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Chapter I

Introduction

1.  History. 

[image: image2.png]


While formal mentoring programs are relatively new, the concept of mentoring has been around for centuries.  In fact, the word mentor comes from ancient Greece and Homer’s Odyssey.  In the story, when Odysseus, king of Ithaca, left home to fight in the Trojan war, he entrusted the care of his household and the teaching of his son Telemachus, to a man named Mentor.  In time, the word mentor became synonymous with trusted advisor, friend, teacher, and wise person.  The modern dictionary definition of a mentor is, “Trusted counselor or guide, tutor or coach”, and that is what the Ordnance Corps has entrusted to its warrant officers. 

Mentoring is a relationship in which a trusted person with greater or reciprocal experience and wisdom guides another person to develop personally and professionally.  The mentoring process links an experienced person, a mentor, with a less experienced person, a protégé, to help foster the career development and professional growth of the protégé.  The bonds that develop in a mentorship relationship typically are long lasting and serve over time as a continuous avenue of communication between mentors and proteges.

2.  Purpose.
The Ordnance Corps’ warrant officer mentor program purpose is twofold.  First, the program will charter Ordnance warrant officers with the warrant officer accession process to identify and prepare the Ordnance warrant officers of the future.  Second, the program will ensure that every Ordnance warrant officer is provided the opportunity to receive the necessary tools and advice for success throughout their careers. 


a. Warrant Officer accessions:  All Ordnance Corps warrant officers must identify potential applicants from within the Army’s enlisted force to become future Ordnance warrant officers. Ordnance enlisted soldiers that are highly motivated, and possess the skills, values, attributes, and potential to be warrant officers, must be coached, counseled, and professionally developed as early as possible in their careers.  Ordnance warrant officers must mentor those soldiers identified as potential future warrant officers to define their career goals and help develop short and long term career strategies. 

b. Warrant Officer mentoring:  Successful organizations have leadership that help personnel with raw talent to succeed, and the good performers to excel.  The whole organization benefits when all members perform as a team, using each individual’s strength to help each other accomplish the organization’s goal.  The business world refers to this particular practice of leadership as mentoring.  It is imperative that our senior warrant officers clarify potential warrant officer candidates’ and junior warrant officers’ career goals, and help them develop short and long term career strategies toward advancement and unit success.  Warrant officers must share their knowledge and provide instruction in tactical, technical, leadership, and management skills.  Warrant officers should also provide personal and job counseling where appropriate. 

3.  Program Definitions.
a.  MENTOR—Trusted counselor or guide, tutor, coach.  For this strategic program, this will be a warrant officer possessing the willingness to accept responsibility for another warrant officer’s growth and organizational knowledge.  A warrant officer possessing exemplary tactical, technical and supervisory skills.  Mentors provide sound advice and knowledge based on personal experience, training, and education to help develop younger, less experienced warrant officers.  Warrant officers become mentors because they are respected, trusted, responsive, knowledgeable, and honest.

b.  MENTORING—A relationship in which a trusted person with greater or reciprocal experience and wisdom guides another person to develop both personally and professionally. Mentoring is a two-way street.  The mentor must be willing to share knowledge, training and experience in a trusted and respected atmosphere.  In turn, the protégé must trust and respect the mentor, while being open and receptive to the process.

c.  PROTEGE—A person who is willing to assume responsibility for his or her own growth or development by receiving counsel and feedback from a mentor.  The protégé should actively seek a mentor for the purpose of gaining the necessary knowledge to become a well-integrated team player and meaningful contributor to the Army as a whole.  Protégés represent a broad spectrum of individuals in terms of age and experience.  A protégé is an achiever, prepared for success by being provided opportunities to excel beyond the limits of their position.  Protégés are often very junior colleagues, new to the Ordnance or Warrant Officer Corps, needing to be taught everything about technical and tactical survival; but protégés may also be seasoned, experienced people who were recently promoted or transferred to a new assignment and only require information on the inner workings and policies specific to their new rank or assignment of responsibility.

d.  ROLE MODEL—A warrant officer who exhibits success, confidence, exemplary behavior in achievement and style, leadership, and possesses the ability to get things done. 

4.  Program Framework.

a.  Mentoring will fill the development void that formal schooling, limited experience and on the job training cannot.  Although the mentoring relationship presumes volunteerism, the benefit of formalizing the Ordnance mentor program is to involve all Ordnance warrant officers and sanction effective mentoring guidelines, which will benefit the entire Ordnance Corps.  Mentoring should be embraced by all Ordnance warrant officers as part of their profession of arms.

b.  The Ordnance Warrant Officer Proponent will be responsible to ensure that the Ordnance Warrant Officer Mentor Program receives the widest dissemination throughout the Ordnance Corps community, and will maintain all records required to maintain the viability of the program within the guidelines of this publication.  The proponent will do all updates and changes to the mentoring guide.

c.  All Ordnance warrant officers are chartered to identify their replacement.

d.  Mentors must develop an internal mechanism to identify top-notch technicians within their organizations.

e.  Mentors should register potential warrant officer candidates with the Ordnance Personnel Proponency Office.  The proponent will create a database to track potential candidates with forms filled out from the field on prerequisites and qualifications.

f.  The proponent, in conjunction with the mentor will track the potential candidates’ progress towards becoming a warrant officer.


