If you've ever tried to hire someone, you'll know how challenging  and important to your business it is to find the right person. 
Developing your existing staff can be an extremely effective strategy to position your organisation for the future. Let's take a few minutes now to help make sure the return is worth the investment by thinking not only about the needs of your organisation, but also about the needs of your young, up-and-coming PMs.  We'll finish off with a quick checklist to give you and your protégé the best chance of achieving outcomes you can both be proud of.
The old adage: hire attitudes, train skills
Some common traits that business leaders look for in a good Project Manager include: strong communications skills, eagerness to learn, capability to grow and commitment to deliver on commitments. [image: image1.png]


These happen to also be qualities you'd look for in all your staff. There are, however, some things are that quite specific, not so common, but thankfully can be taught easily and may not be immediately apparent to young professionals. For example, knowing when to be obsessive about detail and when to summarise, might not be obvious to young professionals. Whether a budget line item is inclusive of GST, versus a particular task being relevant enough to include in the monthly Steering Pack, can seem obvious to you though may have your coordinator tied up in knots.
Do
· Have a vision. Thinking big (with realistic optimism) creates real enthusiasm. Remember the last time someone you look up showed they had faith in you? I bet it felt great and you went the [image: image2.png]


extra mile to prove them right.
· Share your experience. Nothing beats learning from your own mistakes, that's not to say it's the only way to learn. Rather than passing on orders, try sharing reasons behind the decisions you make and see whether that creates deeper understanding. Do this a lot and you might find yourself delegating enough responsibility to make your juniors feel worthwhile and  accountable. The added bonus for you might be a 40 hour week instead of  the usual 50!
· Practice what you preach. This one is simple; actions speak louder than words. If you're not living by your lessons, they're probably not worth passing on.
Don't
Set and forget. Developing someone takes time. Please, for everyone's sake, make sure you have the bandwidth to take on a mentoring relationship before you commit to something you can't follow through on.
Wing it. People seeking a mentor are often doing so because they recognise the benefits of leveraging someone else's experience. If you're asked a question and you don't know the answer, say so, then refer them to someone who does. Bad advice can create long-lasting damage.
Keep your network to yourself. You're a seasoned professional and have a wide and equally experienced network of people who you trust. If you're concerned that referring your mentee to friends will damage relationships, then you're probably mentoring the wrong person.

If there's a coordinator in your organisation, or perhaps even someone in a senior technical role who you think has demonstrated leadership qualities, the second best time is now.
"The best time to plant a tree was 20 years ago. The second best time is now"


~Chinese Proverb
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