,
particularly for professional development, equal partnership, coaching on work issues, and role-
modeling, compared to their non-mentored counterparts. This is consistent with Fagenson's
(1992, 1994) findings, namely that protégés have higher needs for power and for achievement
compared to non-protégés. Furthermore, protégés have distinctively reported receiving more
mentoring compared to non-protégés. These findings further support the importance of
conducting a needs analysis. They also suggest that mentoring has to be pursued by bot# parties:

some individuals are not interested in or do not need mentoring.



147

Limitations_of this Research

External validity. Several limitations of this research should be mentioned, the first one
being sample size. A larger sample size in the first study would have permitted a larger variable-
to-subject ratio in the exploratory factor analysis. Furthermore, the relatively small sample size
of the second study did not allow for the possibility of a confirmatory factor analysis and may
have precluded more replications of the first study's findings. A cautionary note should also be
added with reference to possible occupational effects. Although responses from nurses did not
affect overall group dyad findings, nurses expressed stronger mentoring needs compared to non-
nurses. Consequently, generalizations from the group findings to the various occupations must
be made with some reservation.

The fact that participation in this research was voluntary (especially in the second study
where participants were given the survey during a conference) may have contributed to
restriction of range. Finally, larger and equal cell sizes for each of the dyads would have been
ideal and resulted in stronger analyses. This was one of Carden's (1990) criticisms of the current
mentoring studies that have used a dyadic approach. Realistically, given usually lower
frequencies of cross-sex mentorships, particularly male protégés with female mentors, this is
something which is difficult to achieve. Nevertheless, it may be possible with very large sample
sizes incorporating occupations which are gender-balanced.

The two studies were restricted to the protégé's perceptions. Data on the mentors'
perspective, preferably matched, would provide a more complete picture of the mentoring

relationship and both parties' perceptions of protégé needs.
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Internal validity. Given the statistical tools used is this research, causal inferences could
not be attributed to the independent variables. A greater sample size would have been necessary,
combined with more sophisticated tools such as structural equation modeling. Granted, the
purpose here was not to test whether the sample fitted a mentoring model, nevertheless more
causal modeling is necessary in mentoring research given the paucity of its theoretical
framework.

Measurement. Even though the internal consistency coefficients for the mentoring needs
and occurrences sub-scales were very strong, this cannot be said for all the scales. In particular,
the measures of help-seeking behaviours and ambition exhibited somewhat low coefficients (.42
and .54, respectively), suggesting caution prior to making inferences using these constructs.
Although the need for power and the need for achievement scales developed by Steers and
Braunstein (1976) were acceptable in terms of alpha coefficients (.67 and .58, respectively), there
has been some question among researchers whether more reliable measures could be used
(Parker & Chusmir, 1991; Fagenson, 1992). Alpha coefficients above .70 are usually
recommended in order to generate any conclusions (Nunnally & Bernstein, 1994).

Finally, the measures of need for power, need for achievement, ambition,
competitiveness, and help-seeking behaviours were self-report measures, and, as with all self-
report measures, they may have been influenced by social desirability to respond in a certain way
(for example, it may appear desirable for a military officer to appear as ambitious, even though

responses were anonymous and unidentifiable). As suggested by Bornstein (1995), "subjects'’

responses to these tests may be strongly influenced by a variety of self-presentation and self-

report biases" (1995, p. 320).



149

Future Directions for Mentoring Research

This thesis has provided evidence for two directions of future mentoring research: (1) the
importance of assessing mentoring needs in an organizational context; and (2) the importance of
examining dyad effects as they relate to mentoring functions.

Given the novelty of assessing mentoring needs, the possibilities regarding future
research are numerous. For example, mentoring needs could be examined as a function of career
stages. The need for coaching on work issues, as an instance, should decrease as a person
progresses towards more senior positions. Mentoring needs could be examined both as a
function of occupation, as well as a function of the respondent's status. For example, there is a
dearth of research on executive mentoring: At present nothing is known about the mentoring
needs of executives, nor what functions they are currently receiving.

Mentoring needs could also be studied in a cross-cultural context, controlling for gender
composition of the dyad. On a broader perspective, they ought to be examined as one of the
antecedents of mentoring functions and linked with processes and outcomes of mentoring in
organizations. For example, in addition to protégé needs, both the mentor's perception of the
protégé's needs and the mentor's ability and motivation to meet them, should be investigated in
future studies (Ragins, 1997). This would entail obtaining information from both mentorship
parties. Furthermore, as suggested by Allen et al. (1998), additional research is warranted to
examine the construct of "need for help” from the protégé's perspective. Here, in expressing
greater needs, women may have signalled that they were in greater need for help than their male

counterparts.
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Second, research on mentoring must continue examining dyad effects. It is now clear
from this and recent research that analyzing data by examining the sex of only one of the two
partners will yield biased results. Ideally, sample sizes should be large enough to allow for
greater dyad cell sizes, thus increasing the power of the ANCOVAs. Specifically, the unique
characteristics of the female protégé - male mentor dyad should be further investigated. First,
studies should assess whether this effect only occurs in more traditionally male-dominated
organizations such as the military or whether it replicates in other settings, including civilian
health care environments. Second, whereas the focus here has mainly been on the female protégé
who has a male mentor, characteristics and attributes of the male mentor who has a female
protégé should be examined concurrently. It is possible that these men engage in certain
behaviours or possess certain attributes which make them behave differently (which includes the
initiation phase) with female protégés. Finally, based on the work of Tannen (1990) on male-
female communication, examining how the mentoring pairs communicate using discourse
analysis may reveal interesting dyad differences.

Another criticism about the mentoring research in general is that it relies mainly on
survey methodology (Chao, 1998). Parallel analyses using in-depth interviews with pairs of
mentors and protégés will strengthen the findings. Several important aspects could be clarified
verbally, such as perceptions of the relationship by both parties and the protégé's mentoring
needs. In addition to collecting data from both sides of the mentoring relationship, the
perspective from observers and the organization as a whole could be sought (Chao, 1998). This

may prove to be quite a challenge.
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Perhaps the reason why francophones reported receiving less mentoring functions
(specifically coaching on work issues, equal partnership, and friendship) than anglophones may
be related to the language of the mentor. In order to understand the potential cultural influence
on mentoring functions, future research should examine same-language versus cross-language
dyads and how such relationships affect reported mentoring needs. The Canadian military
environment, although bilingual, is still dominated by the English culture. Consequently, it is
suspected that there would be a greater proportion of francophones in cross-language dyads than
in same-language dyads, which, in turn, may have affected reported mentoring needs and

occurrences.

A major drawback of mentoring research is that the respondent's mentoring stage is not
taken into account. Kram (1985a) described four mentoring phases: the initiation of the
relationship, the cultivation of the relationship (when most mentoring benefits take place), the
separation of the relationship when the protégé and the mentor feel that mentoring is no longer
required, and the redefinition when friendship is maintained (and often the protégé wishes to
become a mentor in turn). Depending on the phase, different mentoring functions may be
operating. For example, Chao (1997) found that protégés reported receiving significantly less
career developmental and psychosocial functions during the initiation stage. Furthermore, most
interactions will likely occur during the cultivation phase. Therefore, it is important that
mentoring models incorporate the stage of the mentoring relationship. To this effect, Chao
(1999) has identified effective ways of measuring these stages. Moreover, this research revealed
that career satisfaction was not affected by dyad composition. Incorporating the mentoring phase

as a moderating variable may shed further light on this issue.
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The above recommendation leads to the final point. Although there has been an explosion
of research on mentoring in the last three decades, the literature is still practically devoid of any
sound theoretical framework. Most of the research has been correlational. Instead, more causal
models are required in mentoring research, preferably incorporating some of the previous
suggestions.

To conclude, this thesis has clearly demonstrated the value of assessing mentoring needs
in a organizational context and the importance of examining the gender composition of the

mentoring dyad in future research.
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8 September 1998

Dear

Thank you for agreeing to participate in the pretesting of the CFMS Mentoring Needs Analysis
survey. Your input given your extensive expertise and your role as MOC advisor are invaluable

in making this project a success.

As you know, this needs analysis is the first of several phases. Once the results are collected and
analyzed, decisions will be made as to whether the CFMS wishes to establish a mentoring
process and its degree of formality.

Attached you will find the following documents:
1) the covering letter (unformatted)
2) the needs analysis survey
3) an evaluation form of the needs analysis

Please complete the entire survey as would other respondents and then complete the evaluation

form attached. You may wish to make comments on the questionnaire as you go along, or mark
the areas requiring modification and get back to them later. Plan for approximately one hour of
uninterrupted time. I encourage you to be very "picky"! Your feedback is very important as it
will shape the final form of the questionnaire and thus impact directly on subsequent measures
and results.

As indicated to you earlier, as per ethical standards, your anonymity and the confidentiality of
your responses will be guaranteed. Please call me if you have any concerns you wish to discuss
personally (561-6913). As soon as you are done, please give the documents to LCdr Peggy
Béchard.

Once I receive your feedback, the survey will be modified and then sent for translation. The
transiated version will be pre-tested by two francophone MOC advisors. After incorporating
their feedback, both English and French versions will be reproduced and sent to all CFMS
Officers. Your prompt assistance with this project is sincerely appreciated.

Janine Knackstedt
(561-6913)



EVALUATION FORM
Name of evaluator: Phone number:

Approximate time it took you to fill out the survey:

Please write any item modifications directly on the questionnaire.

Please comment on the following aspects of the survey:

L] Length

° Clarity of purpose

o Overall format

L Flow/layout

® Clarity of instructions
o Content

e Did you find it difficult to stay focussed throughout the survey?

[ g Was there a part you found more difficult to answer than others? Please comment.

4 Are there concerns you think may be raised by some respondents (CFMS officers at any level,
including in your MOC)?
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COVERING LETTER
Do you have any comments on the covering letter?

NEEDS ANALYSIS SURVEY: COVERING PAGE
Do you have any comments on this page?

PART 1: MENTORING NEEDS
Did you encounter any difficulties in rating your mentoring needs? Please comment.

PART 2: CURRENT SITUATION
Did you encounter any difficulties in rating the current frequency of mentoring behaviours received?
Please comment.

PART 3: EXPERIENCE AS A PROTEGE
Did you encounter any difficulties in identifying your mentor(s)?

Did you encounter any difficulty in answering any of the questions associated with each mentor?

PART 4: EXPERIENCE AS A MENTOR
Did you encounter any difficulties in identifying your protégé(s)?

Did you encounter any difficulty in answering any of the questions associated with each protégé?
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PART 5: INTEREST IN A MENTORING PROCESS ) ) )
Did you encounter any difficulty or concerns in answering the questions in this part? Please comment.

PART 6: GENERAL INFORMATION ABOUT YOU
Do you have any comments on this part?

PART 7: FEEDBACK AND SUGGESTIONS
Do you have any comments on this part?

PAGE 15/15: INTEREST IN PARTICIPATING IN FOLLOW-UP STUDY
Did you encounter any difficulty in understanding the purpose of the code?

Did you encounter any difficulty in understanding the instructions with reference to the code?

"PAGE 16": FOLLOW-UP STUDY RESPONSE (ATTACHED PAGE)
Do you have any comments on this part?

o General comments related to the survey or its administration:

® Any final comments or concemns you wish to inform the researcher about...

THANK YOU FOR YOUR FEEDBACK AND SUGGESTIONS !
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National Defence Headquarters  Quartier général de la Défense nationale

Ottawa, Ontario
K1A OK2 K1A OK2

5000-1 (ACOS Trg)
October 1998
Distribution List

MENTORING INITIATIVE FOR THE
CFMS

1. The purpose of the enclosed needs
analysis is three-fold: (a) to determine
current mentoring needs for all officers
within our Branch; (b) to assess the extent to
which mentoring is already occurring on an
informal basis; and (c) to ascertain interests
and preferences regarding the establishment
of a mentoring process within the CFMS.
For your benefit, a short information sheet
on mentoring is attached.

2. Numerous civilian and military
organizations are currently reaping the
advantages of mentoring. Our American
military colleagues have openly spoken and
written about mentoring in the military. The
CF is also keenly interested in mentoring
since one of its goals is the development of
future leaders (as opposed to managers).
Within the coming year, a CF Mentoring
Handbook will be available to anyone
interested within DND. Some occupations
(e.g., AERE) havebeen pro-active and have
already initiated their own mentoring
process. The CFMS also wishes to take a
similar initiative; however, before
establishing any mentoring process, it is
important that your specific needs and
interests be identified, which is the purpose
of this needs analysis. Note that while the
potential establishment of a mentoring
process is being examined for officers, a

1/4

Canad¥

Ottawa (Ontario)

5000-1 (CEMA FORM)
octobre 1998

Liste de distribution

INITIATIVE DE MENTORAT AU SSFEC

1. Le questionnaire d’analyse de besoins
ci-joint vise un triple but : a) déterminer les
besoins actuels en matiére de mentorat pour
tous les officiers de la Branche; b) évaluer
dans quelle mesure le mentorat s’exerce d€ja
de fagon non officielle; c) déterminer les
intéréts et les préférences en ce qui a trait a
{’établissement d’un processus de mentorat
au sein du SSFC. Une courte feuille de
renseignements sur le mentorat a été annexée
a votre intention.

2. De nombreuses organisations civiles et
militaires bénéficient présentement des
avantages du mentorat. Nos collégues
militaires américains ont parlé et écrit
ouvertement au sujet du mentorat au sein des
Forces. Les FC sont également vivement
intéressées par le mentorat étant donn€ que
I’'un des buts de cette approche est la
formation de futurs chefs (plutdt que de
gestionnaires). Au cours de I’année qui vient,
un manuel des FC sur le mentorat sera mis a
la disposition de toute personne intéressée au
MDN. Certains groupes professionnels
militaires (p. ex., le GAERO) ont €té
proactifs et ont déja mis sur pied leur propre
processus de mentorat. Le SSFC souhaite
en faire autant; cependant, avant d’établir
tout processus de mentorat, il est important
de déterminer vos besoins et intéréts
particuliers, ce a quoi doit servir [’analyse de -
besoins. Il est & noter que la possibilité



similar initiative is currently being considered
for NCMs.

3. This initiative has been endorsed by
the Director General Health Services, BGen
Auger. It will consist of the following
phases: (a) needs analysis; (b) establishment
of a mentoring process based on the results;
(c) implementation of the process
(participation will be entirely voluntary); and
(e) validation and on-going monitoring of the
mentoring process over the next five years.

4. Your opinions and feedback on this
subject are important. They will determine
whether or not a mentoring process will be
established, and, if yes, its degree of
formality. In this respect, we encourage you
to participate in this survey and return it

mpl withj n n working da
(It will take you approximately 45-60
minutes to fill it out). Your participation is,
of course, voluntary. You may decline
answering any question you feel you do not
wish to answer. While we encourage and
endorse mentoring at all levels within the
CFMS, we understand that it may not be for
everyone and that there may also be some
drawbacks associated with such
relationships. We will respect your wishes in
terms of the structure, or absence of it,
according to your responses. Even though
some of you may not be committed to a long
term career with the CF, or may not be
interested in a mentoring process, your
opinions on this subject are highly valued.

2/4
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d’établir un processus de mentorat est
examinée non seulement pour les officiers,
mais aussi pour les MR dans le cadre d’un
projet similaire.

3. L’initiative a été approuvée par le
bgén Auger, Directeur général des Services
de santé. Elie comprendra les €tapes
suivantes: a) analyse de besoins; b)
établissement d’un processus de mentorat en
fonction des résultats de [’analyse; c) mise en
oeuvre du processus (la participation sera
entiérement volontaire); d) validation et
surveillance continue du processus de
mentorat au cours des cinq prochaines
années.

4.  Vos opinions et commentaires a ce
sujet sont importants. Ils détermineront si un
processus de mentorat sera établi ou non et,
le cas échéant, dans quelle mesure il s’agira
d’un processus officiel. C’est pourquoi nous
vous encourageons a participer au sondage
et a renvover | tionnaire diment rempli
ix prochains jours ouvrables. (Il
vous faudra environ 45-60 minutes pour le
remplir). Bien siir, vous €tes entiérement
libres de participer ou non. Vous pouvez
sauter toute question a laquelle vous ne
souhaitez pas répondre. Bien que nous
encouragions et approuvions le mentorat a
tous les niveaux au sein du SSFC, nous
comprenons qu’il ne convient peut-€tre pas &
tout le monde et qu’il peut aussi entrainer
certains inconvénients. Nous respecterons
vos désirs en ce qui a trait a la structure, ou a
I’absence de celle-ci, suivant vos réponses.
Méme si certains d’entre vous ne se sont
peut-€tre pas engagés a poursuivre une
longue carriére au sein des FC ou ne sont pas
nécessairement intéress€s par un processus
de mentorat, nous accordons beaucoup
d’importance a vos opinions sur la question.



S. The results of the survey will be
published in the monthly CFMG Bulletin and
Fang Gazette as soon as the data are
compiled and analyzed. In order to
guarantee your anonymity and the
confidentiality of your responses,
participants' names are not requested. All
surveys will be opened, analyzed, and
retained by the researcher. Only aggregate
results will be reported. The subject matter
expert who is assisting us on this project is
Major Janine Knackstedt. She is a Personnel
Selection Officer presently undertaking her
doctoral studies on mentoring at the
University of Waterloo under the supervision
of Dr Patricia Rowe. This project has been
reviewed and received ethics clearance by
the Office of Research Ethics at the
University of Waterloo. Any questions
regarding your participation in this study can
be directed to this office at (519) 888-4567,
ext. 6005. If you wish to discuss mentoring
issues, you may contact LCdr Peggy
Béchard at (613) 945-6784, or your MOC
advisor, or the researcher, Maj Janine
Knackstedt at (819) 561-6913 (day time
home phone number), or Banyan e-mail, or
non-military e-mail:
eric.gagnon2(@sympatico.ca.