Chapter II

Roles and Responsibilities

1.  The Mentor.  The mentor may assume many roles within the mentor / protégé relationship.   Which role the mentor assumes is dependent upon the needs of the protégé and the mentor/protégé relationship.  The roles explained in this chapter are not all-inclusive, but may help clarify the different directions the mentor may take.

a.  Teacher.  Tutor specific skills and knowledge, effective behavior, and how to function in the organization to perform the job successfully.  Determine the skills and knowledge required by the protégé in their present role identify what skills and knowledge the protégé already possesses, and what skills require development.  The teacher does not need to be the subject matter expert in all things.  A good teacher knows when to direct the protégé to a more knowledgeable source for information. The knowledgeable source can be people, handbooks, manuals, etc.  Share the wisdom of what works, and what does not; relate learning experiences, trials by error and anecdotes whenever appropriate.  Most importantly, simply answer the questions the protégé poses.  This sharing of information is what strengthens the trust in the mentoring relationship.

b.  Counselor.  As a counselor, the mentor should stress confidentiality and show respect for the protégé to establish a trusting and open relationship.  The counselor should listen attentively to the protégé and encourage the protégé to develop problem-solving skills.  Encourage the protégé to attempt to resolve problems before seeking assistance.  The counselor helps instill professional values such as self-enforcement, self-restraint, and self-confidence, and reinforces the integrity of the relationship between junior warrant officers and the chain of command.

c.  Advisor.  The advisor assists in career path, military and civilian education planning, and helps establish the protégé’s milestones and career goals.  Goals should be specific, time framed and results-oriented; but most importantly, goals should be relevant and attainable.  Goals should be flexible to allow adjustments as necessary to accommodate changes in the Army and changes in the protégé’s interests. 

d.  Motivator.  The motivator at times may need to generate in the protégé the inner drive that compels a person to succeed.  Ordnance warrant officers are highly motivated individuals with a drive for continued success, so the motivator may only need to provide support to the protégé to complete the most difficult assignments or tasks.  The motivator provides frequent positive feedback as the protégé strives to accomplish a goal.  As a morale booster, positive feedback helps remove doubt, builds confidence, and results in the protégé feeling a sense of accomplishment.

e.  Guide.  The guide introduces or directs the protégé to known subject matter experts.  The guide also helps the protégé navigate the inner working of an organization that are not always documented and may not be readily apparent to everyone.  The guide briefs the protégé on who does what, and organization policies and special procedures he or she must know to operate successfully.

2.  The Protégé.   The protégé ultimately decides how interactive a mentoring relationship will be, and upon the amount of dependence and guidance he or she may require.  The protégé should recognize the value of and proactively seek a mentor.  The protégé must absorb the mentor’s knowledge and experience and have the ambition to use that knowledge to achieve success by assuming responsibility for growth and development.  The protégé should take the initiative to ask for assistance or professional advice, and practice and demonstrate what has been learned. 

3.  Senior Warrant Officers.  Senior Warrant Officers selected as mentors must commit to providing honest and timely feedback and counseling to the protégé.  Both strengths and weaknesses of the protégé need to be critiqued and standards of excellence measured. 

Senior warrant officer responsibilities that coincide with the goals of the Ordnance Warrant Officer Mentoring Program are: 

a.  Senior warrant officers should coach activities that add to the tactical and technical experience and skill development in junior warrant officers. 


b.  The senior warrant officer in a unit, organization, or installation should ensure that the Ordnance Corps’ mentorship program is functioning within their organization and sphere of influence. 

c.  The senior Ordnance warrant officer at the installation, division, or major unit level should establish a formal relationship with the MACOM/Division/Installation warrant officer strength manager to ensure that Ordnance warrant officers are managed and assigned in accordance with the Ordnance warrant officer professional development model, and Department of the Army grade distribution policies as outlined in DA PAM 600-3. 

d.  The senior warrant officer in an organization should identify incoming junior warrant officers and introduce them to a senior warrant officer in the organization with a similar specialty that can help with understanding internal unit policies, technical and tactical requirements of the protégé’s assigned position, and subject matter expert points of contact.

