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Proper planning.  Mission & goals.  What is the vision of the program?  Define who your mentors are.  How do they fit with the vision of the program?  What needs do they meet?  Help mentors set goals for themselves as mentors.
Training should be ongoing, not merely at the beginning of the process.  Convey the length of the program/process.  Keep mentors abreast of current issues affecting mentees.
Ask mentors to combine their initial enthusiasm with the long-term commitment of time.  It’s the long haul that really counts.  Teach acceptance of prolonged results rather than instant gratification.  Mentors must believe in unseen potential.

Train mentors to understand their true role.  What are the responsibilities and what are not?  Develop realistic goals and outcomes.  Have job descriptions.  Establish boundaries.  Teach to work with kids to help them realize that their life situations do not ostracize them.
Teach mentors “what they’re walking into.”  Experiences are not typical of a professional’s life (abuse, substance abuse, for example).  How to cope.

Hands-on training.  

Scenario training (examples).  Preparation for unfamiliar situations.
“Character counts” training.

“Pay it forward” concept.

Rotate training responsibilities among agencies.

Teach tolerance (race, gender, religion).  Cultural diversity.  (Example: Sandy Morris took mentors along with her as girls were delivered to their homes; this helped mentors to understand girls’ backgrounds.)  Mentors should reflect cultural diversity as well.  Understanding personalities, different learning styles.
Mentors must understand their limitations; they can’t fix every mentee or situation.  Healthy boundaries.  Mentors are motivators, not saviors.
Mentor the mentor; prevent burnout.  Energizers.  Keep attention!  Organized activities for new mentors (BBQ, picnic, play, baseball game).  Prevent burnout.
Mentor as mandated reporter.  Acceptance of/comfort with this role.  Confidentiality and the limits of confidentiality.
Liability and personal safety.  Provide youth-law handbooks.
Train mentors how to handle unexpected situations.  Provide community referral/resource handbooks.  
Provide a directory for mentors of resources/personnel within your agency.

Mentors must recognize the respect the family structure.

Train as to types of interactions possible with mentees.  Something simple can be important.  Example: taking a mentee out to dinner at a sit-down restaurant; teaching social skills.  Teach socialization, manners, social interactions they may not get at home.  
Consider field trips, for socialization/personal skills, for bonding, and for opportunity to motivate about careers.

How to bond with mentees.  Teach conversation starters to establish connections with mentees.  Bonding.  Example of 30-second conversations (per Bobbi George).  Example of “Cowgirls” game (per Sandy Morris)
Evaluation forms.  Recurring evaluation (not just at end of process).  What works, what doesn’t?
Use success stories to motivate both mentors and mentees.   Share personal motivations (why do you mentor?) among mentors.
Utilize past mentor experience.

Volunteer appreciation.  
Consider venue and food as enticements for mentees.  Good opportunity to teach healthy eating habits. 
Positive strokes for mentors and mentees.

Develop a strength-based resource list – among mentors, within your agency, among agencies, in the community.  What are the specialties of your mentors (sport, crafts, cooking, sewing, career).