6. Again, we encourage you to take this
opportunity to provide your input and we
thank you for taking the time to do so.

3/4

181

5. Les résultats du sondage seront publiés
dans le bulletin mensuel du GMFC et Les
crocs vedettes dés que les données auront
été compilées et analysées. Afin de respecter
I’anonymat des répondants et la
confidentialité des réponses, nous ne
demandons pas les noms des participants.
Tous les questionnaires seront ouverts,
analysés et conservés par la recherchiste.

Les résultats seront présentés sous forme de
résumé seulement. L’experte en la matiére
qui nous aide dans le cadre de ce projet est le
major Janine Knackstedt. C’est un officier
de sélection du personnel qui poursuit
actuellement des études de doctorat sur le
mentorat a I’Université de Waterloo, sous la
supervision de Dr Patricia Rowe. Ce projet
a été examiné et approuvé par le bureau
d’éthique en recherche de I’Université de
Waterloo. Toute question concernant votre
participation a I’étude peut étre transmise a
ce bureau, au (519) 888-4567, poste 6005.
Si vous désirez discuter de questions
concernant le mentorat, vous pouvez
communiquer avec le lcdr Peggy Béchard, au
(613) 945-6784, ou avec votre conseiller du
GPM, ou avec la recherchiste, le

maj Janine Knackstedt, par téléphone, au
(819) 561-6913 (numéro a la maison pendant
le jour), ou par le courrier électronique
Banyan, ou par courrier électronique non
militaire : eric.gagnon2@sympatico.ca.

6. Encore une fois, nous vous
encourageons a profiter de 1’occasion pour
nous transmettre vos idées et nous vous
remercions de prendre le temps de le faire.



Conseiller de la Branche médicale
Colonel

M.S. Gagné f“—"—
Colonel

Medical Branch Advisor
Enclosures: 2
Distribution List
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All CFMS COfficers

Information

Director General Health Services
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R : FACT

Mentoring is a developmental relationship
between a mentor and a protégé. The
mentor is usually a senior person in terms of
experience and knowledge who serves as a
role-model and a guide for the protégé. The
protégé is usually a more junior person who
wishes to learn from the experience and
knowledge of the mentor, as well as
exchange ideas and discuss professional
values with him/her. It is quite possible for a
person to be both, i.e., a mentor for a more
Jjunior person while also being a protégé with
a person senior to oneself.

Research has demonstrated that
organizational socialization, values, and
culture are faster and best transferred
through the mentoring process. Such
relationships allow the sharing of corporate
knowledge. They can promote,
complement, and augment existing
Branch professional development.
Ultimately, the aim is to fully develop the
potential of our future leaders.

Benefits for the mentor include: exposure
to new and different thinking styles,
knowledge and perspectives, helping to
develop future leaders while honing your
own leadership skills, personal satisfaction
and gratification, and occasion to reflect on
important issues, both personal and
organizational. Protégés often derive the
following benefits: sound advice, guidance
and encouragement, exposure to the decision
making and leadership styles of more senior
and experienced individuals, access to
organizational knowledge and networking
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QUELQUES RENSEIGNEMENTS SUR 83
LE MENTORAT

Le mentorat est une relation de
perfectionnement qui s’établit entre un
mentor et une personne encadrée. Le
mentor est habituellement une personne qui
a beaucoup d’expérience et de connaissances
et qui sert de modéle et de guide d la
personne encadrée. La personne encadrée
est généralement un membre du personnel
moins chevronné qui souhaite acquérir de
I’expérience et des connaissances aupreés du
mentor, ainsi qu’échanger des idées et
discuter de valeurs professionnelles avec lui.
Il est trés possible d’étre le mentor d’une
personne moins expérimentée tout en étant
encadré par une personne ayant plus
d’ancienneté.

Des recherches ont montré que les capacités
de socialisation, les valeurs et la culture
organisationnelles sont transmises plus
rapidement et mieux au moyen du processus
de mentorat. Ce genre de relation permet de
partager les connaissances de |’organisation.
Le mentorat peut promouvoir, compléter et
renforcer le perfectionnement
professionnel assuré au sein de la
Branche. Le but ultime est de développer
pleinement les capacités de nos futurs chefs.

Parmi les avantages que retire le mentor,
mentionnons: I’exposition a des
connaissances, des perspectives et des styles
de pensée nouveaux et différents, la
posstbilité d’aider a former de futurs chefs
tout en perfectionnant ses propres
compétences au niveau du leadership, une
satisfaction et un contentement personnels
ainsi que I’occasion de réfléchir a
d’importantes questions, tant personnelles
qu’organisationnelles. Pour leur part, les
personnes encadrées bénéficient souvent
des avantages suivants: de bons conseils,



opportunities, and aid in developing
professional skills. The organization also
reaps its share of advantages, namely more
knowledgeable members with broader
perspectives, a visible commitment to
developing and retaining leaders, improved
communications and sharing professional
values, as well as a more effective and
motivating workplace.

Not everyone feels the necessity to have a
mentor. Moreover, as in any relationship,
there are some risks involved resulting in
potential drawbacks to mentoring. For
example, risks for the protégé include having
a mentor who takes credit for the protégé's
work, who cannot keep commitments, or
who gives unrealistic expectations about
advancement. Protégés may also feel they
are the object of jealousy and gossip from
their peers. Potential mentors may feel
pressure to take on a role they are not
comfortable with, due to lack of skills and/or
time. Mentors may also fear that protégés
will play mentor against supervisor or are not
able to take responsibility for their own
development. Finally, on an organizational
level, such programs require resources, time,
and commitment of those involved.

une orientation et des encouragements,
I’exposition aux styles de leadership et de
prise de décision de personnes chevronnées,
I’accés a des connaissances
organisationnelles et a des possibilités
d’établissement de réseaux, ainsi que de
I’aide sur le plan du perfectionnement
professionnel. L’organisation aussi retire
sa part d’avantages, notamment la présence
de membres du personnel mieux informés et
aux perspectives élargies, un engagement
concret en ce qui a trait a la formation de
chefs et a leur maintien a I’effectif, des
communications améliorées et le partage des
valeurs professionnelles, ainsi que la création
d’un milieu de travail plus efficace et plus
stimulant.

Tout le monde ne ressent pas la nécessité
d’avoir un mentor. En outre, comme dans
toute relation, le mentorat comporte certains
risques qui peuvent entrainer des
inconvénients. Par exemple, il peut y avoir
des mentors qui s’attribuent le mérite du
travail effectué par la personne encadrée, qui
ne peuvent pas respecter leurs engagements
ou qui donnent des espoirs irréalistes quant a
’'avancement. Les personnes encadrées
peuvent aussi avoir I'impression qu’elles
suscitent de la jalousie chez leurs collégues
et qu’elles font I’objet de bavardages. Les
mentors éventuels peuvent se sentir obligés
d’accepter un role dans lequel ils ne se
sentent pas a [’aise, en raison d’un manque
de compétences et/ou de temps. Ils peuvent
également craindre que les personnes
encadrées ne créent des conflits entre le
mentor et le superviseur ou ne soient pas
capables d’assumer la responsabilité de leur
propre perfectionnement. Enfin, au niveau
organisationnel, les programmes comme le
mentorat exigent des ressources, du temps et
un engagement de la part des intéressés.
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Nevertheless, your mentoring relationship
will be what you make of it. The benefits to
the protégé, the mentor, and the organization
usually outweigh the potential drawbacks,
especially when the mentorship evolves in a
professional manner. Indeed, being a good
mentor is an integral part of officership.
It is a way to contribute to the professional
development of more junior members and to
show appreciation for what the organization
has given you. Having a mentor is a bit like
having one's own professional development
officer and allows you to stay in touch with
the core values and vision of your Branch.
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Néanmoins, la qualité de la relation de

mentorat dépend de vous. Les avantages
retirés par la personne encadrée, le mentor et
I’organisation surpassent habituellement les
inconvénients possibles, particuliérement
lorsque le mentorat évolue d’une fagon
professionnelle. En fait, étre un bon
mentor fait partie intégrante des fonctions
d’un officier. C’est une fagon de contribuer
au perfectionnement professionnel de
membres du personnel moins expérimentés et
de montrer votre reconnaissance pour ce que
’organisation vous a donné. Avoir un
mentor, c’est un peu comme avoir son
propre officier de perfectionnement
professionnel et cela vous permet de
demeurer en contact avec les valeurs et la
vision fondamentales de votre Branche.
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Mentoring: Needs Analysis
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MENTORING: NEEDS ANALYSIS 187

Mentoring is a supportive learning relationship between an individual - the mentor - who shares his or
her knowledge, experience, and insights with another less-experienced person - the protégé - who is
willing and ready to benefit from this exchange. The nature of the relationship varies with the personal
styles of each partner.

- A mentor is an organizational member with advanced experience and knowledge who serves as
a role-model and a guide and who is committed to assist the protégé in his or her professional
development.

- A protégé is a less experienced individual who wishes to learn from the experience and
knowledge of a more senior organizational member as well as partake in the sharing of ideas and
professional values.

The purpose of the enclosed needs analysis is three-fold:
1) to determine current mentoring needs for all officers within the Medical and Dental Branches;
2) to assess the extent to which mentoring is aiready occurring on an informal basis; and

3) to ascertain interests and preferences regarding the establishment of a mentoring process within
the CFMS/CFDS.

(Note that the items listed in Part 1 are meant to determine needs and not to create expectations)
The questionnaire is divided in the following sections:

PART 1. MENTORING NEEDS

PART 2. CURRENT SITUATION

PART 3. EXPERIENCE AS A PROTEGE

PART 4. EXPERIENCE AS A MENTOR

PART 5. INTEREST IN A MENTORING PROCESS

PART 6. GENERAL INFORMATION ABOUT YOU

PART 7. FEEDBACK AND SUGGESTIONS

“ Note: La version frangaise de ce questionnaire se trouve a I'endos de ce document. H

Thank you for your participation!
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PART 1. MENTORING NEEDS 188

You may not have experienced mentoring in a formalized manner but informally at some point in your career or
even currently, you may be relating to someone who provides you with personal support as well as shows
interest in your career development.

Imagine for a moment that you are a protégé in search of an excellent mentor who will meet YOUR CURRENT
NEEDS. What would you EXPECT from this person?

. As you can see by the two columns. each sentence will be rated twice.

. Using the five point-scale provided in the left-hand box, please choose one number which corresponds
to the extent you wish your mentor to demonstrate each of the following behaviours.

. Circle the appropriate number in the left-hand column. (Do not circle any number in the right-hand
column yet). .

Remember, it is important that you rate your NEEDS at this point in time in your career!

. Part 1 and Part 2 are the lengthiest companents of this questionnaire. You may wish to take a short
break after completing Part 1 and/or Part 2.

What I NEED is a Presently, there is
mentor who will... someone who does...
1 = not at all important 1 = never

2 = not very important 2 = rarely

3 = important 3 = occasionally

4 = fairly important 4 = frequently

& = very important 5 = very frequently

1. Provide me with opportunities to discuss my anxiety and concerns
related to military career issues. 12345 12345

-3
0
-
N
w

2. Provide me with support and encouragement during stressful times. 123 4 5

3. Provide "good press” (representation) for me by discussing my

accomplishments with his/her colleagues and other superiors. 12345 12345
4. Display values and attitudes similar to my own. 12345 12345
5. Arrange for me to meet with people who could be helpful in my career. 12345 12345
6. Acquaint me with the political dynamic and/or informal power 12345 12345

structure of my MOC and the CFMS/CFDS.

7. Nominate/recommend me for tasks that increase my contact and visibility

with senior members of my MOC and the military in general. 12345 12345
8. Consider and treat me more as an equal or peer rather than as

a subordinate or a trainee. 12345 12345
9. Provide me with visibility and exposure, for instance by

accompanying me to an important meeting or a professional conference. 12345 12345
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What I NEED is a
mentor who will...

1 = not at all important
2 = not very important
3 = important

4 = fairly important

5 = very important

10. Share his/her personal experiences as an alternate perspective to

my problems. 1

11. Provide me with the opportunity to observe him/her interacting with

influential members of my profession and the military community. 1

12. Keep me informed of what is going on at higher levels in the

organization. 1

13. Teach me how to improve my professional skills. 1

14. Demonstrate ieadership and ethical behaviours that | would try

to emulate. 1

15. Encourage me to have high expectations of myself. 1

16. Provide me with opportunities to discuss my questions or

concerns regarding feelings of competence. 1

17. Advise me on career moves (e.g., changing occupation or making

the transition to a civilian career) 1
18. Have a positive influence on my self-confidence. 1
19. Provide me with opportunities to meet new fellow officers. 1
20. Give me feedback regarding my overall performance. 1
21. Discuss with me the values and norms of my profession. 1

22. Provide a climate in which [ feel encouraged to discuss and

challenge his/her points of view. 1
23. Suggest specific strategies for achieving my career goals. 1
24. Assist me in learning the technical aspects of my work. 1

25. Ask me for my suggestions concerning probiems that he/she is

encountering at work. 1

26. Help me bypass bureaucracy in order to meet deadlines on

tasks/projects. 1

27. Provide me with opportunities to discuss my questions or concerns

regarding conflicts between my military work and my personal life. 1
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Presently, there is
someone who does...

1 = never

2 = rarely

3 = occasionally

4 = frequently

5 = very frequently
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WhatINEED is a Presently, there is
mentor who will... someone who does...
1 = not at all important 1 = never
2 = not very important 2 =rarely
3 = important 3 = occasionally
4 = fairly important 4 = frequently
5 = very important 5 = very frequently
28. Entrust me with confidential work-related information. 12345 12345
29. Coach me on how to improve my leadership skills. 12345 12345
30 Display ethical values that | want to adopt as my own. 12345 12345
31. Set challenging standards for me. 12345 12345
32. Introduce me to influential members of the military. 12345 12345
33. Encourage a climate for our relationship to develop into a
friendship. 12345 12345
34. Inform me of opportunities to get involved in challenging tasks that
would allow me to learn new skills and test my abilities. 12345 12345
35. Provide me with advice on how to solve military or work related 12345 12345
problems.
36. Discuss with me the values and norms of the military. 12345 12345
37. Help me with tasks/projects that would otherwise be difficult
to complete on my own. 12345 12345
38. Introduce me to his/her colleagues. 12345 12345
39. Serve as a role-model or example for me to foliow. 12345 12345
40. Give me advice on how to attain recognition. 12345 12345
41. Encourage me by voicing his/her confidence in my skills and abilities. 12345 12345
42. Help me learn to develop professionatl officer values. 12345 12345
43. Value my ideas and suggestions. 12345 12345
44. Be the kind of person | can trust completely. 12345 12345
45. Suggest specific strategies for accomplishing my work objectives. 12345 12345
46. Acquaint me with the political dynamic and/or informal power
structure of the military in general. 12345 12345
47. Provide me with opportunities to discuss my anxiety and
concerns related to personal issues. 12345 12345
48. Keep feelings and doubts | share with him/her in strict confidence. 12345 12345
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What | NEED is a Presently, there is
mentor who will... someone who does...
1 = not at all important 1 =never
2 = not very important 2 = rarely
3 = important 3 = occasionally
4 = fairly important 4 = frequently
5 = very important 5 = very frequently
49. Have a positive influence on my self-esteem. 12345 12345
50. Introduce me to influential members of my profession. 12345 12345
51. Recognize and treat me as a competent professional. 12345 12345
52. Use his/her influence to support my career interests and
advancement. 12345 12345
53. Ensure that | receive credit and recognition for the tasks and
duties | have accomplished. 12345 12345
54. Encourage me to discuss my mistakes without fears of repercussions. 12345 12345
55. Be a person | can confide in. 12345 12345
§6. Encourage respect and mutual admiration in the relationship. 12345 12345
57. Advise me on advancement/promotional opportunities. 12345 12345
58. Inform/teach me about other aspects of the military. 12345 12345
59. Provide me with feedback on how to better conform to military
expectations. 12345 12345
60. interact with me socially outside of work. 12345 12345
61. Provide me with opportunities and experiences that will improve my
credentials. 12345 12345
62. Help me in planning my career. 12345 12345
63. Provide me with opportunities to discuss my questions or concerns
regarding my relationships with other professionals, military and civilian. 1 2 3 4 § 12345
64. Advise me how to improve my military skills and knowledge. 12345 12345
65. Genuinely care about me as a person. 12345 12345

66. Ensure that | am included in informal networks or gatherings of people
within my military profession. 12345 12345

67. Provide me with opportunities to observe how he/she deails with
difficult work-related issues. 12345 12345

68. Help me clarify my goals, dreams, as well as methods for
implementing them. 12345 12345
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WhatINEED is a Presently, there is
mentor who will... someone who does...
1 = not at all important 1 = never

2 = not very important 2 = rarely

3 =important 3 = occasionally

4 = fairly important 4 = frequently

§ = very important 5 = very frequently

69. Discuss with me the vision of our occupation (MOC) and of the

CFMS/CFDS as a whole. 12345 12345
70. Discuss my questions or concerns regarding feelings of commitment

to the military. 12345 12345
71. Share some of his/her career history with me. 12345 12345
72. Positively influence the development of my values and attitudes

regarding my profession. 12345 12345
73. Act as a "sounding board" for my ideas. 12345 12345
74. Shield me from potentially damaging contacts with other persons

of influence. 12345 12345
75. Use his/her influence in the military for my benefit. 12345 12345

Please add any other needs you have that have not been expressed above:

76. 12345 12345
77. 12345 12345
78. 12345 12345
79. 12345 12345
80. 12345 12345

PART 2. CURRENT SITUATION

Once you have rated your mentoring needs in the left-hand column, please rate the frequency of their
occurrence in the right-hand column. In other words, for each statement listed above, please rate in the right-
hand column the extent to which you are actually receiving these behaviours, be they through people and
superiors at your current workplace or through members of the CFMS/CFDS (in or out of your MOC). ltis likely
that you are receiving some of these behaviours from several pecple whom you may not consider as your
mentors.