Chapter III

Mentoring Essentials

1.  Characteristics.  Essentials for successful mentoring.

a.  Respect.  Respect is established when the protégé recognizes knowledge, skills, and abilities in the mentor that the protégé would like to emulate.  Respect usually increases over time as the protégé attempts to acquire those characteristics.

b.  Trust.  Trust is a two-way process that allows mentors and protégés to work together.  To build trust, there must be communication.  Mentors and protégés must communicate to relay goals and concerns, and to listen to each other’s opinions.  The mentor must also be available to the protégé whenever needed, and must be dependable and reliable.  Trust is also built with loyalty.  The mentor must never compromise the relationship by discussing a protégé’s problems or concerns with others. Information discussed between the two should be kept in the strictest confidence. 

c.  Partnership.  In a mentoring relationship, the mentor and protégé become professional partners.  There are natural barriers to overcome in any mentoring partnership, such as miscommunication or uncertainty of expectations.  Some ways to overcome those barriers are by maintaining communication, discussing progress, and monitoring changes.  Both partners should show enthusiasm to create a positive atmosphere.

d.  Self Esteem.  Building a protégé’s self esteem is an essential to a successful mentoring relationship.  All people have the desire to be worthwhile and valuable.  The mentor and protégé should discuss realistic expectations together and the mentor should encourage those expectations. 

e.  Time.  The mentor must make time to interact with the protégé.  The mentor and protégé should meet periodically, at mutually convenient times, and at times when the meeting will not be interrupted.  In addition to scheduling meeting time, the mentor must give the protégé adequate time to develop and grow professionally.


2.  Mentoring Skills.  Skills that are essential for a mentor are listening, counseling, and career advising.

a.  Listening.  Two styles of listening are one-way listening and two-way listening.  One-way listening, also known as passive listening, occurs when a listener attempts to understand the speaker’s remarks without actively trying to provide verbal feedback.  The listener may intentionally or unintentionally send non-verbal messages such as eye contact, smiles, yawns, or nods.  One-way listening is an appropriate way for the mentor to listen if the protégé wishes to vent frustration or express an opinion.  One-way listening is also appropriate when the speaker is relating a good joke or story.  Two-way listening involves verbal feedback such as a questioning response when asking for additional information to clarify an idea or message.  Another form of verbal feedback is paraphrasing. Paraphrasing demonstrates that the listener has understood the speaker’s concerns or message.  A key to strengthening listening skills is to improve one’s concentration.  Concentration can be improved by reducing emotional reactions, restraining from excitement or anger about the speaker’s point until it is understood, not drawing immediate conclusions, listening for the main points, and resisting distractions. 

b.  Counseling.  Mentors may be required to counsel protégés on problems stemming from problems and conflicts away from, or at work.  A very successful form of counseling a mentor could use is the non-directive approach to counseling.  The focus of this method is to help the protégé discover solutions to problems that best fit their value system.  The non-directive approach does not require the mentor to make a diagnosis of the problem and provide a ready-made solution. 




c.  Career Advising.  Mentors should help the protégé to set career goals and to meet those goals within a specified time frame.  Army professional development goals are outlined in DA PAM 600-3, but each individual will have their own career goals.  The mentor must first determine the protégé’s interests, unique skills and abilities.  This will help the mentor focus the protégé’s goals and interest areas.  The mentor should help the protégé think about their professional and personal accomplishments and focus on career goals that they have to advance in their profession.  Mentors can help the protégé set a formalized career structure by helping them document long and short-term goals on a work sheet.  The goals should be realistic and flexible, and should coincide with Army philosophy and culture.  

Chapter IV

The Mentoring Process

1.  Mentoring Types.  



a.  Traditional.  Traditional mentoring focuses primarily on the protégé, examining the career path through goal setting, with the overall development of the individual as the focus.  The mentor and protégé work together to establish a plan that sets career goals that will lead the protégé on the appropriate career path.  Traditional mentoring not only encourages the protégé to establish career goals, but also advocates setting personal goals.  Traditional mentoring is a process where the mentor and protégé join together by their own volition.  Forces such as mutual respect, shared experiences and common interests help create the relationship. 



b.  Planned.  Planned mentoring focuses primarily on the goals of the organization, concentrating on the needs of the organization.  Organizational goals increase productivity and reduce turnover and results in benefits to both the organization and the individual.  Planned mentoring promotes a formal business approach to the relationship so there is little or no social interaction.  The mentoring relationship usually ends when the organizational goals are reached.  Planned mentoring takes a systematic approach that consists of the following steps:




(1)  Match individuals.  Protégés are matched by the organization to suitable mentors. These matches are based on similar attributes and work assignments.




(2)  Write a formal contract.  The mentor and protégé develop a formal contract that outlines expectations and obligations of both. 




(3)  Train individuals.  The organization trains the individuals to understand their roles as mentor and protégé.




(4)  Monitor.  The mentor and protégé monitor the mentoring relationship to ensure compliance with the contract.




(5)  Evaluate.  The mentoring relationship is evaluated to determine the results, advantages, effectiveness, and difficulties.

