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Our Mentoring Model 
The SHRM Mentor HR® Program turns the traditional concept of mentoring sideways. Through 
participation in a one-year cohort program, mentees gain knowledge from senior expert mentors, 
peer mentors, group mentors, and virtual mentors. Over 85 percent of our alumni have been 
afforded promotions, lateral career moves, and new job opportunities. Many alumni have served 
in NOVA or Dulles SHRM chapter board or leadership roles. All participants build their 
professional networks, gain self-confidence, and enhance their leadership presence. 
 
Integrated program components include: 
 

• Peer Mentoring – Participants are paired together to provide career development support, 
guidance and coaching. 

• Group Mentoring – Participants lead group discussion on topics they are subject matter 
experts in. 

• Flash Mentoring – Outside HR experts provide one-time advice and guidance to 
participants. 

• Virtual Mentoring – Connects participants, alumni, and mentors to share resources and 
provide advice and guidance.  

• Coaching – Certified coaches help define, focus and accelerate personal and 
professional goals. 

• Networking Events – Venue for participants, alumni, and mentors to interact and 
exchange ideas. 

• Leadership Development – Using the Ariel Group’s PRES model, we practice self-
reflection exercises, books, articles, and videos to explore personal values, goals, and 
behaviors in order to build leadership presence.  

 
A Competitive Program 
Open annually to fourteen highly motivated participants who have at least three years of HR 
experience, the Mentor HR® program’s mission is to increase opportunities for HR professionals’ 
career success through an innovative, multi-level, mentoring approach. The program is led by an 
advisory board primarily comprised of alumni. Participants must complete a competitive 
application process, participate in monthly group mentoring meetings, develop and maintain a 
peer mentoring relationship, and complete learning assignments including a capstone project. 
 
Since 1999, approximately 300 people have graduated from our mentoring program.  Whereas 
many corporate mentoring programs seem to lose momentum after a few years, the Mentor HR® 
program has thrived for nearly18 years. We take pride in delivering a high quality program, year 
after year, which meets the needs of a diverse group of HR professionals in the Washington, DC 
metropolitan area.    
 
Our Awards and Kudos 
The Mentor HR® program has received national recognition through SHRM as an innovative 
program, and the NOVA chapter received the coveted SHRM Pinnacle Award for Excellence in 
2003. In 2008, Mary Kitson won the HR Leadership Award of Greater Washington for Mentoring. 
Mary Kitson has led mentoring workshops for private companies, SHRM chapter meetings, and at 
professional conferences. 
 

“Do not go where the path may lead, go instead where there is no path and leave a trail.” 
 

Ralph Waldo Emerson 
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Frequently Benchmarked 
Our mentoring program serves as a benchmark for a number of outstanding organizations in the 
Washington, DC metropolitan area including:  
 

• Booz Allen Hamilton 

• The MITRE Corporation 

• Novetta Solutions 

• Johns Hopkins University 

• University of Maryland 

• Marymount University  

• Department of the Interior 

• Natural Resources Conservation Service 

• Fairfax County Government 

• Prince William County Government 

• Loudoun County School System 

• U.S. Airways 

• Nextel 

• Shaw Pitman LLP 

• Wachovia 

• American Association for Curriculum Development 

• American Society for Training and Development 

• Hampton Roads SHRM chapter 

• HRA-NCA (Human Resource Association of the National Capital Area) 

• Chicago Area SHRM chapter 

• Montgomery County SHRM chapter 

• Northern Alabama SHRM chapter 

• Southern Maryland SHRM chapter  
 
Mentoring Program Expansion 
In 1999, the initial group mentoring concept was developed by Mary Kitson and Mary Fetter, who 
became friends during a previous iteration of the mentoring program in the mid-1990s. The 
original mentoring program for the NOVA chapter used a traditional mentor/protégé format. It was 
successful for a couple of years, but the available pool of senior level mentors dried up in 1998.  
Mary Fetter was asked to reignite the program, and Mary Kitson volunteered to help her.  They 
conducted best practices research and brainstormed good ideas to come up with a powerful new 
group mentoring concept.    
 