—
——
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PART 3. EXPERIENCE AS A PROTEGE 193

The following questions will assist us in determining the extent to which mentoring is already occurring on an
informal basis.

Think of your entire career as a military officer in the CFMS/CFDS. Given the definition of mentoring
provided on the first page, have you experienced (or are you currently experiencing) the benefits of a mentoring

relationship?

During my career as a military officer in the CFMS/CFDS, | would say that | have experienced a

mentoring relationship with mentor(s), even though we may not have used the term

mentoring in our conversations.

In the first column below, please write the initials of your mentors (this is for you, you can write a fictitious
name if you prefer). These details will assist you in answering the following questions. Note that it is quite
possible that you have/had fewer than six mentors. If you have/had more than six mentors, please choose the
six individuals who influenced you the most in your military career.

. For each mentor referred to below, please answer the questions provided on the following page by

filling the appropriate box with the corresponding number.

If you think that you have never experienced a relationship with a mentor during your military career in
the CFMS/CFDS, please go to Part 4.

a c d h i
MENTOR (a) (b) (c) (d) (e) f) (9) (h) (N
INITIALS GENDER AGE STATUS | LEVEL | RELATION | DISTANCE | STATE DURATION { FREQUENCY

If you never had a mentor (i.e, you answered "0 mentor” above), please indicate why you think this is so:

7118




For each mentor referred to on the previous page, please answer the following questions by filling the
appropriate box with the corresponding number.

a) mentor's gender?
1 = male
2 = female

b) mentor's age? This mentor is presently years old (best guess if you don't know).

¢) mentor's military/civilian status? (Note: If you are a HSO, answer in terms of your former MOC)
1 = same MOC as me
2 = different MOC than me
3 = civilian

d) mentor's level? This mentor is hierarchical level(s) higher than me in the organization:
1 = one fevel
2 = two levels
3 = three levels
4 = more than three levels
5 = same level as me

e) supervisory/subordinate relationship?
1 = this mentor is presently my supervisor
2 = this mentor has once been my supervisor
3 = we have never been in a supervisor/subordinate relationship

f) distance?
1 = we work in the same geographical area
2 = we are a considerable distance apart

g) current state of the mentoring relationship?
1 = it is still ongoing
2 = it is pretty well over now
3 = we are no longer in contact with each other

h) duration? Qur mentoring relationship has being going on for years.
(If less than a year, indicate by a fraction, e.g., 6 months = .5 years)

i) frequency of communications? On average, how often did/do you communicate with this person (for mentoring

reasons)?
1 = several times a week
2 = several times a month
3 = about once a month
4 = less than once a month
5§ = hardly ever
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PART 4. EXPERIENCE AS A MENTOR 195

Given the seniority and extensive experience that many of you have acquired, it is likely that you may have
acted as a mentor without reaily thinking of it in these terms.

Think of your relationships with other military officers in the CFMS/CFDS only.

— —

During my career as a military officer in the CFMS/CFDS, | would qualify myself as a mentor for
individual(s), even though we may not have used the term mentoring in our
conversations.

As in Part 3, please write the initials of your protégés (again, this is for you, you can write a fictitious name if
you prefer) and answer the following short questions. It is possible that you have/had fewer than six protégés.
If you have/had more than six protégés, please choose the six individuals on whom you think you have/had the
greatest influence.

» For each protégé referred to below, please answer the questions provided on the following page by
filling the appropriate box with the corresponding number.

If you think that you have never been a mentor during your military career in the CFMS/CFDS, please
go to Part §.

(a) (b) (c) (d) (e) ® (9) (h) U]

PROTEGE

INITIALS GENDER AGE STATUS | LEVEL | RELATION | DISTANCE | STATE DURATION | FREQUENCY

If you never had a protégé (i.e, you answered "0 protégé" above), please indicate why you think this is so:

9/15




196

For each protégé referred to on the previous page, please answer the following questions by filling the
appropriate box with the corresponding number.

a) protégé's gender?
1 = male
2 = female

b) protégé’s age? This protégé is presently years old (best guess if you don't know).

c) protégé’'s MOC? (Note: If you are a HSO, answer in terms of your former MOC)
1 = same MOC as me
2 = different MOC than me

d) protegé's level? This protégé is
1 =one level
2 =two levels
3 =three levels
4 = more than three levels
5 = same level as me

hierarchical level(s) lower than me in the organization:

e) supervisory/subordinate relationship?
1 =1 presently supervise him/her
2 =1 used to be his/her supervisor
3 = we have never been in a supervisor/subordinate relationship

f) distance?
1 = we work in the same geographical area
2 = we are a considerable distance apart

g) current state of the mentoring relationship?
1 =it is still ongoing
2 =itis pretty well over now
3 = we are no longer in contact with each other

h) duration? Our mentoring relationship has being going on for years.
(Ifless than a year, indicate by a fraction, e.g., 6 months = .5 years)

i) frequency of communications? On average, how often did/do you communicate with this person (for mentoring
reasons)?

1 = several times a week

2 = several times a month

3 = about once a month

4 = less than once a month

5 = hardly ever
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PART 5. INTEREST IN A MENTORING PROCESS 197

Before establishing any mentoring process, we need to know what your needs and interests are. Please
answer the following questions as honestly as possible, with constructive suggestions to aid us in our decision-
making. Your opinion is very important!

——
—

l] - For sections A and B, choose one of the three proposed answers and provide an explanation for your
choice.

A. How do you feel about the establishment of a mentoring process?

(a) | think it's a good idea because...

(b) | disagree because...

(c) | don't really care because...

B. Would you be interested in participating in a mentoring process?

(a) l am very interested because....

(b) I am not interested because...

(c) | am indifferent to the matter because...
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- For sections C and D, please circle the answer which best represents your views.

198

. If you are certain that you would not be interested in participating in a mentoring process, please go
directly to section D.

—

C. If you were to participate in a mentoring process,

1) it would be as...
(a) a mentor
(b) a protégé
(c) both, if possible

2) if you were to participate as a protégé, would you prefer your mentor to be...
(a) within your MOC
(b) in an MOC within the CFMS/CFDS is OK
(c) either or
{d) non applicable to me

3) if you were to participate as a mentor, would you prefer your protége to be...
(a) within your MOC
(b) in an MOC within the CFMS/CFDS is OK
(c) either or
(d) non applicable to me

4) would you feel more comfortabie if your mentor/protégé was...
(a) male
(b) female
{c) honestly, it really doesn't matter

5) would you feel more comfortable if your mentor/protégé was...
(a) anglophone
(b) francophone
(c} honestly, it really doesn’'t matter

6) would you feel more comfortable if your mentor/protégé was...
(a) military
(b) civilian
(c) honestly, it really doesn't matter

7) if, you were at a small unit and there were no mentor/protégé available in your MOC, would you prefer your
mentor/protégé to be...
{(a) in the same MOC but in another location
(b) in another MOC (within the CFMS/CFDS) but in the same location

D. In terms of structure, mentoring can range from being very informal (as is probably happening already) to very
formal. What degree of structure would you feel comfortable with?

(a) don't do anything at all

(b) have information sessions, a handbook on mentoring, a volunteer "OPI" in each MOC, but keep it
informal

(c) semi-formal: have a mentoring committee, a volunteer "OPI" in each MOC, organize meetings where
potential mentors and protégés can meet, and monitor how mentoring relationships are going on a
confidential basis (e.g., without identifying their partner, individuals in mentoring relationships
could report - say twice a year - on how it is working, whether they have questions, the benefits and
drawbacks they encountered, etc.), perhaps even initiate a short CFMS/CFDS mentoring newsletter.

(d) formal: all the above, the committee and OPIs could have a list of volunteer mentors and protégés
with their preferences and interests, careful matching would be done, as well as regular monitoring
and evaluation of the process.
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PART 6. GENERAL INFORMATION ABOUT YOU 199

Reminder: This portion will help us understand the needs of particular groups and is required for statistical
purposes. Results will be reported in 2n aggregate format so that no one can be identified. Surveys will be
analyzed and retained only by the researcher.

Sex: male female

Age:

First official language: English French

Rank:

Your element: Army Navy Air

Current MOC:

Previous MOC if also within the CFMS/CFDS:

Number of years in the CF (as military, including reserve time if any):

Number of years in present MOC:

Number of years in previous MOC if also within the CFMS/CFDS:

Highest education completed:(please write the title of your dipioma or degree)

Technical certificate/diploma or college diploma:

Bachelor:

Master:

Doctorate:

If you joinded the Forces under a subsidized university education program (e.g., ROTP, MOTP, DOTP), how many
years were you subsidized?
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PART 7. FEEDBACK AND SUGGESTIONS 200

Please use this page to convey any issues that are of concemn to you. They will be summarized by the
researcher to ensure that you cannot be identified, and will be passed on to your Branch Advisor in an
aggregate format. Any constructive suggestions regarding the establishment of a mentoring process within the

CFMS/CFDS are weicome.

PLEASE READ THE NEXT PAGE!
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Thank you very much for your participation in this needs analysis. Your opinions count and your assistance
with this study is truly appreciated! This is the first step towards defining mentoring needs within the
CFMS/CFDS and by MOC.

The resuilts of this needs analysis will be published in the monthly CFMG Bulletin, most likely during
the spring of 1999.

Other factors associated with mentoring will be explored in subsequent research (for exampie, the effect of
organizational climate and mentor/protégé characteristics on mentoring needs).

e If you wish to participate in a subsequent study, please indicate your name and work address where you
can be reached on the separate sheet enclosed. (Those who will participate will receive the results of the
second study).

> You may want to send this sheet separately or enclose it with this questionnaire. As per ethical research
guidelines, be assured that your anonymity will be maintained.

In order to match your responses in this questionnaire with those of the second one while maintaining your
anonymity, you are asked to provide a four digit alpha-numerical code. In other words, when you will be
contacted again in several months, you will be asked to identify yourself only with your code.

Please write a four digit alpha-numerical code here: (a mix of numbers and letters, as you
prefer). Now write the same code:

> (1) on the top half of the separate sheet enclosed with your name and address, as well as
> (2) on the detachable bottom half of that sheet which you will keep in a place you will find in several months
(such as in your personal file)

Should you have any questions concerning any aspect of this survey, or mentoring in general, please
contact Major Janine Knackstedt at:

h . (819) 561-6913 (day time home number)
Banyan e-mail: Maj J.Knackstedt@SHRA

Non-military e-mail: eric.gagnon2@sympatico.ca

THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN THIS NEEDS ANALYSIS!

Please insert the filled questionnaire in the pre-addressed envelope and put in the internal military mail.
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| am interested in participating in a subsequent study related to mentoring. This is not, 202
however, a firm commitment on my part. in keeping with ethical research guidelines, it is
understood that my responses will be kept anonymous. | will also receive a copy of the

resuits of this study whether | participate in it or not.

My four digit alpha-numerical code:

| would prefer receiving the survey in (circle appropriate one): French English

NAME and MILITARY ADDRESS where | can be reached:

You may wish to enclose the top half of this sheet with the completed questionnaire in the return envelope
provided. Envelopes are opened only by the researcher and the sheets will be separated from the surveys
immediately, before any data are recorded. Ailternatively, you may send this sheet directly to the researcher at
the following address:

Major Janine Knackstedt
DHRRE/PRT

Ref. Mentoring Study
Export Blg, 16th floor
NDHQ, Ottawa

K1A OK2

My four digit alpha-numerical code:

o —

Please enter your code, tear off this portion of the page, and keep it in a location that you will find several
months from now (such as your personal file, for example). The next time that you will be contacted you will be
asked to identify yourself only with your code.

THANK YOU FOR PARTICIPATION!
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LE MENTORAT : ANALYSE DE BESOINS

Le mentorat est une relation de soutien a des fins d'apprentissage établie entre une personne - l[e mentor
- qui partage ses connaissances, son expérience et ses vues avec une autre personne moins
expérimentée - la personne encadrée - qui est disposée et préte a tirer profit de cet échange. La nature

de la relation varie selon le style de chaque participant.

- Un mentor est un membre de I'organisation ayant beaucoup d’expérience et de connaissances qui
sert de modéle et de guide et qui s’est engagé a aider la personne encadree dans son
perfectionnement professionnel.

> Une personne encadrée est un membre du personnel moins expérimenté qui souhaite bénéficier
de I'expérience et des connaissances d’'un membre de l'organisation plus chevronne, ainsi que
partager des idées et des valeurs professionnelles avec lui.

Le questionnaire d’analyse de besoins ci-joint vise un triple but :

1) déterminer les besoins actuels en matiére de mentorat pour tous les officiers de {a Branche
médicale et dentaire;

2) eévaluer dans quelle mesure le mentorat s'exerce déja de fagon non officielle;

3) déterminer les intéréts et les préférences en ce qui a trait & |'établissement d'un processus de
mentorat au sein du SSFC/SDFC.

(Veuillez noter que les items énumérés dans la partie 1 ont pour but de déterminer les besoins et non de
créer des attentes)

Le questionnaire comprend les sections suivantes :
PARTIE 1. BESOINS EN MATIERE DE MENTORAT
PARTIE 2. SITUATION ACTUELLE
PARTIE 3. EXPERIENCE EN TANT QUE PERSONNE ENCADREE
PARTIE 4. EXPERIENCE EN TANT QUE MENTOR
PARTIE 5. INTERET A L’'EGARD D’UN PROCESSUS DE MENTORAT
PARTIE 6. RENSEIGNEMENTS GENERAUX A VOTRE SUJET

PARTIE 7. COMMENTAIRES ET SUGGESTIONS

ll Note: The English version of the survey is on the reverse side this booklet. "

Merci de votre participation!

116



PARTIE 1. BESOINS EN MATIERE DE MENTORAT 205

Vous n'avez peut-&tre pas eu 'occasion de participer & un processus de mentorat officialise, mais il se peut
qu'au cours de votre carriére, vous ayez entretenu des rapports informels ou que vous en entreteniez
actueliement avec une personne qui vous fournit du soutien personnel et manifeste de l'interét pour votre
perfectionnement professionnel.

Imaginez pendant un moment que vous étes a la recherche d'un excellent mentor qui répondra a VOS
BESOINS ACTUELS. Quelles seraient vos ATTENTES a I'égard de cette personne?

Comme l'indiquent les deux colonnes, chaque énoncé sera coté deux fois.

En vous servant de I'échelle de cing points fournie dans I'encadré de gauche, indiquez le chiffre qui
correspond a la mesure dans laquelle vous souhaitez que votre mentor adopte les comportements
indiqués ci-dessous.

Encerciez le chiffre approprié dans la colonne de gauche. (N'encerclez aucun chiffre dans la colonne de
droite & ce stade-ci.)

N’oubliez pas : il est important que vous évaluiez les BESOINS que vous avez a cette étape-ci
de votre carriére!

Les parties 1 et 2 sont les composantes les plus longues du questionnaire. Vous voudrez peut-étre
prendre une petite pause aprés les avoir remplies.

Ce dont j'ai BESOIN, Présentement. ily a
c’est un mentor qui... quelqu’un qui...

1 = pas du tout important 1 = jamais

2 = pas trés important 2 = rarement

3 = important 3 =a l'occasion

4 = assez important 4 = fréquemment

5 = trés important 5 = tres fréquemment

. Moffre des occasions de discuter de mon inquiétude et de mes
préoccupations au sujet de questions liées a la carriere militaire. 12345 12345

Me soutient et m’encourage au cours des périodes de tension. 12345 12345

. Me fait une bonne réputation en discutant de mes réalisations
avec ses collégues et d’autres supérieurs. 12345 12345

. Affiche des valeurs et des attitudes semblables au miennes. 12345 12345
. Fait en sorte que je rencontre des personnes susceptibles de
m’aider dans ma carriére. 12345 12345

Me fait connaitre la dynamique politique et/ou la structure
de pouvoir informelle de mon GPM et du SSFC/SDFC. 12345 12345
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206

7. Me propose comme candidat ou me recommande pour I'exécution
de tiches qui me permettent d’étre davantage en contact
avec les membres supérieurs de mon GPM et des Forces en général.

8. Me considére et me traite davantage comme son égal(e) ou l'un
de ses pairs plutét que comme un(e) subordonné(e) ou un(e) stagiaire.

9. M'assure une visibilité et un contact avec le milieu, par exemple
en m’accompagnant a une réunion importante ou a une
conférence professionnelle.

10. Partage ses expériences personnelles pour me donner une
perspective différente reiativement a mes problemes.

11. Me donne 'occasion de l'observer lorsqu’il/elie interagit avec
des membres influents de ma profession et de la collectivité
militaire.