2.  Steps of the Process.


a. Evaluate characteristics.  The mentor should evaluate his or her own characteristics. The mentor should use the following checklist to evaluate whether he or she has what it takes to be a good mentor.  These characteristics are found in successful mentors, but not all are required. 

(1)  People oriented.  A successful mentor has good people skills and knows how to communicate effectively and actively listen.  A mentor must be able to resolve conflicts and provide appropriate feedback.




(2)  Motivator.  A mentor must be able to inspire others to do better. 




(3)  Effective teacher.  A mentor must teach the skills of the trade and also manage the learning of the protégé.  A mentor must thoroughly understand the skills required for the protégé’s position and goals, and be able to teach those skills to the protégé.




(4)  Secure in position.  A mentor must be confident in his or her career and should enjoy being a part of the protégé’s growth and development.




(5)  An achiever.  A mentor usually has set high career goals and constantly strives to achieve them.  A successful mentor is usually one who takes on more responsibility than required, volunteers for activities, and inspires others with the same drive for achievement.




(6)  Value the Army and chosen profession.  A mentor takes pride in the Army and loves the everyday challenges that typically arise.  A mentor understands the mission, vision, and values of the Army and supports The Army’s initiatives.  A protégé looks to the mentor for guidance on interpreting policies and procedures, so the mentor must know and understand this information.




(7)  Respect others.  A mentor shows regard for other’s well being.  Without passing judgment, a mentor must also recognize that differences in opinions, values, and interests will exist. 



b.  Identify the protégé.  It is usually not recommended that a mentor’s protégé be someone he or she supervises, however, mentoring relationships often arise from the supervisor-subordinate relationship.  This is especially true in the identification and professional development of future Ordnance warrant officers.  Remember to keep the mentoring relationship and the supervisor-subordinate relationship separate.  The mentoring relationship is built on trust, and this involves being able to talk freely with each other.  When identifying a protégé, remember that the protégé does not have to be exactly like the mentor.



c.  Establish guidelines.  Once a protégé has been identified, the mentor should discuss with the protégé the expectations each have for the relationship.  Develop a schedule and discuss the mentoring relationship.



d.  Perform roles.  The mentor and protégé must understand the roles of the mentoring relationship.  The mentor should ensure the protégé is aware of the mentor’s role and what role the protégé is expected to perform.  Both mentor and protégé assume their roles.



e.  Evaluate the relationship.  The mentor, as the senior partner of the mentoring relationship, should take the initiative to monitor the health of the relationship.  The mentor and protégé should meet periodically and evaluate whether each other’s expectations are being met and if both are satisfied. 



f.  End the relationship.   It is appropriate for a mentoring relationship to end, and all mentoring relationships end at some time.  Knowing when to end the relationship is a key element to the process.  Some reasons for ending the mentoring relationship may be:  The mentor or protégé leaves the position or the Army;  The mentoring relationship becomes exploitive or the mentor and protégé can no longer work together due to personality conflicts;  The protégé develops professionally and outgrows the boundaries of the mentoring relationship.  The mentoring goal is for the protégé to achieve independence and make decisions on their own.

3.  Suggested Topics for Mentoring Discussion.
Leadership




Assignments


Management




OER and the OER support form


Professional development


Job requirements


Career planning


Team building


Financial responsibility

Social obligations


Character development


Community involvement


Education goals


Transition planning


4.  Obstacles to Overcome.  During the mentoring process, the mentor and protégé may experience obstacles that could hinder the relationship.  There are obstacles unique to the mentor, and obstacles that the protégé may encounter.

a.  The mentor may find the following obstacles:




(1)  Insufficient time.  Other commitments in the mentors schedule may prevent the mentor from spending sufficient time with the protégé.  Mentors must find time to devote to the protégé, otherwise the protégé may lose faith in the mentor and the mentoring relationship will suffer. Another potential time obstacle occurs when a mentor expects too much progress from the protégé in an unrealistic amount of time.  The mentor must give the protégé time to develop professionally and not be impatient with the protégé.




(2)  Frustration.  The mentor must adjust mentoring techniques to stay in sync with the protégé’s development.  During the early development stages of the mentoring process, the protégé may require detailed instructions, or certain problem solving strategies that may be considered stifling by the protégé as his or her skills, knowledge, and confidence develops.  The mentor must constantly evaluate how much time and guidance is needed, and what style is required by the protégé.




(3)  Mentoring style.  The mentor’s mentoring style may not always match the needs of the protégé.  A highly organized, detail oriented mentor may tend to give extensive directions or outline every step of an assignment.  A mentor, who sees the “big picture” may be more inclined to give vague, loosely outlined directions to the protégé.  Work ethic and personality can create obstacles to an effective mentoring relationship.  Both the mentor and the protégé must be flexible and understand one another’s style. 




(4)  Protégé’s supervisor.  Unless the protégé is subordinate to you, the protégé’s supervisor may feel excluded from the mentoring relationship.  Do not undermine the military chain of command or the authority of the supervisor. 




