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The ECB mentoring programme 

 

What is mentoring?  

Mentoring i s a  l onger-term mutual r elationship b etween a n in dividual ( “mentor”) w illing to  s hare 

knowledge and experience with a usually less experienced colleague (“mentee”) who is ready and willing to 

benefit from this exchange. 

 

Programme objectives 

The general objective of the mentoring programme is to support the personal and professional development 

of mentees by sharing knowledge and experience within the organisation. Even i f the development of the 

mentee is the main focus of the programme, a mentoring relationship is intended to be also rewarding and 

valuable for mentors and beneficial for the organisation as a w hole, since i t enhances cross business area 

and cross functional exchanges.  

Mentoring will no t impact t he ECB’s r ecruitment and promotion policies, which r emain firmly based on 

merit and competition. Participation in the mentoring programme will not be considered as an advantage 

when taking recruitment- or promotion-related decisions.  

 

Mentees 

DG/H will initiate the programme by communicating the offer to all staff and issue a call for expressions of 

interest. P articipation in  t he programme takes place on a  v oluntary ba sis and an e xpression of  interest 

should include the mentee’s motivation, expectations and particular objectives, as well as any preferences 

concerning the gender and/or nationality of the mentor. 

Mentees who participate in the pilot programme may participate again at a later stage if they have moved to 

a higher salary band and meet the selection criteria.  

During t he first two years of t he mentoring programme ( the pi lot phase), Iin l ight of t he low number of 

female m anagers at  t he E CB, t he p rogramme particularly aims at  st rengthening w omen’s p ersonal and 

professional development by giving them insights into the skills needed to become managers and into ways 

to optimise their chances to achieve professional goals at the ECB. At the same time, the programme will be 

open to eligible males as well and it is expected that the supply of mentor capacity will be sufficient to cater 
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for all interested and eligible female participants, while also accommodating at least a significant proportion 

of their interested and eligible male colleagues.  

Thus, fFor the pilot phase, female staff members who fulfil the three following two criteria may apply for 

participation in the programme: 

• holding a position in salary bands F/G, G or H; 

• holding a permanent contract for at least three years;. 1  

• having received at least seven ASBR steps on average on the last two occasions. 

After the pilot phase or in case of spare mentoring capacity (which shall be duly announced by DG/H), the 

mentoring programme may be opened up to males as well. 

In thecase selection of mentees will be needed among those meeting the above eligibility criteria, priority 

will be given to females and within each gender group to those applicants with the highest average of an 

ASBR progression above average steps received oin the last two roundsoccasions. will be considered an  

asset.  

 

Mentors 

Participation i n t he mentoring programme is voluntary for mentors. The pool of mentors is formed by a 

group of  E CB m anagers a nd a dvisers (who a ct a s c oordinators or  have pr evious f ormal m anagement 

experience), initially from band I upwards2 and including area heads. Both females and males are included.  

Mentors are offered a training covering information on the programme and on mentoring skills. 

 

Establishment of mentor-mentee tandems 

The process of matching mentees and mentors is carried out by DG/H on the basis of the following criteria: 

• expectations and preferences, if any, expressed by mentors and mentees; 

• mentor and mentee must belong to different business areas; 

• mentor and mentee shall preferably have different nationalities; 

• a difference of at least one salary band between mentor and mentee. 

Both mentee and mentor will be asked if they agree with the initial match proposed by DG/H. Should this 

not be the case, DG/H will propose a different match, which would again be presented for agreement. 

                                                 
1  This period only refers to the time after the conversion of their contract into one of an indefinite duration. 
2  In line with a possible widening of the mentoring programme in the future, staff members in lower salary bands 

might become mentors as well. 



 

Page 3 of 3

Every mentor is free to decide, depending on availability, how many mentees he/she would like to support. 

At t he end o f t he p ilot, the E xecutive Board w ill receive an  o verview o f t he mentors an d o f how many 

mentees they have supported. 

Should, during the mentoring relationship, either the mentee or the mentor report that they are not satisfied 

with t he m entoring r elationship, D G/H w ill seek a d ifferent m atch for t he mentee, pr ovided t hat the 

remaining time for a mentoring relationship under the programme is still sufficiently long. 

 

Main components of the programme 

The formal mentoring relationship lasts one year, with the possibility to extend it by another year if agreed 

by both mentee and mentor. Naturally, an informal relationship between mentor and mentee may continue. 

In the first month of the programme, DG/H will invite all mentoring pairs to take part in an informal kick-

off e vent. A fterwards, m entoring pa irs meet at l east onc e e very t wo m onths, with an agenda s et by t he 

respective m entoring p airs i n a co nfidential w ay. A s t hey w ish, m entors a nd mentees m ay ag ree o n a  

different meeting pattern. 

At the end of the year, a final evaluation session with DG/H takes place. In addition, mentors and mentees 

shall provide feedback via a questionnaire. 

 

Duration of the programme 

The pilot programme will last two years. In case o f a successful pilot, the mentoring programme may be 

converted into a  permanent offer for a  wider population of  mentees and mentors. The main measures for 

assessing the success of the pilot programme will be the feedback received as well as the participation rate. 

 




