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COMMANDANT INSTRUCTION 5357.3 

Subj: MENTORING PROGRAM 

Ref: (a) Title 10 U.S.C. § 656 subsection (b) 
(b) Coast Guard Mentoring Program Mission Support Systems Product Line Intake

Memorandum of Understanding, 9 April 2024

1. PURPOSE. This Instruction establishes policy and program requirements for mentoring
and primarily focuses on the Mentoring Program Software (MPS). Career mentoring
improves personnel readiness and workforce resilience; mentoring software will streamline
and mentoring process by providing tools and features to facilitate career goal-setting,
progress tracking and relationship management. This Instruction applies solely to activity
conducted through the MPS.

2. ACTION. All Coast Guard unit commanders, commanding officers, officers-in-charge,
deputy/assistant commandants, and chiefs of headquarter directorates must comply with
the policies contained.

3. AUTHORIZED RELEASE. Internet release is authorized.

4. DIRECTIVES AFFECTED. Coast Guard Mentoring Program, COMDTINST 5350.24C is
hereby cancelled. 

5. BACKGROUND. Mentoring fosters personal growth and career professionalism for both
the mentor and the mentee. It is key to alignment with DHS and Coast Guard
organizational objectives while integrating individual career goals. Mentoring can assist a
mentee with identifying needed training and experience, mentors can provide feedback and
development based on current state situations or future scenarios. Mentoring should
include the goal setting and tracking with options for specific milestones, deadlines, and/or
task management information features.

a. The program offers several mentoring tracks tailored to individual needs and
scheduling preferences. By connecting participants with experienced career personnel
as mentors, the MPS supports mentorship and leadership development, providing
individuals with valuable insights into effective leadership practices.
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b. Those who seek and receive the help of a mentor observe firsthand what it means to
lead and develop others, increase their knowledge about the Coast Guard, gain personal
development opportunities, and strengthen their motivation to take on more
responsibility. Those who provide mentoring also typically experience professional
growth.

c. The MPS is found on CG Pixel Dashboard at: https://coastguard.chronus.mil/.

6. DISCLAIMER. This guidance is not a substitute for applicable legal requirements, nor is
it itself a rule. It is intended to provide administrative guidance for Coast Guard personnel
and is not intended nor does it impose legally-binding requirements on any party outside
the Coast Guard.

7. MAJOR CHANGES. A new series number is established, focus has shifted to a self-
initiated effort through the MPS. While situational, formal, and informal mentoring are
defined by this Instruction, these activities are not subject to this Instruction when
conducted outside the MPS.

8. SCOPE AND AUTHORITIES. This Instruction applies solely to activity conducted
through the MPS. 

a. Mentoring is part of the Personnel Development leadership competency as promulgated
in Leadership Development Framework, COMDTINST 5351.3 (series).

b. The Workforce Competency Management System (CMS), COMDTINST 5300.2 (series)
defines competency as: A collection of tasks with the associated skills, knowledge,
abilities, and wherewithal (tools, methods, information, doctrine, procedures, materials,
etc.) needed to perform the tasks to a predetermined, measurable, performance standard.
The tasks are usually related as parts of a larger process in support of or contributing to
the goals of the organization, unit, or work group.

c. Reference (a) requires the “Secretary of the Department in which the Coast Guard is
operating shall include in the plan required by subsection (a) a mentoring and career
counseling program for officers.”

d. Formal career counseling, conducted by Commander, PSC and required by subsection (c)
of Reference (a), is not within the scope of this Instruction.

e. The Individual and Executive Development Plan Framework, COMDTINST 5357.1B
should be updated to reflect the symbiotic relationship between mentoring and
development.

9. ENVIRONMENTAL ASPECT AND IMPACT CONSIDERATIONS. The Office of
Environmental Management, Commandant (CG-SHORE-V) reviewed this Commandant
Instruction and the general policies contained within and determined that this policy falls
under DHS categorical exclusion A3. This CI will not result in any substantial change to
existing environmental conditions or violation of any applicable federal, state, or local laws
relating to the protection of the environment. It is the responsibility of the action proponent
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to evaluate all future specific actions resulting from this policy for compliance with the 
National Environmental Policy Act (NEPA), other applicable environmental requirements, 
and the U.S. Coast Guard Environmental Planning Policy, COMDTINST 5090.1 (series). 

10. DISTRIBUTION. Electronic distribution in the Directives System Library. Intranet/Pixel 
Dashboard: Directives Pubs, and Forms - PowerApps (appsplatform.us). If Internet released: 
Commandant Instructions (uscg.mil), Coast Guard Forms (uscg.mil). 