(5)  Inappropriate attitude.  Some protégés expect too much from the mentoring relationship, such as demanding more time and attention than actually needed.  Others may feel they do not require any mentoring and can “make their own way”.  The mentor should be firm with the protégé about commitments and responsibilities. 

b.  The protégé may encounter the following obstacles:




(1)  Peer jealousy.  Protégés may have to overcome the jealousy of peers that do not have a mentor.  When others see a protégé getting key assignments, favorable ratings, and advancing rapidly in the organization, professional jealousy can occur.  The mentor can coach the protégé to act as an advisor to his or her peers, thereby gaining leadership experience and perhaps diffusing the jealousy.  A protégé’s peers may also theorize that a protégé is advancing due solely to the mentoring relationship and not by earning respect and advancing on his or her own merits.  The mentor should ensure the protégé’s capabilities are obvious to all in the organization, but not compound the problem by divulging information about the mentoring relationship.




(2)  Overstepping professional boundaries.  Since mentoring relationships involve a close and confidential relationship between an experienced person and a less experienced person, both mentors and protégés need to be sensitive to each other’s perceptions and maintain a strictly professional relationship. 

5.   Benefits.  Mentoring provides benefits to the mentor, protégé, the organization, and the Army.  Mentors benefit from mentoring by having a chance to cultivate management, leadership, and interpersonal skills.  The mentor also benefits by becoming a source of recognition from his or her peers.  The mentor’s peers will respect the role of the mentor in imparting the values of the Army to the protégé.  The mentor may develop rewarding professional contacts by interacting with other mentors, as well as contacts made through the protégé.  Both the mentor and protégé can learn from each other.  Protégés benefit from mentoring by having a role model and sounding board.  The protégé can learn from example.  The novice protégé new to the warrant officer corps may join the unit with unrealistic expectations and illusions that the mentor can help dispel, making a smoother transition for the protégé into the workforce.  The seasoned protégé benefits from mentoring by feeling more comfortable with the new environment and can adjust quicker to new challenges and assignments.  Finally, the mentoring relationship results in protégés having a greater career satisfaction than their peers who do not have mentors. 

Annex A

Planned Mentoring for WO1


1.  The mentoring concept sounds relatively easy to implement, but in reality, obstacles such as time, personality, and assignments can make it very difficult to do.  New Ordnance warrant officers may find it difficult to become accepted members of the “team” and often approach a vast unknown in their first duty assignment as a warrant officer with apprehensions about their status, their duties, and what will be expected of them.  Senior warrant officers must mentor new Ordnance warrant officers and assist them towards a successful first assignment. 


2.  Planned mentoring will be implemented within the Ordnance warrant officer corps.  All Ordnance Warrant Officer Basic Course students will receive a copy of the Ordnance Warrant Officer Mentor Program before leaving for his/her first duty assignment.  Each WOBC student will be furnished a list of senior Ordnance warrant officers serving at the unit, installation, or geographic location that the new warrant officer is being assigned, and each student will be required to contact a senior warrant officer on that list in writing to request that a mentor/protégé relationship be established upon the new warrant officer’s arrival at the first duty station.  Senior warrant officers selected to serve as mentors must commit to providing honest and timely feedback and counseling to the designated protégé, and provide critiques of the protégé’s strengths and weaknesses and measurements of standards of excellence.

3.  The director of the Ordnance Warrant Officer Basic Course will provide a list of students and corresponding mentors to the Office Chief of Ordnance, Warrant Officer Proponent.  The proponent will contact the senior warrant officers participating in the mentor program to express the Chief of Ordnance’s gratitude for their assistance in this all-important program. 


4.  Mentors and protégés should work as a team, and to promote the team building spirit, sign the optional agreement provided in Annex C of this publication during the initial meeting.  Both members of the team should review the following questions and subjects, to help develop a plan of action and formalize their goals.



a.  Where, when, and how often will we meet?  How much time should we reserve? How will we handle time management and scheduling?



b.  Who will call the meeting?



c.  What expectations does the command have for us regarding our partnership?



d.  What are your expectations from this relationship?



e.  Do we agree that our discussions are confidential?



f.  What will we do if either one of us feels mismatched?



g.  Do we foresee any cross-cultural, cross-gender, or cross-racial problems?



h.  How might we handle conflicts between mentor, protégé, and the protégé’s supervisor?



i.  What will we do if the protégé does not ask for needed help, or if the mentor cannot or does not provide needed help?



j.  Protégé’s goals are….?



k.  Mentor’s goals are….?



l.  When will the protégé’s milestones be developed and how often will they be reviewed?



m.  Mentors should tutor skills such as effective behavior and how to function in the organization. 



n.  Mentors should coach activities that will add to the protégé’s experience and skill development, such as MOS specific training opportunities and membership in professional associations.



o.  Mentors should reinforce the integrity of the relationship between junior warrant officers and the chain of command.



p.  Mentors should introduce or direct protégés to known subject matter experts, and introduce protégés to family support networks.



q.  Mentors should share experiences and lessons learned to help other warrant officers in similar situations.