12. Me tient au courant de ce qui se passe aux niveaux
supérieurs de I'organisation.

13. M’enseigne comment améliorer mes compétences professionnelles.

14. Manifeste du leadership et des comportements éthiques
que j’essaierais/j’essaie d’imiter.

15. M’encourage a avoir des attentes élevées envers moi-méme.

16. Me fournit des occasions de discuter de mes questions et de mes
préoccupations concernant mon sentiment de compétence.

17. Me conseille au sujet des décisions reliées aux changements de carriére

(par ex., changer d’occupation ou faire la transition a une carriére civile).

18. A une influence positive sur ma confiance en moi.

19. Me fournit des occasions de rencontrer de nouveaux
collégues officiers.

20. Me fournit une rétroaction relativement 3 mon rendement en général.
21. Discute avec moi des valeurs et des normes de ma profession.

22. Etablit un climat dans lequel je me sens encouragé(e) a discuter
et a mettre en question ses points de vue.

23. Me propose des stratégies particuliéres pour atteindre mes
buts professionnels.
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Ce dont j’ai BESOIN,
c’est un mentor qui...

1 = pas du tout important
2 = pas trés important

3 = important

4 = assez important

5 = trés important

24. M’aide a apprendre les aspects techniques de mon travail. 12

25. Me demande des suggestions relativement a des problemes

auxquels il/elie fait face au travail. 12

26. M’aide a contourner la bureaucratie afin de respecter les

échéances fixées pour des tiches/des projets. 12

27. Me donne des occasions de discuter de mes questions ou
de mes préoccupations au sujet des conflits existant entre ma

vie professionnelle au sein des Forces et ma vie personnelle. 12

28. Me confie des renseignements confidentiels liés au travail. 12

29. Me montre comment améliorer mes compétences en matiére

de leadership. 12
30. Affiche des valeurs éthiques que je voudrais adopter. 12
31. Me fixe des normes stimulantes. 12
32. Me présente a2 des membres influents des Forces. 12

33. Favorise I’établissement d’un climat dans lequel notre

relation peut devenir une amitié. 12

34. M'informe des opportunités de participer dans des tiches stimulantes
qui me permettent d’acquérir de nouvelles compétences et de mettre

mes capacités a I'essai. 12

35. Me fournit des conseils sur la fagon de résoudre des

problémes militaires ou liés au travail. 12

36. Discute avec moi des valeurs et des normes des Forces. 12

37. M'aide sur des taches/des projets qu’il me serait autrement

difficile de terminer par moi-méme. 12
38. Me présente a ses collégues. 12
39. Me sert de
modéle ou d’exemple. 12

40. Me donne des conseils quant & la fagon de faire reconnaitre

mes réalisations. 12
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Ce dont j'ai BESOIN, Présentement.ily a
c’est un mentor qui... quelqu'un qui...

1 = pas du tout important @ 1 = jamais

2 = pas trés important 2 = rarement

3 =important 3 = a l'occasion

4 = assez important 4 = fréequemment

§ = trés important § = tres fréequemment

42.

43.

45.

46.

47.

48.

49,

50.

51.

52.

53.

55.

56.

57.

M’aide a apprendre a développer des valeurs d’officier professionnel.

Accorde de I'importance a mes idées et suggestions.

. Est le genre de personne a qui je peux faire entiérement confiance.

Me propose des stratégies particuliéres pour atteindre mes
objectifs de travail.

Me fait connaitre la dynamique politique et/ou la structure
de pouvoir informelle des Forces en général.

Me fournit des occasions de discuter de mon inquiétude

et de mes préoccupations en ce qui a trait a des questions
personneiles.

Ne divuigue a personne les sentiments et les doutes dont je lui fait part.
A une influence positive sur mon amour propre.

Me présente a des membres influents de ma profession.

Me reconnait et me traite comme un(e) professionnel(le) compétent(e).

Utilise son influence pour appuyer mes intéréts et mon
cheminement de carriére.

Veille a ce que je sois reconnu(e) pour les tiches et les fonctions
que j'ai exécutées.

. M’encourage a discuter de mes erreurs sans que j’aie a craindre

des conséquences.
Est une personne a qui je peux me confier.

Encourage le respect et Padmiration mutuelle dans le cadre
de notre relation.

Me conseille au sujet des possibilités d’avancement/de promotion.

Me donne de I'information/de I'enseignement en ce qui a trait a
d’autres aspects des Forces.

Me fournit une rétroaction sur la fagon de mieux me conformer
aux attentes militaires.
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Ce dont {’ai BESOIN, Présentement. ily a

1 = pas du tout important @ 1 = jamais

2 = pas trés important 2 = rarement

3 = important 3 =al'occasion

4 = assez important 4 = fréquemment

5 = trés important 5 = trés frequemment

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

73.

74.

75.

Entretient des relations sociales avec moi a I’extérieur du travail.

Me fournit des occasions et me fait faire des expériences qui me

permettront d’améliorer mes titres de compétence.
M’aide a planifier ma carriére.

Me fournit des occasions de discuter de mes questions ou de

mes préoccupations en ce qui a trait aux rapports que j'entretiens

avec d’autres professionnels, qu’ils soient militaires ou civils.

Me conseille sur les fagons d'accroitre mes compétences et mes

connaissances militaires.

S’intéresse sincérement a moi en tant que personne.
Veille a ce que je sois inclus(e) dans des réseaux ou des
rassemblements informels de personnes au sein de ma

profession militaire.

Me fournit des occasions d’observer comment il/elle traite des
questions difficiles liées au travail.

M’aide a clarifier mes buts et mes aspirations ainsi qu’'a
déterminer des méthodes pour les concrétiser.

Discute avec moi de la vision de notre groupe professionnel
miilitaire (GPM) et de I’ensemble du SSFC/SDFC.

Discute de mes questions ou de mes préoccupations en ce
qui a trait a mon sentiment d’engagement envers les Forces.

Me parie de certains événements de sa propre carriére.

A une influence positive sur le développement de mes valeurs
et attitudes en ce qui a trait a ma profession.

Est la premiére personne a qui je demande un «son de cloche»
au sujet de mes idées.

Me protége de contacts avec d’autres personnes influentes,
qui risquent de me nuire.

Utilise son influence au sein des Forces a mon profit.
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Ce dont j'ai BESOIN, Présentement. ily a
c’est un mentor qui... queiqu’un qui...

1 = pas du tout important | 1 = jamais

2 = pas trés important 2 = rarement

3 = important 3 = a Poccasion

4 = assez important 4 = fréquemment

5 = trés important 5 = trés fréquemment

Veuillez indiquer tout autre besoin qui n’a pas été exprimé ci-dessus :

81. 12345 12345
82. 12345 12345
83. 12345 12345
84. 12345 12345
85. 12345 12345

PARTIE 2. SITUATION ACTUELLE

Une fois que vous avez coté vos besoins en matiére de mentorat dans la colonne de gauche, veuillez indiquer
dans la colonne de droite a quelle fréequence ces comportements se manifestent. En d'autres termes, pour
chacun des énoncés présentés ci-dessus, indiquez dans la colonne de droite dans quelie mesure les
comportements mentionnés sont adoptés a votre égard, que ce soit par des personnes ou des supérieurs & votre
lieu de travail actuel ou par des membres du SSFC/SDFC (au sein ou a I'extérieur de votre GPM). Certains de ces
comportements sont probablement adoptés envers vous par plusieurs personnes que vous ne considérez
peut-étre pas comme vos mentors.
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PARTIE 3. EXPERIENCE EN TANT QUE PERSONNE ENCADREE 211

Les questions suivantes nous aideront a déterminer dans quelle mesure le mentorat s'exerce déja de fagon non
officielle.

Pensez a 'ensemble de votre carriére d’officier au sein du SSFC/SDFC. Compte tenu de la définition du
terme «mentorat» fournie a la premiére page, avez-vous fait I'expérience (ou faites-vous actuellement I'expérience)
des avantages d'une relation de mentorat?

Au cours de ma carriére d’officier au sein du SSFC/SDFC, je dirais que j’ai fait I'expérience d’une relation
de mentorat avec mentor(s), bien que nous n’ayons peut-étre pas utilisé le terme «mentorat- dans
nos conversations.

Dans la premiére colonne figurant ci-dessous, veuillez inscrire les initiales de vos mentors (Ces donnees
sont pour vous; vous pouvez donc inscrire un nom fictif si vous le préférez.) Ces détails vous aideront a répondre
aux questions qui suivent. Notez qu'il est trés possible que vous avez/avez eu moins de six mentors. Si vous
avez/avez eu plus de six mentors, choisissez les six personnes qui vous ont le plus influencé(e) au cours de votre
carriére militaire.

- Pour chacun des mentors indiqués ci-dessous, veuillez répondre aux questions posées a la page suivante

en inscrivant le chiffre approprié dans la case réservée a cet effet.

» Si vous croyez n'avoir jamais fait 'expérience d'une relation de mentorat au cours de votre carriére
militaire au sein du SSFC/SDFC, veuillez passer a la partie 4.

INITIALES @) (b) () (d) (e) ) (@ (h) 0]
DU MENTOR SEXE AGE | STATUT | NIVEAU | RAPPORT | DISTANCE | ETAT | DUREE | FREQUENCE

Si vous n'avez jamais eu un mentor (vous avez répondu "0" a la question du haut), veuillez indiquer les
raisons seion vous:
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Pour chacun des mentors indiqués a [a page précédente, veuillez répondre aux questions suivantes en inscrivant
le chiffre approprié dans la case réservée a cet effet.

a) Sexe du mentor?
1 = homme
2 = femme

b) Age du mentor? Ce mentor a actueliement ans. (Age approximatif si vous n'étes pas certain)

¢) Statut du mentor (militaire/civil)? (Nota : Si vous étes un OSS ( HSO), répondez en fonction de votre ancien GPM.)
1 = méme GPM que moi
2 = GPM différent du mien
3 = civil

d) Niveau du mentor? Ce mentor se trouve a niveau(x) hiérarchique(s) au-dessus du mien dans I'organisation.
1 = un niveau
2 = deux niveaux
3 = trois niveaux
4 = plus de trois niveaux
5§ = au méme niveau que moi

e) Rapport superviseur/subordonné?
1 = ce mentor est présentement mon superviseur
2 = ce mentor a déja été mon superviseur
3 = nous n’avons jamais entretenu de rapport superviseur/subordonné

f) Distance?
1 = nous travaillons dans la méme région
2 = une distance considérabie nous sépare

g) Ou en est rendue la relation de mentorat?
4 = en cours
2 = pratiquement terminée
3 = nous ne sommes pius en contact

h) Durée? Notre relation de mentcrat dure depuis ans.
(Si la durée est de moins d'un an, indiquez-la au moyen d’une fraction décimale, p. ex. 6 mois = 0,5 an.)

i) Fréeguence des communications dans le cadre du mentorat? En moyenne, a quelle fréquence
communiquiez-vous/communiguez-vous avec cette personne?

1 = plusieurs fois par semaine

2 = plusieurs fois par mois

3 = environ une fois par mois

4 = moins d’une fois par mois

§ = presque jamais
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PARTIE 4. EXPERIENCE EN TANT QUE MENTOR

Etant donné I'ancienneté et la vaste expérience que beaucoup d'entre vous ont acquises, vous ayez probablement
exercé les fonctions de mentor sans vraiment les désigner de cette facon.

Réfléchissez aux rapports que vous avez entretenus avec d’autres officiers du SSFC/SDFC seulement.

Au cours de ma carriére d’officier au sein du SSFC/SDFC, je dirais que j’ai exercé les fonctions de mentor
aupres de personne(s), bien que nous n’ayons peut-étre pas utilisé le terme <mentorat» dans nos
conversations.

Comme dans la partie 3, veuillez inscrire les initiales des personnes encadrées. (Encore une fois, ces données
sont pour vous; vous pouvez donc inscrire un nom fictif si vous le préférez.) Puis, répondez aux courtes questions qui
suivent. [l est possible que vous encadriez/ayez encadré moins de six personnes. Si vous en encadrez/avez encadré
plus de six, choisissez les six personnes sur lesquelles vous croyez avoir/avoir eu e plus d'influence.

N Pour chacune des personnes encadrées qui sont indiquées ci-dessous, veuillez répondre aux questions
posées a la page suivante en inscrivant le chiffre approprié dans la case réservee a cet effet.

- Si vous croyez que vous n'avez jamais exercé les fonctions de mentor au cours de votre carriere militaire au
sein du SSFC/SDFC, veuillez passer a la partie 5.

— — —

NITIALES (a) ® | (@ @ (e) ® @ | M

DELA SEXE AGE STATUT NIVEA RAPPORT DISTAN ETAT DUREE =
PERSONNE u CE FREQUENCE

ENCADREE

Si vous n'avez jamais eu de personne encadrée (vous avez répondu "0" a la question du haut), veuillez indiquer
les raisons selon vous:
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Pour chacune des personnes encadrées qui sont mentionnées a la page précédente, veuillez répondre aux questions
suivantes en inscrivant le chiffre approprié dans la case réservée a cet effet.

W

a) Sexe de la personne encadrée?
1 = homme
2 = femme

b) Age de la personne encadrée? La personne encadrée a actuellement ans. (Age approximatif si vous
n’'étes pas certain)

c) GPM de la personne encadrée? (Nota: Si vous étes un OSS ( HSQ), répondez en fonction de votre ancien GPM)
1 = méme GPM que moi
2 = GPM différent du mien

d) Niveau de la personne encadrée? La personne encadrée est a niveau(x) hiérarchique(s) au-dessous du
mien dans l'organisation.
1 = un niveau
2 = deux niveaux
3 = trois niveaux
4 = plus de trois niveaux
5 = au méme niveau que moi

e) Rapport superviseur/subordonné?
1 = je supervise présentement cette personne
2 = j’ai déja été son superviseur
3 = nous n’avons jamais entretenu de rapport superviseur/subordonné

f) Distance?
1= nous travaillons dans la méme région
2 = une distance considérable nous sépare

g) Ou en est rendue la relation de mentorat?
1 =en cours
2 = pratiquement terminée
3 = nous ne sommes plus en contact

h) Durée? Notre relation de mentorat dure depuis ans.
(Si la durée est de moins d’un an, indiquez-la au moyen d'une fraction décimaie, p. ex. 6 mois = 0,5 an.)

) Fréquence des communications dans le cadre du mentorat? En moyenne, a quelle fréquence
communiquiez-vous/communiquez-vous avec cette personne?

1 = plusieurs fois par semaine

2 = plusieurs fois par mois

3 = environ une fois par mois

4 = moins d’'une fois par mois

§ = presque jamais
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PARTIE 5. INTERET A L’EGARD D’UN PROCESSUS DE MENTORAT

Avant d'établir tout processus de mentorat, il nous faut connaitre vos besoins et intéréts. Veuillez répondre aux
questions suivantes le plus honnétement possible et faire des suggestions constructives afin de nous aider dans
notre prise de décision. Votre opinion est trés importante!

|| . Pour les sections A et B, choisissez I'une des trois réponses proposées et expliquez votre choix. J]

A. Que pensez-vous de I'établissement d'un processus de mentorat?

a) Je crois que c’est une bonne idée parce que...

b) Je ne suis pas d’accord parce que...

c) Cela ne m’intéresse pas vraiment parce que...

B. Seriez-vous intéressé(e) 4 participer a un processus de mentorat?

a) Je suis trés intéressé(e) parce que...

b) Je ne suis pas intéressé(e) parce que...

c) Cette question m’indiffére parce que...
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> Pour les sections C et D, veuillez encercler la réponse qui correspond le mieux & votre opinion.
> Si vous étes certain(e) de ne pas étre intéressé(e) a participer & un processus de mentorat, veuillez passer

directement a la section D.

C. Sivous participiez a un processus de mentorat,

1) ce serait a titre....
a) de mentor
b) de personne encadrée
c) de mentor et de personne encadrée, dans la mesure du possible

2) Si vous y participiez comme personne encadrée, préféreriez-vous que votre mentor...
a) appartienne a votre GPM
b) appartienne a un GPM au sein du SSFC/SDFC
c) appartienne a votre GPM ou a un autre GPM au sein du SSFC/SDFC

d) sans objet

3) Si vous y participiez comme mentor, préféreriez-vous que la personne encadrée...
a) appartienne a votre GPM
b) appartienne a un GPM au sein du SSFC/SDFC
c) appartienne a votre GPM ou a un autre GPM au sein du SSFC/SDFC
d) sans objet

4) Seriez-vous plus a l'aise si le mentor/la personne encadrée était...
a) un homme
b) une femme
c) honnétement, ¢a n'a vraiment pas d’importance

5) Seriez-vous plus a l'aise si votre le mentor/la personne encadrée était...
a) anglophone
b) francophone
c) honnétement, ¢ca n’a vraiment pas d’importance

6) Seriez plus a l'aise si le mentor/la personne encadrée était...
a) un militaire
b) un civil
c) honnétement, ¢a n'a vraiment pas d’'importance

7) Si vous faisiez partie d'une petite unité et qu'il n'y avait pas de mentor/de personne encadrée disponible au
sein de votre GPM, préféreriez-vous que votre mentor/personne encadrée soit...
a) dans le méme GPM, mais a un autre endroit que vous
b) dans un autre GPM (au sein du SSFC/SDFC), mais au méme endroit que vous

D. Le mentorat est un processus dont la structure peut varier beaucoup, allant de trés informelie (comme c'est
probablement le cas déja) a trés officielle. Dans quelle mesure le mentorat devrait-il &tre structuré pour que
vous vous sentiez a l'aise?

a) aucune structure

b) avoir des séances d’information, un guide sur e mentorat et un BPR volontaire dans chaque
GPM, mais garder une structure informelle

¢) structure semi-officielle : avoir un comité du mentorat et un BPR volontaire dans chaque GPM,
organiser des réunions ou les mentors éventuels et les personnes a encadrer peuvent se
rencontrer, et surveiller comment se déroulent les relations de mentorat en toute confidentialité
(p. ex. sans identifier leur partenaire, les personnes participant a un processus de mentorat
pourraient faire rapport - disons deux fois par année - sur la fagon dont va la relation, indiquer si
elles ont des questions, mentionner les avantages et les inconvénients que comporte la relation,
etc.), et peut-étre méme publier un court bulletin de nouvelles portant sur le mentorat au sein du
SSFC/SDFC

d) structure officielle : intégrer tous les éléments mentionnés ci-dessus. De plus, le comité et les
BPR pourraient avoir une liste de volontaires souhaitant étre mentors ou personnes encadrées,
avec leurs préférences et leurs intéréts, a partir de laquelle ils pourraient procéder a un jumelage
judicieux. Le processus ferait aussi I'objet d’'une surveillance et d’'une évaluation réguliéres.
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PARTIE 6. RENSEIGNEMENTS GENERAUX A VOTRE SUJET 217

Rappel : Cette partie nous aidera & comprendre les besoins de groupes particuliers et doit &étre remplie a des ﬁqs_
statistiques. Les résuitats seront présentés sous forme de résumé, de fagon que personne ne puisse étre identifié.
Les questionnaires seront analysés et conservés uniquement par la recherchiste.

