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1. PURPOSE 
 

The primary aim of this mentoring program is to improve employee retention and satisfaction at 
BGSA. This initiative will empower employees through guidance, support, and opportunities tailored 
to their unique cultural backgrounds. By fostering a collaborative environment, we seek to enhance 
professional growth while honouring and integrating cultural perspectives into our operations. 

2. STRATEGY OBJECTIVES 
 

• Engagement and Retention: Increase employee engagement to improve overall job 
satisfaction and reduce volume of turnover rates of employment 

• Cultural understanding: Foster a work environment that respects and promotes cultures 
and values. 

• Career Development: Prepare employees for career advancement through 
developmental opportunities, skills training, and personal growth. 

• Knowledge Sharing: Promote the exchange of industry knowledge and cultural insights 
between mentors and mentees to enrich the workplace. 

3. MENTORING SELECTION CRITERIA 
 

• Experience and Qualification: Mentors should have at least three years of experience in 
the related field, coupled with a thorough understanding of industry regulations and 
best practices. 

• Cultural Sensitivity: A demonstrated commitment to cultural awareness is essential. 
Mentors should understand and respect the nuances of identities and histories. 

• Interpersonal Skills: Strong communication skills, empathy, and the ability to listen 
actively are crucial for fostering effective mentoring relationships. 

• Commitment: Mentors must be willing to dedicate time regularly to meet with mentees, 
reflect on their mentoring practices, and adapt to the needs of their mentees. 

4. MENTORING STRUCTURE 
 

4.1 Mentoring Sessions 
 

• Initial Meeting: This session will lay the foundation for the mentoring relationship. 
Mentors and mentees will share personal backgrounds, discuss goals for the mentoring 
relationship, and clarify what each party expects. It’s important to create a safe and 
welcoming environment to establish trust. 

• Regular Meetings: Bi-weekly or monthly meetings can be scheduled at consistent times. 
During these sessions, mentors and mentees discuss progress toward established goals, 
tackle current challenges, and brainstorm solutions. These meetings can also include 
skill-building exercises. 

• Flexible Communication Options: Provide options for communication, including in-
person meetings, phone calls, video conferencing, and messaging to accommodate 
different preferences and needs. 

• Performance Appraisals (GTO): Quarterly meetings are scheduled at available times. 
During these sessions, mentors, Host Employers and Apprentices/Trainees discuss 
progress toward established goals relating to their Training Plan, progress within their 
work placement, progress with their formal training, current or perceived issues, and 
solutions focused discussions.  
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4.2 Mentoring Framework: Employment Phase 
 

Employment phase services include mentoring and reporting as detailed below: 
 

Week 1 – Week 4: Mentoring 
 

• Face-to-face mentoring during the first week of employment (this can be in or out of the 
workplace) 

• Face-to-Face mentoring on week 3 of employment (this can be done in or out of the 
workplace) 

• Mentor to contact Supervisor for feedback and to confirm that the worker is working 
towards company vison and within company guidelines. 

 

Week 5 – Week 13: Fortnightly Contact 
 

• One phone call + One face-to-face catch up per month 
• Mentor to contact Supervisor for feedback and to confirm that the worker is working 

towards company vison and within company guidelines. 
 

Week 14 – Week 26: 
 

• One phone call + One face-to-face catch up per month 
• Mentor to contact Supervisor for feedback and to confirm that the worker is working 

towards company vison and within company guidelines. 
 

Quarterly Appraisals (GTO): 
 

• Workplace meeting every 13 weeks 
• Formal BGSA Appraisal form completed in collaboration with the Host Employer and 

Apprentice/Trainee 
• Mutual feedback provided by and for all parties 
• Solutions discussed, created and implemented if required, including Performance 

Improvement Plans if required 
• All records stored in BGSA digital systems 

 

Mentors will respond to an urgent request for intervention within 24 hours 
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5. TRAINING AND RESOURCES 
 

• Mentor Training: Conduct workshops for mentors on effective mentoring practices, 
active listening, goal setting, and providing constructive feedback. Incorporate cultural 
training to enhance their understanding of perspectives and strengths. 