Annex B

Planned Mentoring for Future Warrant Officers

1.  As mentioned in Chapter 1 of this mentoring guide, Ordnance warrant officer accessions is another purpose of the Ordnance warrant officer mentoring program.  The Ordnance warrant officers of today must identify junior enlisted soldiers and non-commissioned officers with the potential to become warrant officer applicants that will succeed them tomorrow. 

2.  Each Ordnance warrant officer should create an internal, local mechanism to track the soldiers that they have identified as top performers and possessing the potential to become warrant officer applicants.  The mechanism can be a wall chart or spreadsheet that contains the soldiers’ information, qualifications and/or limitations, and the protégé’s career plan to meet the prerequisites.

3.  Warrant officer mentors and enlisted protégés should work as a team, and to help promote the team building spirit, sign the optional agreement provided in Annex C of this publication during the initial meeting.  Use of the agreement is voluntary, but adds formality to the team building relationship.  Both members of the team should review the following questions and subjects, to help develop a plan of action and formalize their goals.



a.  Reasons to apply for the warrant officer accession program.




b.  Prerequisites for the applicable warrant officer military occupational specialty, and strategies or courses of action to meet the prerequisites.



c.  Visit the USAREC web site, www.usarec.army.mil/hq/warrant and download an application packet, making sure that the prospective applicant understands its contents. 

d.  Ordnance warrant officer qualifications, and “ways to achieve success”.



e.  Mentors should coach activities that will add to the protégé’s experience and skill development, such as MOS specific training opportunities, professional and technical symposia, and membership in professional associations.



f.  When will the protégé’s milestones be developed and how often will they be reviewed?

4.  Once an Ordnance warrant officer has identified a potential warrant officer applicant, the warrant officer should complete the data sheet contained in Figure 1 of this annex, and forward the sheet via email to the Ordnance Personnel Proponency for entry into a central database.  The Ordnance Warrant Officer Personnel Proponency Office will create the central database to track those soldiers identified by Ordnance warrant officers worldwide.  When mentors or protégés change stations, positions, or status, and the mentoring relationship cannot easily continue, those potential warrant officer applicants can be matched to another mentor without any loss of continuity.


5.  The Ordnance Warrant Officer Personnel Proponency Office will provide an interface with warrant officers worldwide via web site and/or email communication for this all-important program.

Figure 1

Soldier Data Sheet

	Soldier's Last Name
	

	Soldier's First Name
	

	Soldier's Rank
	

	Soldier's SSN
	

	Soldier's MOS
	

	WO MOS 
	

	Current Unit of Assignment
	

	Email Address
	

	Soldier’s BASD
	

	Warrant Officer Mentor
	

	
	

	Prerequisites
	Meets the standard?  

	SGT(P) or Above
	

	BNCOC Graduate
	

	GT Score 110+
	

	US Citizen
	

	6 years field experience
	

	Security Clearance
	

	Recommendation letters
	

	Comments
	


Annex C

Warrant Officer Mentor/Protégé Agreement

PROTÉGÉ

As of ________________, I,________________________________________________


(dd/mm/yy)


(rank/name)


(signature)

of_____________________________________________________________________


(unit/location)

Openly accept the guidance of the mentor designated below. If at any point in this mentor/protégé relationship, I wish to discontinue our meetings, I will advise my mentor of my intent to do so. I understand that under the terms of this no fault, risk free agreement, I will not be required to provide a reason for discontinuance with this mentor.

MENTOR

As of_________________, I_________________________________________________


(dd/mm/yy)


(rank/name)


(signature)

of______________________________________________________________________


(unit/location)

Openly accept the responsibility of mentoring the protégé designated above.  If at any point in this mentor/protégé relationship, I wish to discontinue our meetings, I will advise my protégé of my intent to do so.  I understand that this is a no fault, risk free agreement and I will not be required to provide a reason for discontinuance with this protégé.  I further agree that any personal information that may have been entrusted to me by the protégé during the course of our mentor program relationship will remain confidential in nature.

Distribution:

Original to Protégé; Copy to Mentor

Annex D

Hints for the new Warrant Officer

· You have earned the privilege to join a group of officers unique in the Army with a long and distinct history. Congratulations.  The members of the Warrant Officer Corps are distinguished by the fact they are considered to be the Army’s "subject matter experts" in their fields.  Build on this history by establishing your own reputation for competence and professionalism within the Corps.

· Maintain proper relations with the people senior in rank, even if they are younger in age than you. Never give cause to be "put in your place."