Sexe: homme femme

Age :

Premiére langue officielle : anglais frangais

Grade :

Service : Armée de terre Marine Force aérienne
GPM actuel :

Ancien GPM s'il était aussi au sein du SSFC/SDFC :

Nombre d’années de service dans les FC (en tant que militaire, y compris le service dans la Réserve, le cas
échéant):

Nombre d'années de service dans ie GPM actuel:

Nombre d'années de service dans I'ancien GPM s'il est également au sein du SSFC/SDFC:

Dernier niveau d'études terminé (veuillez inscrire le titre de votre dipléme ou grade universitaire)

Certificat/dipldme technique ou dipléme d'études collégiales:

Baccalauréat :

Maitrise :

Doctorat :

Si vous vous étes enrollé dand les FC sous un programme de formation d'études universitaires subventionnées
(par ex., PFOR/ROTP, PIMM/MOTP, PIMD/DOTP), pendant combien d'années avez vous été subventionné?

14/16



PARTIE 7. COMMENTAIRES ET SUGGESTIONS

Veuillez utiliser cette page pour nous faire part de toutes les questions qui vous préoccupent. Celles-ci seront
résumées par notre recherchiste de fagon & ce que vous ne puissiez pas étre identifié et elles seront transmises sous
forme de sommaire a votre conseiller de la Branche. Toute suggestion constructive concernant I'établissement d'un
processus de mentorat au sein du SSFC/SDFC est la bienvenue.

VEUILLEZ LIRE LA PAGE SUIVANTE!
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Merci beaucoup d'avoir participé a I'analyse de besoins. Vos opinions comptent, et nous vous sommes
sincérement reconnaissants de l'aide fournie dans le cadre de [a présente étude! C'est la premiere étape en vue
de définir les besoins en matiére de mentorat au sein du SSFC/SDFC et par GPM.

Les résultats de I'analyse de besoins seront publiés dans le bulletin mensuel du GMFC, fort
probablement au cours du printemps de 1998.

D’autres facteurs liés au mentorat seront étudiés dans le cadre d’une recherche subséquente (par exemple,
les effets de I'atmosphére organisationnelle et des traits caractéristiques du mentor/de la personne encadrée
sur les besoins en matiére de mentorat).

- Si vous désirez participer a une étude ultérieure, veuillez indiquer votre nom et votre adresse au
travail sur la feuille en annexe. (Les participants recevront les résultats de la deuxiéme etude).

> Cette feuille peut étre envoyée séparément ou jointe au présent questionnaire. Conformément aux
lignes directrices sur la recherche éthique, 'anonymat des participants sera assure.

Pour que nous puissions établir un lien entre les réponses fournies dans ie présent questionnaire et celles que
vous donnerez dans le second, tout en assurant votre anonymat, nous vous demandons de nous fournir un
code alphanumérique de quatre éléments. En d’autres mots, lorsque nous communiquerons avec vous
de nouveau dans quelques mois, nous vous demanderons de vous identifier uniquement au moyen de
votre code.

Veuillez inscrire un code alphanumérique de quatre éléments ici : (combinaison de
chiffres et de lettres, a votre choix). Maintenant, inscrivez le méme code:

- 1) dans la partie supérieure de [a feuille ci-jointe, avec vos nom et adresse, et

- 2) dans la partie détachable de la feuiile, que vous conserverez dans un endroit dont vous vous

souviendrez dans quelques mois (par exemple, dans votre dossier personnel)

Si vous avez des questions concernant tout aspect du questionnaire ou sur le mentorat en général,
veuillez communiquer avec le major Janine Knackstedt de la fagon suivante :

Téléphone : (819) 561-6913 (a la maison, pendant le jour)
Courrier électronique Banyan : Maj J.Knackstedt@SHRA

Courrier électronique non militaire : eric.gagnon2@sympatico.ca

MERC! BEAUCOUP DE VOTRE PARTICIPATION A L’ANALYSE DE BESOINS!

Veuillez placer le questionnaire diment rempli dans I’enveloppe pré-adressée et I'’envoyer par courrier
militaire interne.
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5000-1 (ACOS Trg)
November 1998
Distribution List

MENTORING NEEDS ANALYSIS FOR
THE CFMS - REMINDER

1. Approximately two weeks ago we
asked you for your assistance in completing
a needs analysis on mentoring in the CFMS.
On behalf of the Director General Health
Services, I would like to take this
opportunity to thank those of you who have
replied. I also wish to thank you for your
valuable feedback and recommendations with
regard to the potential establishment of a
mentoring process within the CFMS.

2. Your input on this subject is very
important. This needs analysis is the first of
four phases. Subsequent phases comprise
the establishment of a mentoring process, the
implementation of a voluntary mentoring
process, and the validation and monitoring of
the mentoring process over the next five
years.

3. To those recipients who have not
responded yet, we are still eager to listen to
your needs, and thus, we encourage you to
take the time within the next few days to
complete and return the survey. Even though
some of you may not be committed to a long

’ Canadi

1

5000-1 (CEMA FORM)
novembre 1998

List de distribution

ANALYSE DE BESOINS EN MATIERE

DE MENTORAT POUR LE COMPTE DU
SSFC - RAPPEL

I. Il y a environ deux semaines, nous
vous avons demandé de nous aider a
effectuer une analyse de besoins en matiére
de mentorat au SSFC. Au nom du Directeur
général des Services de santé, j’aimerais
profiter de [’occasion pour remercier ceux
d’entre vous qui nous ont répondu. Je désire
aussi vous exprimer notre reconnaissance
pour vos précieux commentaires et
recommandations en ce qui a trait & la
possibilité d’établir un processus de mentorat
au sein du SSFC.

2. Votre contribution est trés importante.
L’analyse de besoins constitue la premiére de
quatre étapes. Les trois suivantes sont
I’établissement d’un processus de mentorat,
la mise en oeuvre d’un processus de
mentorat faisant appel & des volontaires ainsi
que la validation et la surveillance du
processus au cours des cinq prochaines
années.

3. Par ailleurs, nous demeurons

impatients de connaitre les besoins de ceux
qui ne nous ont pas encore répondu, et c’est
pOouUrquoi nous encourageons ces personnes a
prendre le temps de remplir et de renvoyer le
questionnaire dans les jours qui viennent.



term career with the CF, or may not be
interested in a mentoring process, your
opinions on this subject are highly valued.

4. If for one reason or another you have
decided not to participate in the needs
analysis, it would be appreciated if you
would complete Part 6, provide a brief
explanation for your decision not to
participate in Part 7, and then return the
questionnaire. This will allow us to
determine the total number cf outstanding
responses and to gain basic information on
the non-respondent population.

S. The results of the survey will be
published in an aggregate format in the
monthly CFMG Bulletin, probably in the
Spring of 1999. Should you have any
questions regarding your participation in this
study or on mentoring issues in general, you
are encouraged to contact either LCdr Peggy
Béchard at (613) 945-6784, or your MOC
advisor, or the researcher, Maj Janine
Knackstedt at (819) 561-6913 (day time
home phone number), or Banyan e-mail, or
non-military e-mail:
eric.gagnon2(@sympatico.ca.

6. Again, we thank those of you who
have already provided us with valuable
information and we encourage you to
express your needs and opinions if you have
not already done so. The time and effort you
are committing to this endeavour are
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Méme si certains parmi vous ne sont
peut-étre pas engagés d poursuivre une
longue carriére au sein des FC ou ne sont pas
nécessairement intéressés par un processus
de mentorat, nous accordons beaucoup
d’importance a vos opinions sur la question.

4. Si, pour une raison ou une autre, vous
avez décidé de ne pas prendre part a
’analyse de besoins, nous vous saurions gré
de bien vouloir remplir [a partie 6 du
questionnaire, de fournir une bréve
explication a la partie 7 quant a votre
décision de ne pas participer et de nous
renvoyer le questionnaire. Nous pourrons
ainst déterminer le nombre total de réponses
non fournies et obtenir des renseignements
de base sur les non-répondants.

5.  Les résultats du sondage seront publiés
sous forme de résumé dans le bulletin
mensuel du GMFC, probablement au
printemps de 1999. Si vous avez des
questions au sujet de la participation a cette
étude ou sur le mentorat en général, nous
vous invitons & communiquer avec le

ledr Peggy Béchard, au (613) 945-6784, ou
avec votre conseiller du GPM, ou avec la
recherchiste, le maj Janine Knackstedt, par
téléphone, au (819) 561-6913 (numéro a la
maison pendant le jour), ou par courrier
électronique Banyan, ou par courrier
électronique non militaire :
eric.gagnon2@sympatico.ca.

6.  Nous remercions encore une fois ceux
qui nous ont déja fourni de précieux
renseignements et nous vous encourageons a
exprimer vos besoins et opinions si ce n’est
déja fait. Nous vous sommes reconnaissants
du temps et des efforts que vous consacrez a
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appreciated. ce projet.

Conseiller de la Branche médicale
Colonel

/7?’1/‘& "‘;
M.S. Gagné

Colonel
Medical Branch Advisor

Distribution List

Action
Liste de distribution
All CFMS Officers
Action
Information
Tous les officiers du SSFC
Director General Health Services
Information

Directeur général des Services de santé
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APPENDIX C

EXPLORATORY FACTOR ANALYSIS OF MENTORING OCCURRENCES
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Factor Analysis: Mentoring Occurrences Measure
An exploratory factor analysis (EFA) using the Maximum Likelihood extraction with

Oblimin rotation was performed on the sample of 334 respondents. The Bartlett's test of

sphericity (Xz(szo) =11079.05, p<.001) suggested that the measure's matrix was factorable and

the Kaiser-Meyer-Olkin measure of sampling adequacy (.97) provided a favourable indication of
the reliability of the relationships between pairs of variables.

The initial analysis yielded a total of nine eigenvalues greater than one. A visual
inspection of the scree plot, however, suggested the presence of three factors. Consequently,
two, three, four, and five-factor solutions were examined in greater detail. The two, four, and
five -factor solutions were rejected because several dimensions did not make conceptual sense
and because several solutions offered one or more factors composed of very few or no items wit
a loading above .35. The three-factor solution was initially deemed more interpretable and more
statistically appropriate. Further examination of this solution resulted in the removal of 24 items
from the analyses based on the criteria stated above. The first factor, however, was composed of
29 items, which violates the parsimony principle.

A second EFA using Maximum Likelihood extraction with direct Oblimin rotation was
thus performed on the remaining 51 items to assess the stability of the three-factor solution. A
visual inspection of the scree plot suggested a four-factor solution, therefore three, four, and five-
factor solutions were assessed. Because the final four-factor solution contained a great number
of items (51), the two criteria used to retain an item were slightly more conservative than those of
the previous EFA: (1) the item had to have a factor loading equal or greater than .40; and (2) the

item could not have a factor loading equal or greater to .30 on any other factor. Consequently, an
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additional ten items were eliminated from the analyses. In order to reassess the stability of the
final four-factor solution, the 41 items that defined the factor loadings were reanalyzed. This
resulted in a total of five eigenvalues greater than one, however, the fifth factor did not contain
any items with a factor loading greater than .35, thereby confirming the presence of only four
factors.

The four interpretable factors accounted for 63.76% of the total variance in mentoring
occurrences items. The first factor, psvcho-social mentoring, comprised 15 items, accounted for
49.62% of the variance, and had an internal consistency reliability coefficient of .96. It included
aspects related to having a trusted mentor who was also a role-model as well as being treated as
an equal partner. The second factor, providing networks and teaching organizational politics,
was composed of 11 items, accounted for 5.63% of the variance, and had a Cronbach Alpha of
.93. This factor essentially reflected mentoring activities that involved introducing the protégé to
influential others as well as teaching about the informal politics of the organization. The third
factor, discussing personal issues related to work, comprised five items, accounted for 2.35% of
the variance, and had a Cronbach Alpha of .87. Here items specifically measured the opportunity
to engage in more sensitive discussions with the mentors, such as feelings of competence,
concerns, career issues as well as how to handle family-work conflicts. Finally, the fourth factor,
career and work coaching, was composed of ten items which accounted for 2.27% of the variance
and had a Cronbach Alpha of .94. It included items about giving advice on work-related aspects
such as feedback, how to improve one's skills, as well as more broadly oriented guidance such as
career advice and professional development.

The internal consistency reliability coefficients for the four factors therefore ranged from
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.96 to .87, with an overall Cronbach Alpha of .98 on the 41 items. A summary of item
descriptions, means, standard deviations, alpha coefficients, and factor loadings for mentoring
occurrences is provided in the following table.

A different factorial structure between mentoring needs and mentoring occurrences was
thus found in this population, which was to be predicted. Mentoring needs encompassed six
dimensions whereas mentoring occurrences was explained by four dimensions. The overlap in
content was of 26 items (slightly above half), indicating that a high proportion of items were
unique to each measure. In other words, behaviours which participants rated as important
(mentoring needs) were significantly different from the mentoring behaviours they reported

receiving.
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Table 15
Alpha Coefficients, Percentages of the Variance Accounted for, Means, Standard Deviations, and
Factor Loadings for the Mentoring Occurrences Measure (N = 334
Factor 1 2 3 4
Alpha Coefficient .96 .93 .87 94
Percentage of the variance accounted for 49.62% 5.63% 2.35% 227%
I[tem M SD
44 Be the kind of person I can trust

completely 2.77 1.21 -89 - -- -
30 Display ethical values that I

want to adopt as my own 2.70 1.15 81 .16 -.16 -
39 Serve as a role-model or example

for me to follow 2.59 1.13 5 A1 -13 -.17
51 Recognize and treat me as a

competent professional 3.22 1.17 72 - -- -
56 Encourage respect and mutual

admiration in the relationship 2.77 1.12 g1 -15 .20 -.11
48 Keep feelings and doubts I share

with him/her in strict confidence 2.86 1.27 67 - 1 -
43 Value my ideas and suggestions 2.88 1.11 65 12 -- -
4 Display values and attitudes

similar to my own 3.02 1.07 64 17 11 17
14 Demonstrate leadership and

ethical behaviours that I would

try to emulate 2.77 1.16 63 22 - -
55 Be a person I can confine in 2.65 1.21 62 -.15 .26 -.15
22 Provide a climate in which I feel

encouraged to discuss and

challenge his/her points of view 2.44 1.19 60 - 11 --
65 Genuinely care about me

as a person 2.77 1.13 S8 - 21 -.13

8 Consider and treat me more as an

equal or peer rather than as a

subordinate or trainee 2.95 1.25 St .16 22 .14
49 Have a positive influence on

my self-esteem 2.56 1.07 49 - 24 -.19
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Table 15

Alpha Coefficients, Percentages of the Variance Accounted for, Means, Standard Deviations, and
Factor Loadings for the Mentoring Occurrences Measure (N = 334) (Continued)

Factor 1 2 3 4
[tem M SD
41 Encourage me by voicing his/her

confidence in my skills and

abilities 2.53 1.09 43 - .18 -.21

32 Introduce me to influential

members of the military 1.78 .86 - 18 - -.12
7 Nominate/recommend me for tasks

that increase my contact and visibility

with senior members of y MOC

and the military in general 2.16 1.07 .14 15
5 Arrange for me to meet with

people who could be helpfui

n
]
|
t
{

in my career 1.80 .92 - 12 - -
50 Introduce me to influential

members of my profession 1.93 .92 - 10 - -.21
19 Provide me with opportunities

to meet new fellow officers 2.19 .95 - 68 - -
6 Acquaint me with the political

dynamics and/or informal power

structure of y MOC and the

CFMS/CFDS 2.03 .98 - 65 17 -
38 Introduce me to his/her

colleagues 2.08 .93 - .64 .11 -

9 Provide me with visibility and

exposure, for instance by accompanying

me to an important meeting or a

professional conference 1.67 .92 - .61 - -
66 Ensure that I am included in informal

networks or gatherings of people

within my military profession 2.19 1.02 .16 S0 - -.16
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Table 15