• Resource Library: Create a resource library with materials on professional development, 
safety protocols, cultural awareness, and industry trends. Include articles, books, and 
access to online training modules. 

• Workshops and Coaching: Offer mentorship-related workshops where participants can 
develop specific skills relevant to traffic control, such as traffic management, emergency 
response, and customer service. 

6. MENTORING ACTIVITIES 
 

• Goal Setting: At the beginning of the mentoring relationship, mentors and mentees 
should work together to set specific, measurable, achievable, relevant, and time-bound 
(SMART) goals. These goals should reflect the mentee’s professional aspirations and 
personal development needs. 

• Job Shadowing Opportunities: Organise job shadowing experiences where mentees can 
accompany their mentors during work hours. This hands-on experience allows mentees 
to learn about daily operations and practical challenges in the workplace. 

• Networking Opportunities: Encourage participation in industry seminars, trainings, and 
community events. Mentors can introduce mentees to key contacts in the industry, 
fostering a spirit of community and professional networking. 

• Cultural Workshops: Facilitate workshops that focus on culture, history, and modern 
community issues. Encourage mentors and mentees to participate together to deepen 
understanding and build rapport. 

7. CULTURAL CONSIDERATIONS 
 

• Cultural Awareness Integration: Mentors should integrate cultural discussions into their 
sessions, sharing insights about traditions, languages, and histories that relate to the 
industry and workplace but taking into consideration the culture of the employee. 

• Respectful Practices: Incorporate practices that respect Aboriginal customs, such as 
acknowledging land ownership and totems, especially during meetings or events. 

• Storytelling: Encourage mentors to share personal stories, including their journeys 
within the industry and their connections to culture. This can help mentees find 
common ground and build stronger relationships. 

8. EVALUATION AND FEEDBACK 
 

• Surveys and Assessments: Conduct regular surveys to gather feedback from both 
mentors and mentees about their experiences. Assess specific elements of the program, 
such as the effectiveness of training workshops and overall satisfaction. 

• Retention Metrics: Track employee satisfaction and retention rates over time to 
evaluate the impact of the mentoring program. Analyse data to identify trends and areas 
for improvement. 

• Continuous Improvement: Utilise the feedback collected to modify and enhance the 
program. Stay adaptable to change based on the evolving needs of mentees and 
organisational goals. 
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9. PROGRAM DURATION 
 

• Timeline: Establish a mentoring relationship with an initial commitment of 6 months. At 
the end of this period, conduct a review to assess the relationship’s effectiveness and 
determine whether to continue or reassign mentors based on new goals or 
developments. Apprentices and Trainees will receive mentoring and support for the 
duration of their Training Contract. After completion or cancellation of their Training 
Contract, former Apprentices and Trainees can request additional support from BGSA if 
required and a new mentoring plan will commence. 

• Phased Approach: Consider a phased approach where mentees can transition to 
different mentors as they develop and progress in their careers, thus gaining diverse 
perspectives and experiences. 

10. CELEBRATING SUCCESS 
 

• Recognition Programs: Implement recognition programs to acknowledge the 
achievements of mentors and mentees. Monthly or quarterly awards can highlight 
successes and encourage ongoing participation. 

• Success Story Publications: Feature success stories of both mentors and mentees in 
company newsletters or on the website. This not only celebrates their accomplishments 
but also inspires other employees to engage in the mentoring program. 

11. SUMMARY 
 

By implementing this detailed mentoring strategy, BGSA will create a supportive, culturally aware 
environment that that enhances employee retention and satisfaction. This comprehensive approach 
not only supports individual growth but also strengthens the sense of community within BGSA, 
ultimately contributing to our overall success and impact on the workforce. 
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