A major influence on the new mentoring program concept was Kathleen Ferris, the 1998 NOVA 
SHRM President.  She encouraged a spirit of volunteerism, persuading members to give back to 
the chapter just one time – it was called a “one shot deal.”  Mary Kitson had a light bulb moment 
when she realized it might be feasible to use the “one shot deal” volunteerism with the Senior 
Expert Mentors.  The group mentoring program was formed from this concept of asking Senior 
Experts to share their knowledge and expertise with a small group of mentees on just one 
occasion – a commitment few can say “no” to. 
 
The first year the new group mentoring program ran was 1999, and at that time, participants met 
every other month.  In 2001 the program participants indicated that they really wanted to be 
connected to a peer mentor – for guidance, advice, and to use as a sounding board.  They also 
wanted to meet more frequently. To address participant needs, in 2002 formal matchmaking was 
conducted and monthly meetings were held. 
  
Virtual mentoring was added in 2002 via the use of an email listserv for alumni, participants, and 
executive committee members. A group LinkedIn page was added in 2009. Both the listserv and 
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the Linkedin page provide outlets for seeking guidance and wise counsel, networking for jobs, 
sharing resumes, and recommending HR vendors.   
 
It was by happenstance and good luck that career coaching was added to the program in 2005. 
Ellen Barker Dunagan, a 1999 graduate of the program, became certified as a career coach and 
wanted to give something back to the mentoring program. Mary Kitson believed that offering a 
coaching session to each mentoring program participant would be an attractive program benefit.  
Ellen agreed to volunteer her expertise and they put the idea into action.  The participant 
feedback has overwhelmingly positive: participants love the one-on-one career advice from a 
trusted professional.  In 2007 additional coaches were added to meet member needs.     

 
One of the most significant changes to the mentoring program occurred in 2007. The recruitment 
pool was small in 2006 and Mary Kitson was concerned that the NOVA membership had been 
tapped out.  Jill Klaskin, a 2004 mentoring alumna, suggested that Mary invite the Dulles chapter 
members to apply.  Mary posed the idea to the Dulles SHRM Board of Directors, who agreed to 
support the effort.  The NOVA and Dulles chapters now work in partnership to manage the 
program’s logistics, recruitment and selection, and marketing and communications. The 
NOVA/Dulles partnership has benefitted both chapters by: creating a stronger applicant pool, 
building a high potential pool for both chapters to draw from for board/leadership roles, and 
expanding professional networking opportunities. 
 
As new program components were added over time, more advisory board members became 
necessary to effectively manage the workload.  In the early years, only two or three people ran 
the entire program.  Today, the leadership of the mentoring program entails an advisory board of 
nearly 18 volunteer leaders and 3 career coaches.  Volunteer leaders have an opportunity to 
choose a commitment level that is comfortable for them, from behind the scenes activities such 
as developing managing our communications and social media presence to more interactive roles 
such as serving as a mentoring liaison or organizing and facilitating group mentoring meetings.  
 
Continuous improvement is a watchword for the Mentoring Program. In order to better leverage 
technology to support learning, we launched a learning management system in 2015. We monitor 
the program on an ongoing basis to make adjustments to meet participant’s needs. Tools we use 
include: meeting evaluations, end of the year surveys, and staying abreast of current HR and 
business issues to determine meeting topics, delivery format, and “flash mentors” to involve.    
 
Our mentoring program continues to excel for a number of reasons.  We continually infuse the 
program with fresh ideas but keep the core values of the program alive.  We stay on top of 
mentoring trends and use feedback from program participants to improve the program. We keep 
our alumni engaged through quarterly social events, our LinkedIn Group, and email listserv. 
Members of our advisory board are alumni of the program who are passionate about helping 
others learn and grow.  Our motto is “pay it forward” and we continuously ask ourselves, “what 
are we doing for others?” In doing so, we provide advice and wise counsel, help each other find 
jobs, and share tools and resources so that we can collectively perform more effectively and 
efficiently in our professional roles.   
 

 

“We create a fun, collaborative, and safe learning environment for HR professionals to push 
themselves and learn new skills. This mentoring community of practice provides members with 
an invaluable network of trusted professionals to call upon over the course of his/her career.” 

 (Mary Kitson, Mentoring Program Director, 2013) 