Alpha Coefficients, Percentages of the Variance Accounted for, Means, Standard Deviations, and
Factor Loadings for the Mentoring Occurrences Measur =334 tinued

Factor 1 2 3 4
Item M SD

11 Provide me with the opportunity to

observe him/her interacting with

influential members of my profession

and the military community 1.94 97 - 47 13 -
3 Provide "good press"” (represen-

tation) for me by discussing my

accomplishments with his/her

colleagues and other superiors 2.38 1.03 21 47 14 -

1 Provide me with opportunities to
discuss my anxiety ad concerns

related to military career issues  2.60 1.03 11 12 66 -
2 Provide me with support and encou-
ragement during stressful times  2.47 1.05 - - 65 -

16 Provide me with opportunities to

discuss my questions or concerns

regarding feelings of competence 2.19 1.05 - 13 63 -.10
47 Provide me with opportunities to

discuss my anxiety and concemns

related to personal issues 2.13 1.03 - - 60 -17
27 Provide me with opportunities to

discuss my anxiety and concerns

regarding conflicts between my

military work and my personal life 2.01 1.01 - - S7 -.11

59 Provide me with feedback on how
to better conform to military

expectations 2.06 .88 - - -- =71
64 Advise me on how to improve my
military skills and knowledge 2.15 .94 11 - -- =71

42 Help me learn to develop
professional officer values 2.18 .97 .16 - -

'
~J
]
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Table 15
Alpha Coefficients, Percentages of the Variance Accounted for, Means, Standard Deviations, and
Factor Loadings for the Mentoring Occurrences Measure (N = 334) (Continued)
Factor 1 2 3 4
Item M SD
58 Inform/teach me about other

aspects of the military 2.07 93 - 17 13 -.64
62 Help me in planing my career 2.14 1.02 .16 18 - =56
29 Coach me on how to improve

my leadership skills 2.04 .93 - .20 - =34
68 Help me clarify my goals, dreams,

as well as methods for

implementing them 1.95 91 - .14 23 =50
23 Suggest specific strategies for

achieving my career goals 2.14 .99 17 .18 11 -.44
45 Suggest specific strategies for accom-

plishing my work objectives 2.30 .92 24 - 11 -44
36 Discuss with me the values and

norms of the military 2.09 .92 - 22 .14 =39

Note. Response options for mentoring occurrences ranged from 1 = "never” to 5 = "very
frequently". Factor 1 = psycho-social mentoring; factor 2 = providing networks and teaching
organizational politics; factor 3 = discussing personal issues related to work; factor 4 = career
and work coaching. Factors were derived using Maximum Likelihood extraction with Oblimin
rotation. The overall alpha coefficient for the 41 items was .98 and the total percentage of

variance accounted for was 63.76%.
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Canadian Forces Medical Group Headquarters
1745 Alta Vista Drive
Onawa. Ontario K1A 0K6

5000-1 (ACOS Trg)
= ='October 1999

Disributiont List

MENTORING INITIATIVE FOR THE CEMS/CFDS - PHASE 11

l. As vou are aware, the initiative to establish a mentoring process within the CFMS/CFDS
has been endorsed by the Surgeon General. BGen Auger. To this end. vou have been invited to
respond to a mentoring needs analysis around this time last vear and results were made available
a few months later, as promised. This study, which is independent of the first one, consists of the
second phase prior to the implementation of any mentorship initiative. The purpose of the

enclosed mentoring surveyv is to validate the mentoring needs and occurrences as expressed bv

officers who responded to the first study. and thus, to have a better understanding of vour
preferences and antributes. For your benefit. a short information sheet on mentoring is attached.

2. Your opinions and feedback on this subject are important. It will take vou approximately
20 minutes to fill out this survey. Your participation is. of course, voluntary. You may decline
answering any question vou feel vou do not wish to answer. While we encourage and endorse
mentoring at all levels within the CFMS/CFDS, we understand that it may not be for evervone.
For these reasons, this short investment in your time will allow you to express your needs and
convey vour thoughts about mentoring. as well as other career-related issues.

3. The results of the survey will be made available to vou as soon as the data are compiled
and analvzed, either through the CFMG Communiqué, the CFMG homepage. or the most
efficient means depending on vour MOC. In order to guarantee yvour anonymity and the
confidentiality of your responses, participants' names are not requested. All surveys will be
opened, analyzed, and retained solely by the researcher. Only aggregate results will be reported.
The subject matter expert who is assisting us on this project is Major Janine Knackstedt. She is a
Personnel Selection Officer presently completing her doctoral studies on mentoring at the
University of Waterloo under the supervision of Dr Patricia Rowe. This project has been
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reviewed and received ethics clearance by the Office of Research Ethics at the University of
Waterloo. Any questions regarding your participation in this study can be directed to this office
at (519) 888-4367. ext. 6003, If you wish to discuss mentoring issues, you may contact your
MOC advisor, or the researcher, Maj Janine Knackstedt at (819) 561-6913 (day time home phone
number), non-military e-mail: eric.gagnon2{@sympatico.ca.

4. Again, we strongly encourage you to take this opportunity to provide vawr input and we

thank vou for taking the time to do so. Your participation to this survey is entirely voluntary: a
non participation will have no impact on your career.

;% -
AP L e e

MLS. Gagné

Colonel

Medical Branch Advisor
Attachments: 2

Dist List

Action

CFMS/CFDS Officers

Surgeon General



MENTORING: SOME FACTS 234

Mentoring is a developmental relationship between a mentor and a protégé. The mentor is usually a
senior person in terms of experience and knowledge who serves as a role-model and a guide for the
protége. The protégé is usually a more junior person who wishes to learn from the experience and
knowledge of the mentor, as well as exchange ideas and discuss professional values with him/her. It
is quite possible for a person to be both, i.e., a mentor for a more junior person while also being a
protége with a person senior to oneself.

Research has demonstrated that organizational socialization, values, and culture are faster and best
transferred through the mentoring process. Such relationships allow the sharing of corporate
knowledge. They can promote, complement, and augment existing Branch professional
development. Ultimately, the aim is to fully develop the potential of our future leaders.

Benefits for the mentor include: exposure to new and different thinking styles, knowiedge and
perspectives, helping to develop future leaders while honing your own leadership skills, personal
satisfaction and gratification, and occasion to reflect on important issues, both personal and
organizational. Protégés often derive the following benefits: sound advice, guidance and
encouragement, exposure to the decision making and leadership styles of more senior and
experienced individuals, access to organizational knowledge and networking opportunities, and aid in
developing professional skills. The organization also reaps its share of advantages, namely more
knowledgeable members with broader perspectives, a visible commitment to developing and retaining
leaders, improved communications and sharing professional values, as well as a more effective and
motivating workpiace.

Not everyone feels the necessity to have a mentor. Moreover, as in any relationship, there are some
risks involved resulting in potential drawbacks to mentoring. For example, risks for the protégé
include having a mentor who takes credit for the protége's work, who cannot keep commitments, or
who gives unrealistic expectations about advancement. Protégés may also feel they are the object of
jealousy and gossip from their peers. Potential mentors may feel pressure to take on a role they are
not comfortable with, due to lack of skills and/or time. Mentors may also fear that protégés will play
mentor against supervisor or are not able to take responsibility for their own development. Finally, on
an organizational level, such programs require resources, time, and commitment of those involved.

Nevertheless, your mentoring relationship will be what you make of it. The benefits to the protege, the
mentor, and the organization usually outweigh the potential drawbacks, especially when the
mentorship evolves in a professional manner. Indeed, being a good mentor is an integral part of
officership. Itis a way to contribute to the professional development of more junior members and to
show appreciation for what the organization has given you. Having a mentor is a bit like having one's
own professional development officer and allows you to stay in touch with the core values and vision
of your Branch.
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Quartier général Groupe meédical des Forces canadiennes,
1745 Promenade Alta Vista
Cnawa, Ontario K1A 0K6P

5000-1 (CEMA Form)
le 25octobre 1999
Liste de distribution

INITIATIVE DE MENTORAT AU SSFC - PHASE 11

I Comme vous le savez, I'initiative concernant [’adoption d’un programme de mentorat au
sein du SSFC/SDFC a été endossée par le Chef des Services de sant€, le bgén Auger. A cette fin.
vous avez €t€ invité a répondre a une analyvse de besoin en mentorat. Cette analyse a eu lieue a ce
temps-ci |’an dernier et les résultats ont été présentés, tel que promis, quelques mois plus tard.
L’etude actuelle, qui est indépendente de la premiére, est la seconde phase du projet menant a la
mise en oeuvre de toute initiative de mentorat. Le questionnaire ci-joint nous aidera a2 déterminer
les besoins actuels de mentorat ainsi que leur fréquence au sein du SSFC/SDFC et de mieux
comprendre les préférences et attributs des officers qui en font partie. Une courte feuille de
renseignements sur le mentorat a été annexee a votre intention.

2. Votre opinion et commentaires a ce sujet sont trés important. Il vous faudra environ 20
minutes pour remplir ce questionnaire. Bien sir, vous étes entiérement libres de participer ou
non. Vous pouvez sauter toute question a laquelle vous ne souhaitez pas répondre. Bien que
nous encouragions et approuvions le mentorat a tous les niveaux au sein du SSFC, nous
comprenons qu’il ne convient peut-étre pas a tout le monde et qu’il peut aussi entrainer certains
inconvénients. En conséquence on vous demande de bien vouloir investir un peu de votre temps
pour exprimer vos besoins et nous transmettre votre opinion sur le mentdrat et sur d’autres sujets
touchant votre carriere.

3. Les résultats du sondage seront disponibles dés que les données serontcompilées et
analysées; ces résultats seront soient publiés dans le bulletin mensuel du GMFC, dans le site
d’intranet du GMFC, ou par le biais de toute autre méthode jugée la plus efficace selon votre
GPM. Afin de respecter I’anonymat des répondants et la confidentialité des réponses, nous ne
demandons pas les noms des participants. Tous les questionnaires seront ouverts, analysés et
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conserves par la recherchiste. Les résultats seront présentés sous forme de résumé seulement.
L’experte en la matiére qui nous aide dans le cadre de ce projet est le major Janine Knackstedt.
C’est un officier de sélection du personnel qui poursuit actuellement des érudes de doctorat sur le
mentorat a I"Université de Waterloo. sous la supervision de M™ Partricia Rowe. Ce projet a été
examiné et approuvé par le bureau d’éthique en recherche de I’'Université de Waterloo. Toute
question concernant votre participation a I’étude peut étre transmise a ce bureau. au

(519) 888-4567, poste 6005. Si vous désirez discuter de questions concernant le mentorat. vous
pouvez communiquer avec votre conseillére du GPM., ou avec la recherchiste, le

maj Janine Knackstedt, par téléphone, au (819) 561-6913 (numéro 4 la maison pendant le jour)
ou par courrier électronique non militaire : eric.gagnon2@sympatico.ca.

4. Encore une fois, nous vous encourageons a profiter de l’occasion pour nous transmettre
vos idées et nous vous remercions de prendre le temps de le faire. Vous étes entiérement libres
de participer a cette étude ; un refus de participer n’entrainera aucune conséquence facheuse pour

vous.

Conseiller de la Branche médicale
Colonel

Piéces jointes : 2

Liste de distribution

Action
Les officiers du SSFC/SDFC

Information
Chef des Services de santé
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QUELQUES RENSEIGNEMENTS SUR LE MENTORAT

Le mentorat est une relation de perfectionnement qui s'établit entre un mentor et une personne
encadrée. Le mentor est habituellement une personne qui a beaucoup d’expérience et de
connaissances et qui sert de modeéle et de guide & la personne encadrée. La personne
encadrée est généralement un membre du personnel moins chevronné qui souhaite acquerir
de I'expérience et des connaissances auprés du mentor, ainsi qu'echanger des idees et discuter
de valeurs professionnelles avec lui. [l est trés possible d’'étre le menter d'une personne moins
expérimentée tout en étant encadré par une personne ayant pius d'ancienneté.

Des recherches ont montré que les capacités de socialisation, les valeurs et la cuiture
organisationnelles sont transmises plus rapidement et mieux au moyen du processus de
mentorat. Ce genre de relation permet de partager les connaissances de I'organisation. Le
mentorat peut promouvoir, compléter et renforcer le perfectionnement professionnel
assuré au sein de la Branche. Le but uitime est de développer pleinement les capacités de
nos futurs chefs. '

Parmi les avantages que retire le mentor, mentionnons: 'exposition a des connaissances,
des perspectives et des styles de pensée nouveaux et différents, {a possibilité d'aider & former
de futurs chefs tout en perfectionnant ses propres compétences au niveau du leadership, une
satisfaction et un contentement personnels ainsi que 'occasion de réfléchir a d'importantes
questions, tant personnelles qu'organisationnelles. Pour leur part, les personnes encadrées
bénéficient souvent des avantages suivants: de bons conseils, une orientation et des
encouragements, I'exposition aux styles de leadership et de prise de décision de personnes
chevronnees, I'accés a des connaissances organisationnelles et a des possibilités
d’'établissement de réseaux, ainsi que de I'aide sur e plan du perfectionnement professionnel.
L’organisation aussi retire sa part d’avantages, notamment la présence de membres du
personnel mieux informeés et aux perspectives €largies, un engagement concret en ce qui a trait
a la formation de chefs et a leur maintien a I'effectif, des communications améliorées et le
partage des valeurs professionnelles, ainsi que la création d'un milieu de travail plus efficace et
plus stimulant.

Tout le monde ne ressent pas la nécessité d'avoir un mentor. En outre, comme dans toute
relation, le mentorat comporte certains risques qui peuvent entrainer des inconvénients. Par
exemple, il peut y avoir des mentors qui s'attribuent le merite du travail effectué par la personne
encadree, qui ne peuvent pas respecter leurs engagements ou qui donnent des espoirs
irréalistes quant a 'avancement. Les personnes encadrées peuvent aussi avoir I'impression
qu'elles suscitent de la jalousie chez leurs collégues et qu'elles font I'objet de bavardages. Les
mentors éventuels peuvent se sentir obligés d’accepter un réle dans lequel ils ne se sentent pas



a I'aide, en raison d’'un manque de compétences et/ou de temps. lIs peuvent également
craindre que les personnes encadrées ne créent des conflits entre le mentor et le superviseur
ou ne soient pas capables d’assumer {a responsabilité de leur propre perfectionnement. Enfin,
au niveau organisationnel, les programmes comme le mentorat exigent des ressources, du
temps et un engagement de la part des intéressés.
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Néanmoins, la qualité de la relation de mentorat dépend de vous. Les avantages retirés par la
personne encadrée, le mentor et I'organisation surpassent habituellement les inconvénients
possibles, particuliéerement lorsque le mentorat évolue d'une fagon professionnelie. En faitl, étre
un bon mentor fait partie intégrante des fonctions d’un officier. C'est une facon de
contribuer au perfectionnement professicnnel de membres du personnel moins expérimentes et
de montrer votre reconnaissance pour ce que {'organisation vous a donné. Avoir un mentor,
c’est un peu comme avoir son propre officier de perfectionnement professionnel et cela vous
permet de demeurer en contact avec les valeurs et la vision fondamentales de votre Branche.



CFMS/CFDS MENTORING QUESTIONNAIRE 239

The purpose of the enclosed survey is to examine the current mentoring needs and
occurrences within the CFMS/CFDS and thus, to have a better understanding your
preferences and attributes.

Mentoring is a supportive learning relationship between an individual - the mentor - who shares his or her
knowledge, experience, and insights with another less-experienced person - the protégé - who is willing
and ready to benefit from this exchange. The nature of the relationship varies with the personal styles of
each partner.

> A mentor is an organizational member with advanced experience and knowledge who serves as a
role-model and a guide and who is committed to assist the protégé in his or her professional
development.

- A protégé is a less experienced individual who wishes to learn from the experience and
knowledge of a more senior organizational member as well as partake in the sharing of ideas and
professional values.

The questionnaire is divided in the following sections:
PART 1. MENTORING NEEDS
PART 2. CURRENT SITUATION
PART 3. EXPERIENCE AS A PROTEGE
PART 4. PERSONAL ATTRIBUTES
PART 5. CAREER SATISFACTION
PART 6. RESOURCE PERSONS
PART 7. GENERAL INFORMATION ABOUT YOU
PART 8. FEEDBACK AND SUGGESTIONS

II Note: Une copie de la version frangaise de ce questionnaire est également disponible. “

Thank you for your participation!
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PART 1. MENTORING NEEDS 240

You may not have experienced mentoring in a formalized manner but informally at some point in your career or
even currently, you may be relating to someone who provides you with personal support as well as shows

interest in your career development.

Imagine for a moment that you are a protégé in search of an excellent mentor who wili meet YOUR CURRENT

NEEDS. What would you EXPECT from this person?

- As you can see by the two columns, each sentence will be rated twice.

- Using the five point-scale provided in the left-hand box, please choose one number which corresponds
to the extent you wish your mentor to demonstrate each of the following behaviours.

- Circle the appropriate number in the left-hand column. (Do not circle any number in the right-hand
column yet).

Remember, it is important that you rate your NEEDS at this point in time in your career!