· Study continuously.  Job-related research is essential to add to your store of knowledge.  Warrant officers should realize class is in session every day and never stop learning your profession of arms.

· In your spare time, read every good book you can find.  In addition to expanding your general knowledge base, reading is an excellent way to improve your command of the English language.

· Be fair but firm with soldiers.  Back them publicly when they are right and criticize them privately when they are wrong.

· Expect and get a lot from your NCOIC.  Hold your NCOIC accountable.  Make every effort to guide and teach.  If he or she cannot cut it, take action to replace him or her, but only after careful consideration.  

· If you are responsible for a shop, be on top of the operation full time.  Make every effort to know more about your work than any other individual, for you have full responsibility for its success or shortfalls.

· Watch your paperwork.  Reports must be accurate and on time.

· When reporting to a new unit, get to know the people.  A friendly word will pay off later.  Do not fail to communicate.  A few minutes from time to time with operations, supply or with your security people is time well spent.

· Form your own opinion about people.  Another’s opinion may not necessarily be accurate.

· Be prepared for your share of additional duties and sometimes more.  They will vary from unit to unit, but they will always be there.  Establishing continuity files helps pay big dividends here.

· When you are a duty officer, study regulations instead of reading magazines.  The junior WO1 in the unit can be the sharpest officer.  It pays.

· In some cases, you may have to "carry" your boss.  Do not be resentful of this.  In fact, it is an unwritten part of the job description.  However, if you cannot be honestly supportive of your boss, seek a transfer.

· If you have a support mission, there is no substitute for getting out to see your customer units. Do not make your visit an inspection unless they have requested.  Even then, keep your findings out of command channels.  Send a letter and keep a file copy after every visit.

· If in a support unit, know your customer’s readiness requirements and help them anticipate their sustainment requirements.  Get continuous constructive feedback on your level of support.

· Sometimes there will be conflicts over how something should be done.  Stand up for your views. However, if you are overruled, proceed to complete the mission to the best of your ability.

· If you see a problem, or something that needs to be accomplished, bring it up to the chain of command.  Be prepared to offer a solution or course of action. Be positive, prudent and professional, not part of the problem. 

· Search for methods to improve the units to which you are assigned.  Stay within command channels (which might be difficult sometimes).  Be able to support the validity of your suggestions and be prepared to present an implementation plan.

· Expect and get the best from your soldiers.  This is also what they expect from you.  They will be proud to be on the best team in the unit.

· Become familiar with other warrant officer MOSs.  Not only will this help you perform your daily mission, but also this may help you overcome potential obstacles throughout your career.

· Broaden your experience by getting into every school possible, accepting every additional duty, and performing every inspection trip you can manage.

· Do not hesitate to ask for technical advice if you need it.  Form the habit of looking things up for yourself first because you will remember the information longer and it will be more accurate.

· Require your soldiers to improve their technical knowledge.  This can be integrated into your normal workload.  Have them use available manuals.  Your shop is not the place for radios, electronic games or comic books.

· Stay out of soldiers’ clubs except by invitation or on very special occasions.

· Be concerned for the welfare of your soldiers in every possible way, but do not coddle them.  It is often a pleasant surprise to a younger person to find himself or herself treated as an adult.  You may occasionally find yourself with an uncomplicated and undemanding assignment, or one that you do not consider challenging.  Do not let this cause you to lose initiative or interest in improving and contributing to the betterment of our forces.  Invariably, the next assignment will be rough and you should remain constantly prepared for it.

· On every assignment, begin and maintain a list of your significant contributions and achievements.  It will be valuable at OER Support Form time and you should use it to monitor your progress.

· Avoid extended "bull sessions" with enlisted soldiers.  This practice invariably leads to over-familiarity and tends to be abused by some individuals.

· Try to get a job as an MOS proponent school instructor at some time in your career.  You are a trainer and teacher by the very nature of your job.  Why not polish this professional skill?

· Daily, seek to look, act and think as a professional military leader. Never lose sight that you are a professional officer and soldier.

· Using vulgarity and coarseness in an attempt to be popular will be at the expense of your self-respect and does nothing to improve your image.  No amount of education or experience will provide the character and integrity expected of you.  It must come from within yourself.

· Devote a lot of thought to the morale of your soldiers, the unit and yourself.  Remember that this intangible varies considerably from one unit to the next and from one supervisor to another.  Do your share to keep morale high in your unit.  If the situation is such that you must do it on your own, then do so.

· If an individual’s performance is deserving, do your best to obtain recognition for him or her with an award or citation.  A letter of appreciation to an individual is a big motivator.

· Do not degrade the Warrant Officer Corps by failing to maintain a neat and military appearance.  Pay attention to this and your military bearing daily.  Maintain your mental and physical fitness – Keep things in balance when it comes to Army – family – self.