N

What I NEED is a Presently, there is
mentor who will... someone who does...
1 = not at all important 1 = never

2 = not very important 2 = rarely

3 = important 3 = occasionally

4 = fairly important 4 = frequently

5 = very important § = very frequently

1. Provide "good press” (representation) for me by discussing my

accomplishments with his/her colleagues and other superiors. 12345 12345
2. Display values and attitudes similar to my own. 12345 12345
3. Acquaint me with the political dynamic and/or informal power

structure of my MOC and the CFMS/CFDS. 12345 123456
4. Provide me with the opportunity to observe him/her interacting with

infiuential members of my profession and the military community. 12345 12345
5. Teach me how to improve my professional skills. 172345 12345
6. Demonstrate leadership and ethical behaviours that | would try

to emulate. 12345 12345
7. Provide me with opportunities to meet new fellow officers. 12345 12345
8. Give me feedback regarding my overail performance. 12345 12345
9. Provide a climate in which | feel encouraged to discuss and

challenge his/her points of view. 12345 12345
10. Assist me in learning the technical aspects of my work. 12345 12345
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What | NEED is a Presently, there is
mentor who will... someone who does...
1 = not at all important 1 =never

2 = not very important 2 =rarely

3 = important 3 = occasionaily

4 = fairly important 4 = frequently

5 = very important § = very frequently

11.

12.

13.
14.
15.

16.

17.

18.

18.
20.

21.
22.
23.

24.

26.

27.

28.
29.
30.

Ask me for my suggestions concerning problems that he/she is

3/9

encountering at work. 2345 12345
Provide me with opportunities to discuss my questions or concemns

regarding conflicts between my military work and my personal life. 2345 12345
Entrust me with confidential work-related information. 2345 12345
Display ethical values that | want to adopt as my own. 2345 12345
Set challenging standards for me. 2345 12345
Encourage a climate for our relationship to develop into a

friendship. 2345 12345
Inform me of opportunities to get involved in challenging tasks that

would allow me to learn new skills and test my abilities. 2345 12345
Provide me with advice on how to solve military or work related 2345 12345
problems.

Discuss with me the values and norms of the military. 2345 12345
Help me with tasks/projects that would otherwise be difficult

to complete on my own. 2345 12345
Serve as a role-model or example for me to follow. 2345 12345
Help me learn to develop professional officer values. 2345 12345
Value my ideas and suggestions. 2345 12345
Be the kind of person | can trust completely. 2345 12345
. Suggest specific strategies for accomplishing my work objectives. 2345 12345
Acquaint me with the political dynamic and/or informal power

structure of the military in general. 2345 12345
Provide me with opportunities to discuss my anxiety and

concerns related to perscnal issues. 2345 12345
Keep feelings and doubts | share with him/her in strict confidence. 2345 12345
Have a positive influence on my self-esteem. 2345 12345
Recognize and treat me as a competent professional. 2345 12345




31.
32.

33.
34.
35.
36.

37.

38.

39.

40.
41.

42.

43.

45.

Once you have rated your mentoring needs in the left-hand column, please rate the frequency of their

242

Use his/her influence to support my career interests and
advancement.

Ensure that | receive credit and recognition for the tasks and
duties | have accomplished.

Encourage me to discuss my mistakes without fears of repercussions.

Be a person | can confide in.
Encourage respect and mutual admiration in the relationship.
Inform/teach me about other aspects of the military.

Provide me with feedback on how to better conform to military
expectations.

Interact with me socially outside of work.

Provide me with opportunities and experiences that will improve my
credentials.

Advise me how to improve my military skills and knowledge.
Genuinely care about me as a person.

Help me clarify my goals, dreams, as well as methods for
implementing them.

Discuss with me the vision of our occupation (MOC) and of the
CFMS/CFDS as a whole.

. Act as a "sounding board" for my ideas.

Use his/her influence in the military for my benefit.

PART 2. CURRENT SITUATION

What | NEED is
mentor_who will...

1 = not at all important
2 = not very important
3 = important

4 = fairly important

5§ = very important

NN NN

N

45

H
g 0 o O

1 = never

2 = rarely

3 = occasionally

4 = frequently

5 = very frequently

Presently, there is
someone who does...

NN NN
w
»
[4)]

N
w
f-N
[§)]

occurrence in the right-hand column. In other words, for each statement listed above, please rate in the right-
hand column the extent to which you are actually receiving these behaviours, be they through people and

superiors at your current workplace or through members of the CFMS/CFDS (in or out of your MOC). it is likely
that you are receiving some of these behaviours from several people whom you may not consider as your
mentors.
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PART 3. EXPERIENCE AS A PROTEGE 243

The following questions wilt assist us in determining the extent to which mentoring is already occurring on an
informal basis.

Think of your entire career as a military officer in the CFMS/CFDS. Given the definition of mentoring _
provided on the first page, have you experienced (or are you currently experiencing) the benefits of a mentoring
relationship?

During my career as a military officer in the CFMS/CFDS, | would say that | have experienced a
mentoring relationship with mentor(s), even though we may not have used the term
mentoring in our conversations.

If you never had a mentor (i.e., you answered "0 mentor” above), please indicate why you think this is so:

Think about the person who has had the greatest influence on your career and professional
development. This person may have been your mentor in the past or your mentoring relationship may still be
ongoing. You probably did not refer to this person as a "mentor”, however, this is/was a person of trust who has
been supportive of your goals, and who has taught you about organizational and professional aspects beyond
the scope of your everyday work activities.

- Referring to this person, please answer the guestions provided below by circling the most appropriate
response. Please circle only one answer for each question.

- If you think that you have never experienced a relationship with a mentor during your military career in
the CFMS/CFDS, please go to Part 4.

a) mentor's gender? f) distance? (during the mentorship)
1 = male 1 = we work(ed) in the same geographical area
2 = female 2 = we are (were) a considerable distance apart
b) mentor's age? This mentor is presently g) current state of the mentoring relationship?
years old (best guess if you don't know). 1 =it is still ongoing
2 = jt is pretty well over now
¢) mentor's military/civilian status? (during the mentorship) 3 = we are no longer in contact with each other
1 = same MOC as me
2 = different MOC than me h) duraticn?
3 = civilian Our mentoring relationship has being going
on for years. (If less than a year,
d) mentor's level? This mentor is hierarchical indicate by a fraction, e.g., 6 months = .5 years)
level(s) higher than me in the organization:
1 = same level as me i) frequency of communications?
2 = one level On average, how often did/do you communicate
3 = two levels with this person (for mentoring reasons)?
4 = three levels 1 = several times a week
5 = more than three levels 2 = several times a month
3 = about once a month
e) supervisory/subordinate relationship? 4 = less than once a month
1 = this mentor is presently my supervisor 5 = hardly ever

2 = this mentor has once been my supervisor
3 = we have never been in a supervisor/
subordinate relationship
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PART 4. PERSONAL ATTRIBUTES

Please indicate the extent to which you agree or

disagree with the foilowing statements:

. | do not enjoy working in situations involving competition with others
. | strive to gain more control over the events around me at work

. | seek an active role in the leadership of a group

. At work, | am more likely to ask for help when | need it rather

than try and deal with it on my own

. L try to influence those around me to see things my way

6. It annoys me when other people perform better than | do

8.
8.
10

11

12.
13.

14.

15.
16.
17.
18.

19.
20.
21.
22.
23.
24.

. My goal is to reach the highest rank which is possible given

my occupation

| try to perform better than my co-workers

| try very hard to improve on my past performance at work

- When | have worries or concerns at work, it is important for me
to share them with someone | trust

. | find myself organizing and directing the activities of others

| try harder when | am in competition with other people

It is more important for me to be satisfied with my job than to get

promoted quickly

| prefer dealing with my problems and concerns myself rather

than ask anyone to get involved

| take moderate risks and stick my neck out to get ahead at work

| strive to be "in command" when | am working in a group

| do my best work when my job assignments are fairly difficult

| am comfortable in consulting a person senior in rank when

! need help

| feel that winning is important in both work and games

The responsibilities associated with a promotion are not worth it

| try to avoid any added responsibilities on my job

It is important to me to perform better than others on a task

| consider myself as very ambitious

I don't mind approaching someone | trust at work to assist me

with a difficult situation | am experiencing
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1 = strongly agree
2 = agree to some extent
3 = uncertain

S =strongly disagree

4 = disagree to some extent

1 2 3 4
1 2 3 4
1 2 3 4
1 2 4
1 3 4
1 2 3 4
1 4
1 4
1 2 3 4
1 2 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4

o O v »

O O 6 0 0O 0




PART 5. CAREER SATISFACTION

1 = strongly agree

2 = agree to some extent
Please indicate the extent to which you agree or 3 = uncer<ain

disagree with the following statements: 4 = disagree to some extent

5 = strongly disagree

1. | am satisfied with the progress | have made toward meeting
my overall career goals 1 2 3 4 5
2. | am satisfied with the progress | have made toward meeting
my goals for income 1 2 3 4 5
3. | am satisfied with the progress | have made toward meeting
my goals for advancement 1 2 3 4 5
4. | am satisfied with the progress | have made toward meeting
my goais for the development of new skills
5. 1 am satisfied with the success | have achieved in my career
6. | am satisfied with the level and scope of my responsibilities

- A
NN DNDN
W W W w
& bh b
a o 0 O

7. | am satisfied with my future opportunities for advancement

PART 6. RESOURCE PERSONS

For each of the issues listed below, think of a person within the CFMS/CFDS who could best answer
your questions or concerns (do not write the person's name) and for each issue please circle the
appropriate answer for the three questions :

1. The person | would talk to about professional development would be ...
a) This person (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor
b) this person is _____ hierarchical levels higher than me:
(1) same level as me; (2) one level; (3) two levels; (4) three levels
(5) more than three levels (6) at a lower level than me
c) this personis: {(1)male (2)female

2. The person | would talk to about career advancement would be ...
a) This person (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor
b) this person is ____ hierarchical levels higher than me:
(1) same level as me; (2) one level; (3) two levels; (4) three levels
(5) more than three levels (6) at a lower level than me
c) this personis: (1)male (2)female
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. The person | would get advice from on work related issues would be ... 246
a) This person (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor
b) this person is ____ hierarchical levels higher than me:
(1) same level as me; (2) one level; (3) two levels; (4) three levels
(5) more than three levels (6) at a lower level than me
c) this personis: (1)male (2) female

. The person who | believe is my role-model and whose behaviour and values and admire
would be...
a) This person (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor

b) this person is _____ hierarchical levels higher than me:

(1) same level as me; (2) one level; (3) two levels; (4) three levels

(5) more than three levels (6) at a lower level than me
c) this personis: (1)maie (2)female

. The person who could teach me about the political dynamics and/or informal power
structure at higher levels of the organization would be...
a) This persen (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor
b) this person is hierarchical levels higher than me:
(1) same level as me; (2) one level; (3) two levels; (4) three levels
(5) more than three levels (6) at a lower level than me
c) this personis: (1)male (2)female

. The person | would feel most comfortable to discuss personal issues with wouid be...
a) This person (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor
b) this personis ____ hierarchical levels higher than me:
(1) same level as me; (2) one level; (3) two levels; (4) three levels
(5) more than three levels (6) at a lower level than me
c) this personis: (1)male (2)female

. The person whom | believe has the most power to assist me in my career would be...
a) This person (1) is presently my supervisor (2) has once been my supervisor
(3) was never my supervisor
b) this person is ____ hierarchical levels higher than me:
(1) same level as me; (2) one level; (3) two levels; (4) three levels
(5) more than three levels (6) at a lower level than me
c) this personis: (1)male (2)female
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PART 7. GENERAL INFORMATION ABOUT YOU 247

Reminder: This portion will help us understand the needs of particular groups and is required for statistical
purposes. Results will be reported in an aggregate format so that no one can be identified. Surveys will be
analyzed and retained only by the researcher.

Sex: (a) male (b) female Number of years in the CF (as military, including reserve
time if any):

Age:
Number of years in present MOC:

First official language:

(a) English  (b) French Highest education completed:

(a) Technical certificate/diploma or college diploma
Rank: (b) Bachelor

(c) Master
Element: (d) Doctorate

(@) Army  (b) Navy (c) Air
Have you filed out a questionnaire on mentoring in the
Current MOC.: last two years? (a) yes (b) no

Previous MOC if also within the CFMS/CFDS:

PART 8. FEEDBACK AND SUGGESTIONS

Please use the space provided below (and the back of this page if you wish) to convey any issues that are of
concern to you. They will be summarized by the researcher to ensure that you cannot be identified, and will be
passed on to your Branch Advisor in an aggregate format. Any constructive suggestions regarding the
establishment of a mentoring process within the CFMS/CFDS are welcome.

Should you have any questions concerning any aspect of this survey, or mentoring in general, please contact
Major Janine Knackstedt at:
(819) 561-6913 (day time home number)

Banyan e-mail: Knackstedt Maj JEU@DSHRC@NDHQ
Non-military e-mail: eric.gagnon2@sympatico.ca

THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN THIS MENTORING SURVEY!



E MENTORAT AU SEIN DU SSFC/SDFC 248

Le sondage ci-joint a pour objet d'examiner les besoins actuels en matiére de mentorat et
a quelle fréquence celui-ci s'exerce au sein du SSFC et du SDFC. Ainsi, nous aurons une
meilleure idée de vos préférences et de vos attributs.

Le mentorat est une relation de soutien a des fins d'apprentissage établie entre une personne - le mentor
- qui partage ses connaissances, son expérience et ses vues avec une autre personne moins
expérimentée - [a personne encadrée - qui est disposée et préte a tirer profit de cet échange. La nature
de la relation varie selon le style de chaque participant.

> Un mentor est un membre de I'organisation ayant beaucoup d'expérience et de connaissances
qui sert de modéle et de guide et qui s'est engagé a aider la personne encadrée dans son
perfectionnement professionnel.

" Une personne encadrée est un membre du personnel moins expérimenté qui souhaite bénéficier
de 'expérience et des connaissances d'un membre de 'organisation plus chevronné, ainsi que
partager des idées et des valeurs professionnelles avec lui.

Le questionnaire comprend les sections suivantes :
PARTIE 1. BESOINS EN MATIERE DE MENTORAT
PARTIE 2. SITUATION ACTUELLE
PARTIE 3. EXPERIENCE EN TANT QUE PERSONNE ENCADREE
PARTIE 4. ATTRIBUTS PERSONNELS
PARTIE 5. SASTISFACTION DE CARRIERE
PARTIE 6. PERSONNES RESSOURCE
PARTIE 7. RENSEIGNEMENTS GENERAUX A VOTRE SUJET
PARTIE 8. COMMENTAIRES ET SUGGESTIONS

' Note: An English version of this survey is also available. J

Merci de votre participation!
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PARTIE 1. BESOINS EN MATIERE DE MENTORAT 249

Vous n'avez peut-&tre pas eu I'occasion de participer & un processus de mentorat officialisé, mais il se peut
qu'au cours de votre carriére, vous ayez entretenu des rapports informeis ou que vous en entreteniez
actuellement avec une personne qui vous fournit du soutien personnel et manifeste de l'intérét pour votre
perfectionnement professionnel.

imaginez pendant un moment que vous étes a la recherche d’'un excellent mentor qui répondra a VOS

BESOINS ACTUELS. Quelles seraient vos ATTENTES a I'égard de cette personne?

. Comme l'indiquent les deux colonnes, chaque énoncé sera coté deux fois.

. En vous servant de I'échelle de cing points fournie dans I'encadré de gauche, indiquez le chiffre qui
correspond & la mesure dans [aquelle vous souhaitez que votre mentor adopte les comportements
indiqués ci-dessous.

. Encerclez le chiffre approprié dans la colonne de gauche. (N'encerclez aucun chiffre dans la colonne de
droite a ce stade-ci.)

N’oubliez pas : Il est important que vous évaluiez les BESOINS que vous avez a cette étape-ci
de votre carriére!

Ce dont j’ai BESOIN, Présentement, ily a
c’est un mentor qui... quelqu’un qui...

1 = pas du tout important 1 = jamais

2 = pas trés important 2 = rarement

3 = important 3 =al'occasion

4 = assez important 4 = fréquemment

§ = trés important § = trés fréquemment

1. Me fait une bonne réputation en discutant de mes réalisations
avec ses collégues et d'autres supérieurs. 12345 12345

2. Affiche des valeurs et des attitudes semblables au miennes. 12345 12345

3. Me fait connaitre la dynamique politique et/ou la structure
de pouvoir informelie de mon GPM et du SSFC/SDFC. 12345 12345

4. Me donne 'occasion de 'observer lorsqu'il/elle interagit avec

des membres influents de ma profession et de la collectivité

militaire. 12345 12345
5. M'enseigne comment améliorer mes compétences professionnelles. 12345 12345

6. Manifeste du leadership et des comportements éthiques
que j'essaierais/jessaie d'imiter. 12345 12345

7. Me fournit des cccasions de rencontrer de nouveaux
coliégues officiers. 12345 12345
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Ce dont j’ai BESOIN Présentement,ily a

1 = pas du tout important 1 = jamais

2 = pas trés important 2 = rarement

3 = important 3 =al'occasion

4 = assez important 4 = frequemment

5 = trés important 5 = trés fréequemment

8. Me fournit du feedback relativement & mon rendement en général. 12345 12345
9. Etablit un climat dans lequel je me sens encouragé(e) a discuter

et & mettre en question ses points de vue. 12345 12345
10. M'aide a apprendre les aspects techniques de mon travail. 12345 12345

11. Me demande des suggestions relativement a des problémes
auxquels ilfelle fait face au travail. 12345 12345

12. Me donne des occasions de discuter de mes questions ou
de mes préoccupations au sujet des conflits existant entre ma

vie professionnelle au sein des Forces et ma vie personnelle. 12345 12345
13. Me confie des renseignements confidentiels liés au travail. 12345 12345
14. Affiche des valeurs éthiques que je voudrais adopter. 12345 12345
15. Me fixe des normes stimulantes. 12345 12345
16. Favorise I'établissement d'un climat dans lequel notre

relation peut devenir une amitié. 12345 12345
17. M'informe des opportunités de participer dans des taches stimulantes

qui me permettent d'acquérir de nouvelles compétences et de mettre

mes capacités a I'essai. 12345 12345
18. Me fournit des conseils sur la fagon de résoudre des

problémes militaires ou liés au travail. 12345 12345

N
w
BN
(8)]
-
N
w
n
[4)]

19. Discute avec moi des valeurs et des normes des Forces. 1

20. M'aide sur des taches/des projets qu'il me serait autrement

difficile de terminer par moi-méme. 12345 12345
21. Me sert de modeéie ou d'exemple. 12345 12345
22. M'aide & apprendre a développer des valeurs d'officier professionnel. 12345 12345
23. Accorde de Fimportance & mes idées et suggestions. 12345 12345
24. Est le genre de personne a qui je peux faire entiérement confiance. 12345 12345
25. Me propose des stratégies particuliéres pour atteindre mes

objectifs de travail. 12345 12345
26. Me fait connaitre la dynamique politique et/ou la structure

de pouvoir informelle des Forces en général. 12345 12345
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27.

28.
29.
30.

31.

32.

33.

34.

35.

36.

37.

38.
39.

40.

41.

42.

43.

45.

251

Ce dont j'ai BESOIN
c’est un mentor qui...

1 = pas du tout important
2 = pas trés important

3 = important

4 = assez important

5 = trés important

Me fournit des occasions de discuter de mon inquiétude
et de mes préoccupations en ce qui a trait & des questions

personnelies. 1
Ne divulgue a personne les sentiments et les doutes dont je lui fait part. 1
A une influence positive sur mon amour propre. 1
Me reconnait et me traite comme un(e) professionnei(le) compétent(e). 1

Utilise son influence pour appuyer mes intéréts et mon
cheminement de carriére. 1

Veille a ce que je sois reconnu(e) pour les taches et les fonctions

que j'ai exécutées. 1
M’encourage a discuter de mes erreurs sans que j'aie a craindre

des conséquences. 1
Est une personne a qui je peux me confier. 1

Encourage le respect et 'admiration mutuelle dans le cadre
de notre relation. 1

Me donne de l'information/de I'enseignement en ce qui a trait a
d’autres aspects des Forces. 1

Me fournit une rétroaction sur la fagon de mieux me conformer
aux attentes militaires. 1

Entretient des relations sociales avec moi a I'extérieur du travail. 1

Me fournit des occasions et des expériences qui me
permettront d’améliorer mes titres de compétence. 1

Me conseilie sur les fagons d'accroitre mes compétences et mes
connaissances militaires. 1

S’intéresse sincérement a moi en tant que personne. 1

M'aide a clarifier mes buts et mes aspirations ainsi qu'a

déterminer des meéthodes pour les concrétiser. 1

Discute avec moi de la vision de notre groupe professionnel

militaire (GPM) et de fensemble du SSFC/SDFC. 1
. Est la personne a qui je demande un «son de cloche»

au sujet de mes idées. 1

Utilise son influence au sein des Forces @ mon profit. 1
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Présentement,ily a
quelqu’un qui...

1 = jamais

2 = rarement
3 = al'occasion
4 = fréquemment

5 = trés fréiquemment

L L

a0 O O;

O R T -



PARTIE 2. SITUATION ACTUELLE 252

— —

Une fois que vous avez coté vos besoins en matiére de mentorat dans la colonne de gauche, veuillez
indiquer dans la colonne de droite & quelle fréquence ces comportements se manifestent. En
d’autres termes, pour chacun des énoncés présentés ci-dessus, indiquez dans Ia colonne de droite

dans quelle mesure les comportements mentionnés sont adoptés 3 votre égard, que ce soit par des

personnes ou des supérieurs a votre lieu de travail actuel ou par des membres du SSFC/SDFC (au
sein ou a I'extérieur de votre GPM). Certains de ces comportements sont probablement adoptés envers

vous par plusieurs personnes que vous ne considérez peut-étre pas comme vos mentors.

PARTIE 3. EXPERIENCE EN TANT QUE PERSONNE ENCADREE

Les questions suivantes nous aideront a déterminer dans quelle mesure le mentorat s'exerce déja de
fagon non officielle.

Pensez a I'ensemble de votre carriére d’'officier au sein du SSFC/SDFC. Compte tenu de la
définition du terme «mentorat» fournie a la premiére page, avez-vous fait I'expérience (ou faites-vous
actueliement I'expérience) des avantages d'une relation de mentorat?

Au cours de ma carriére d’officier au sein du SSFC/SDFC, je dirais que j’ai fait I’expérience d’une relation
de mentorat avec mentor(s), bien que nous n’ayons peut-étre pas utilisé le terme «mentorat» dans
nos conversations.

Si vous n'avez jamais eu un mentor (vous avez répondu "0" a la question du haut), veuillez indiquer les
raisons seion vous:
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professionnel qui dépassent vos activités quotidiennes.

a) Sexe du mentor?
1= homme
2 = femme

b) Age du mentor’_? Ce mentor a actuellement
ans. (Age approximatif)

c) Statut du mentor (militaire/civil)? (lors de votre mentorat)
1 = meéme GPM que moi
2 = GPM différent du mien
3 =civil

d) Niveau du mentor? Ce mentor se trouve a niveau(x)
hierarchique(s) au-dessus du mien dans I'organisation.i)
1 = au méme niveau que moi
2 =un niveau
3 = deux niveaux
4 = trois niveaux
§ = plus de trois niveaux

e) Rapport superviseur/subordonné?
1= ce mentor est présentement mon superviseur
2 = ce mentor a déja été mon superviseur
3 = ce mentor n'a jamais été mon superviseur

PARTIE 4. ATTRIBUTS PERSONNELS

Veuillez indiquer dans quelle mesure chacune des

affirmations suivantes vous décrit le mieux.

Pensez & la personne qui a eu le plus d'influence sur votre carriére et votre perfectionnement
professionnel. |l se peut que cette personne ait été votre mentor par le passé ou que vos rapports de mept_orat se
poursuivent actuellement. Vous ne considérez probablement pas cette personne comme un «mentor», mais il s'agit
d'une personne de confiance qui a appuyé vos buts et qui vous a appris des choses d'ordre organisationnel et

> En songeant a cette personne, veuillez répondre aux questions ci-dessous en encerclant ia réponse la
plus appropriée. Encerclez seulement une réponse dans le cas de chaque question.

o Si vous croyez n'avoir jamais fait 'expérience d'une relation de mentorat au cours de votre carriere
militaire au sein du SSFC/SDFC, veuillez passer a la partie 4.

253

f) Distance? (lors de votre mentorat)

1 = nous travaillions dans la méme région
2 = une distance considérable nous séparait

g) Ou en est rendue la relation de mentorat?
1 =en cours

2 = pratiquement terminée

3 = nous ne sommes plus en contact

h) Durée? Notre relation de mentorat dure depuis

ans. (Si la durée est de moins d'un an,
indiquez-la au moyen d’'une fraction décimale, par
exemple, 6 mois = 0,5 an.)

Fréquence des communications dans le cadre du
mentorat? En moyenne, a quelle fréquence
communiquiez-vous/communiquez-vous avec
cette personne?

1 = plusieurs fois par semaine

2 = plusieurs fois par mois

3 = environ une fois par mois

4 = moins d’une fois par mois

5 = presque jamais

1 = tout a fait d’accord
2 = plutot d’accord

3 = incertain(e)

4 = pas vraiment d’accord
5 = pas du tout d’accord

1. Je n'aime pas étre dans des situations ol je suis en compétition

avec les autres

2. J'essaie d'exercer un plus grand contrdle sur les événements qui se

produisent autour de moi au travail

3. Je cherche a jouer un réle actif lorsqu'il s'agit de diriger un groupe 1 2 3 4
4. Au travail, j’ai tendance a demander de I'aide quand j'en ai
besoin piutdt que de tenter de régler un probléme moi-méme 1 2 3 4
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10.

11.
12.
13.

14.

15.

16.
17.

18.

19.

20.
21.

22.

23.
24.

. J'évite de tenter d'influencer les autres pour qu'ils voient les choses

a ma fagon

. Cela m'indispose quand d'autres personnes donnent un meilleur

rendement que moi

. Mon but est d'atteindre le grade le plus élevé possible au

sein de mon groupe professionnel

. J'essaie de donner un meilleur rendement que mes collégues
. Je tente vraiment d'améliorer mon rendement professionnel par

rapport au passé

Quand j'ai des inquiétudes ou des préoccupations au travail,
j'aime les partager avec une personne en qui j'ai confiance
J'organise et je dirige spontanément les activités des autres

Je fais un plus grand effort quand je suis en compétition avec d'autres
J'aime mieux étre satisfait(e) de mon travail que d’'étre

promu(e) rapidement

Je préfére m’'occuper moi-méme de mes problémes et de mes
préoccupations plutét que de demander 'avis d’'une autre personne
Je prends des risques modérés et je m'expose afin de

progresser professionnellement

J'essaie de «prendre les commandes» quand je travaille en groupe
C'est lorsqu‘on me confie des fonctions assez difficiles

que je travaille le mieux

Je suis a de consulter une personne d'un grade plus élevé

que le mien lorsque j'ai besoin d'aide

A mon avis, il est important de gagner & la fois quand je travaille
et quand je participe a des jeux

Les responsabilités liées a une promotion n'en valent pas la peine
J'essaie d'éviter toute responsabiiité qui s'ajoute a mes

fonctions normales

J'attribue une grande importance au fait d'exécuter une tache
mieux que les autres

Je considére que j'ai beaucoup d'ambition

Je n'hésite pas a demander I'aide d’'une personne en qui j'ai
confiance dans mon milieu de travail quand je suis confronté(e)

a une situation difficile

710
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1 = tout a fait d’accord

2 = plutot d’accord

3 = incertain(e)

4 = pas vraiment d’accord
5 = pas du tout d’accord
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PARTIE 5. SASTISFACTION DE CARRIERE 255

1 = tout a fait d’accord
2 = plutot d’accord
3 = incertain(e)

Veuillez indiquer dans quelle mesure chacune des

affirmations suivantes vous décrit le mieux.

5 = pas du tout d’accord

4 = pas vraiment d’accord

1. Je suis satisfait(e) des progrés que j'ai accomplis en vue d'atteindre

mes objectifs de carriére généraux 1 2 3 4
2. Je suis satisfait(e) des progrés que je faits en vue d’'atteindre mes

objectifs en matiére de revenu 1 2 3 4
3. Je suis satisfait(e) des progrés que j'ai accomplis en vue d'atteindre

mes objectifs d’'avancement 1 2 3 4

4. Je suis satisfait(e) des progrés que j'ai accomplis en vue d'atteindre
mes objectifs liés a I'acquisition de nouvelles compétences

5. Je suis satisfait(e) du succés que j'ai obtenu dans ma carriére

. Je suis satisfait(e) du niveau et de "ampleur de mes responsabilités

7. Je suis satisfait(e) de mes possibilités d'avancement futures

(0))
A ed A
N NN
w W w w

PARTIE 6. PERSONNES RESSOURCE

Dans le cas de chacune des questions ci-dessous, pensez a une personne du SSFC/SDFC qui pourrait
bien répondre a vos questions et a qui vous feriez part de vos préoccupations (n'écrivez pas le nom de

cette personne). Pour chacun de ces aspects, veuillez encercler la réponse qui convient le mieux aux
trois questions.

1. La personne avec qui j'aimerais parler de perfectionnement professionnel est...
a) cette personne (1) est actuellement mon superviseur (2) a déja été mon superviseur
(3) n'a jamais été mon superviseur

b) cette personne se situe a niveau(x) hiérarchique(s) par rapport a moi :
(1) le méme niveau que moi (2) un niveau plus éleve (3) deux niveaux plus élevés
(3) trois niveaux plus éievés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus éleves (6) un niveau moins élevé que moi

c) cette persanne est : (1) un homme (2) une femme

2. La personne avec qui j'aimerais parler d'avancement professionnel (relatif a ma carriére) est...
a) cette personne (1) est actuellement mon superviseur (2) a déja été mon superviseur
(3) n'a jamais été mon superviseur
b) cette personne se situe a niveau(x) hiérarchique(s) par rapport a moi :
(1) le méme niveau que moi (2) un niveau plus élevé (3) deux niveaux plus éievés
(3) trois niveaux plus élevés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus élevés (6) un niveau moins élevé que moi
c) cette personne est : (1) un homme (2) une femme
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3. La personne dont j'aimerais obtenir des avis concernant les questions liées au travail est...

a) cette personne (1) est actuellement mon superviseur (2) a déja été mon superviseur
(3) n'a jamais été mon superviseur
b) cette personne se situe a niveau(x) hiérarchique(s) par rapport a moi :
(1) le méme niveau que moi (2) un niveau plus élevé (3) deux niveaux plus élevés
(3) trois niveaux plus élevés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus élevés (6) un niveau moins éievé que moi
¢) cette personne est: (1) un homme (2) une femme

4. La personne qui est mon modéle et dont j'admire le comportement et les valeurs est...
a) cette personne (1) est actuellement mon superviseur (2) a déja eté mon superviseur
(3) n'a jamais été mon superviseur

b) cette personne se situe a niveau(x) hiérarchique(s) par rapport a moi :
(1) le méme niveau que moi (2) un niveau plus élevé (3) deux niveaux plus élevés
(3) trois niveaux plus élevés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus élevés (6) un niveau moins élevé que moi

c) cette personne est: (1) un homme (2) une femme

5. La personne qui pourrait m'enseigner les choses au sujet de la dynamique politique et/ou de fa
structure de pouvoir non officielle des niveaux supérieurs de I'organisation est...
a) cette personne (1) est actuellement mon superviseur (2) a déja eté mon superviseur
(3) n'a jamais été mon superviseur
b) cette personne se situe a niveau(x) hiérarchique(s) par rappoert a moi :
(1) le méme niveau que moi (2) un niveau plus élevé (3) deux niveaux plus élevés
(3) trois niveaux plus élevés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus élevés (6) un niveau moins élevé que moi
c) cette personne est: (1) un homme (2) une femme

6. La personne avec qui je discuterais le plus aisément de questions personnelles est...
a) cette personne (1) est actuellement mon superviseur (2) a déja été mon superviseur
(3) n'a jamais été mon superviseur

b) cette personne se situe a niveau(x) hiérarchique(s) par rapport a moi :
(1) le méme niveau que moi (2) un niveau plus élevé (3) deux niveaux plus élevés
(3) trois niveaux plus élevés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus élevés (6) un niveau moins élevé que moi

C) cette personne est : (1) un homme (2) une femme

7. La personne qui, selon moi, a le plus de pouvoir de m'aider dans ma carriére serait ...
a) cette personne (1) est actuellement mon superviseur (2) a déja été mon superviseur
(3) n'a jamais été mon superviseur

b) cette personne se situe a niveau(x) hiérarchique(s) par rapport a mdai :
(1) le méme niveau que moi (2) un niveau plus élevé (3) deux niveaux plus élevés
(3) trois niveaux plus éleveés (4) quatre niveaux plus élevés
(5) plus de trois niveaux plus élevés (6) un niveau moins élevé que moi

c) cette personne est: (1) un homme (2) une femme

9/10



PARTIE 6. RENSEIGNEMENTS GENERAUX A VOTRE SUJET 257

Rappel : Cette partie nous aidera @ comprendre les besoins de groupes particuliers et doit étre remplie a des fins
statistiques. Les résultats seront présentés sous forme de résumé, de fagon que personne ne puisse étre identifie.
Les questionnaires seront analysés et conservés uniquement par la recherchiste.

Sexe: (a) homme  (b) femme Nombre d’années de service dans les FC {en tant
que militaire, y compris le service dans la Réserve, le
Age : cas échéant):
Premiére langue officielle: Nombre d’années de service dans le GPM actuel:
(a) anglais  (b) frangais
Grade: Dernier niveau d’études terminé:
(a) Certificat/dipléme technique ou dipldme d'études
Service: (a) Armée de terre collégiales:
(b) Marine (c) Force aérienne (b) Baccalauréat
(c) Maitrise
GPM actuel: (d} Doctorat
Ancien GPM s’il était aussi au sein du Avez-vous rempli un questionnaire sur le mentorat
SSFCISDFC : au cours des deux derniéres années? (a) Oui (b) Non

PARTIE 7. COMMENTAIRES ET SUGGESTIONS

Veuiliez utiliser I'espace ci-dessous (et ajouter une page au besoin} pour nous faire part de toutes les questions qui
vous préoccupent. Celles-ci seront résumées par notre recherchiste de fagon a ce que vous ne puissiez pas étre
identifié et elles seront transmises sous forme de sommaire a votre conseiller de la Branche. Toute suggestion
constructive concermnant I'établissement d'un processus de mentorat au sein du SSFC/SDFC est fa bienvenue.

Si vous avez des questions concernant tout aspect du questionnaire ou sur le mentorat en général, veuillez
communiquer avec le major Janine Knackstedt de la fagon suivante :

Téléphone : (819) 561-6913 (a la maison, pendant le jour)
Courrier électronique Banyan : Knackstedt Maj JEU@DSHRC@NDHQ
Courrier électronique non militaire : eric.gagnon2@sympatico.ca

MERCI BEAUCOUP DE VOTRE PARTICIPATION DANS CETTE ETUDE SUR LE MENTORAT!