· A positive attitude and healthy frame of mind are absolutely essential to any mission.  Yet, they are the most difficult character traits to keep up to par, especially when the going gets tough.  Keep a sharp eye out for whatever you can do to help in these areas, beginning with yourself.

· Never become involved in or condone, by word or deed, any illegal act for any reason.  A supervisor or subordinate who suggests committing an illegal act to avoid punishment or discovery of an error (such as signing a false official document) is violating the trust and faith you share as coworkers and, in the case of warrant and commissioned officers, their oath of office.

· Don’t sell yourself short.  If you study the ideas listed herein and adopt them as part of your personal code, you will find the Army does, in fact, "take care of its own."

Annex E

What Commanders Should Expect From Ordnance Warrant Officers

1.  Loyalty.  A professional soldier, officer, and technician who understands the mission, supports the organization and the decisions made by the commander.  An officer who is willing and capable of fulfilling leadership and technical responsibilities, mentoring and training roles within the unit.  

2.  Honesty.  Commanders must have confidence that warrant officers will always provide honest, candid opinions or answers based upon sound judgment, experience, and technical expertise. 

3.  Mission Dedication.  The commander must be able to rely upon the warrant officer to do whatever it takes to accomplish the mission.  The professional warrant officer will give priority to the mission and unit before career or personal concerns.  Understanding that level of dedication, the good commander will not abuse it.  The professional warrant officer will find the perfect balance of mission and training, both tactical and technical.

4.  Technical Proficiency.  Commanders must be assured that their warrant officers are the most technically proficient members of the team and that they will ensure the technical proficiency of their subordinates.

5.  Trusted Advisor.  The good commander recognizes the experience and technical proficiency of warrant officers and actively seeks their advice and counsel.  The commander must be able to trust warrant officers to keep him or her on solid ground and negotiate dangerous situations.  The commander should confidently rely upon warrant officers to do the same for junior branch officers within the unit.

Annex F

What Ordnance Warrant Officers Should Expect From Commanders

1.  Leadership by Example.  The warrant officer expects a commander to lead by example, a commander who treats soldiers fairly, asking no more from the soldiers than the commander is willing to give.

2.  Honesty.  A commander who adheres to the Army code of values, who demonstrates by word and deed consistent and dependable compliance with regulatory and ethical guidance.  The commander should establish realistic standards, enforce those standards fairly, and demand that soldiers adhere to the same values.


3.  Understanding.  The warrant officer wants a commander who has some insight as to what a warrant officer is, how a warrant officer fits into an organization, and displays knowledge of a warrant officer’s professional development requirements.

4.  Respect.  Warrant officers expect a commander to understand and appreciate that warrant officers are integral members of the team and as such, should participate in all planning, training, and mission oriented activities.  Warrant officers expect to provide commanders with advice and counsel based upon their expertise and experience and expect the commander to understand that disagreement is not disrespect.

5.  Command Climate.  Warrant officers expect the commander to be a champion for the welfare, morale, and professional development of all assigned soldiers. 

Annex G

Resources and Points of Contact
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Key Points of Contact


� HYPERLINK "http://www.goordnance.apg.army.mil" ��www.goordnance.apg.army.mil�





Regimental CWO – CW5 James Wynne   	


	(410) 278-5400   � HYPERLINK "mailto:james.wynne@ocs.apg.army.mil" ��james.wynne@ocs.apg.army.mil�


OMEMS Proponency WO – CW5 Richard Storie


	(256) 842-6864    � HYPERLINK "mailto:richard.storie@redstone.army.mil" ��richard.storie@redstone.army.mil�


OMMS Proponency WO – CW4 Michael Campbell


	(410) 278-3747   � HYPERLINK "mailto:michael.campbell@ocs.apg.army.mil" ��michael.campbell@ocs.apg.army.mil�





Ordnance Career Manager MOS 915 and 919 – CW4 Gabe Watts


	(703) 325-7840    � HYPERLINK "mailto:wattsg@hoffman.army.mil" ��wattsg@hoffman.army.mil�


Ordnance Career Manager MOS 910, 913, 914, and 918 – CW4 Alvin Taswell


	(703) 325-5234     � HYPERLINK "mailto:taswella@hoffman.army.mil" ��taswella@hoffman.army.mil�








Ordnance Warrant Officers by MOS,


Command and/or Installation/Geographical Area


For a list of senior Ordnance warrant officers, refer to the Ordnance Warrant Officer collaboration page on the Army Knowledge Online web site. 


To access the site, 


(Log on to AKO.


	(Click on “KCC” tab.


		(Click on “Army Communities”.


			(Click on “TRADOC”


				(Click on “ORDNANCE”


			     	(Click on “ORDNANCE Warrant Officer” 


				� The File Cabinets


				(Click on “Subscribe” on the Toolbar


				(Click “Finish”








	(Expand “ORDNANCE” on the left column.


		(Click on “ORDNANCE Warrant Officer”


			





	Check out the files…………
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