11. RECORDS MANAGEMENT CONSIDERATIONS. Records created as a result of this 
Instruction, regardless of format or media, must be managed in accordance with Records & 
Information Management Program Roles and Responsibilities, COMDTINST 5212.12 
(series) and the records retention schedule located on the Records Resource Center Microsoft 
SharePoint site. 

12. MPS APPLICABILITY AND ELIGIBILITY. 

a. Participation in the program is always voluntary. Each participant chooses what 
information they feel comfortable sharing, and activities to participate in furtherance of 
their professional and personnel goals. 

b. Access to the MPS is restricted to authorized users. Unauthorized access, use, or 
modification of the system or of the data contained herein, or in transit to/from this 
system, may constitute a violation of Title 18, United States Code, Section 1030 and other 
federal or state criminal and civil laws. For the purposes of this Instruction, the terms 
employee and member are interchangeable. The following employees are eligible to use 
the MPS: 

(1) All Coast Guard military members (Active Duty, Reserve, and cadets), 

(2) All civilian employees, and 

(3) Auxiliarists with a “@uscg.mil” e-mail address and active EMPLID. 

c. Retirees (military and civilian) may not access the MPS. They may submit their contact 
and other information to (FC-LDR) to maintain within the MPS. 

13. PROGRAM REQUIREMENTS AND OPPORTUNITIES. 

a. Commands, units, and supervisors will ensure they hold members accountable if they are 
found abusing the program. During new member onboarding, assigned sponsors will 
inform and train new members about the program, to include this Instruction. 

b. Any employee found misusing the MPS for its intended use will be removed from the 
platform. 

(1) For military members, commands may also consider disciplinary action under the 
Uniformed Code of Military Justice (UCMJ); Discipline and Conduct, COMDTINST 
1600.2 (series); or other authorities. 

https://play.apps.appsplatform.us/play/e/default-369ba0d5-02cb-4d2f-94fd-9212cc24b78c/a/449d74ad-9685-44e3-934b-46c72a05e1a2?tenantId=369ba0d5-02cb-4d2f-94fd-9212cc24b78c&source=portal
https://www.dcms.uscg.mil/Our-Organization/Assistant-Commandant-for-C4IT-CG-6/The-Office-of-Information-Management-CG-61/About-CG-Directives-System/Commandant-Instructions/
https://www.dcms.uscg.mil/forms/
https://uscg.sharepoint-mil.us/sites/CG611_HUB
https://uscg.sharepoint-mil.us/sites/CG611_HUB
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(2) Civilian employees may receive disciplinary or adverse actions for misuse of the
program. Supervisors shall seek advice and assistance by consulting with their
servicing HR Specialist in the Office of Civilian Personnel Management (PSC-CPM-
2) to ensure regulatory compliance and consistency of actions.

c. The Coast Guard Mentoring Guidance web site (http://www.uscg.mil/leadership/)
provides detailed information and guidance on mentoring as well as access to other
program elements.

14. ROLES AND RESPONSIBILITIES. See Appendix A.

15. FORMS. Individual Development Plan (IDP), CG-Form 5357 and Executive Development
Plan (EDP), CG-Form 5357A. User-suggested changes and/or corrections for immediate
action may be submitted to USCG.Forms@uscg.mil.

16. REPORTS. None.

17. SECTION 508. This policy is created to adhere to accessibility guidelines and standards as
promulgated by the U.S. Access Board with consideration of Information and
Communications Technology (ICT) requirements. The customer experience (CX), plain
language, and service delivery improvements were considered. If modifications are needed
for this artifact, please communicate with the Section 508 Program Management Office
(PMO) at Section.508@uscg.mil. Concerns or complaints for non-compliance of policy
and/or artifacts may be directed to the Section 508 PMO, the Civil Rights Directorate
(https://www.uscg.mil/Resources/Civil-Rights/) for the Coast Guard, or to the U.S.
Department of Homeland Security at accessibility@hq.dhs.gov.

18. REQUEST FOR CHANGES. Units and individuals may formally recommend changes
through the chain of command using the Coast Guard Memorandum. Comments and
suggestions from users of this Instruction are welcomed. All such correspondence may be
sent to the Leadership Development Branch, (FC-LDR) at: D05-DG-FORCECOM-
Ldr@uscg.mil.

/JENNIFER L. SINCLAIR/ 
Senior Executive Service, U. S. Coast Guard 
Director, Force Readiness Command 

Appendix A. Roles and Responsibilities 
Appendix B. Select Definitions 

http://www.uscg.mil/leadership/
mailto:USCG.Forms@uscg.mil
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https://www.uscg.mil/Resources/Civil-Rights/
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mailto:accessibility@hq.dhs.gov
mailto:Ldr@uscg.mil


Appendix A. to COMDTINST 5357.3 

A-1 

 

 

Appendix A. Roles and Responsibilities 
 

1. The Leadership Development Branch (FC-LDR) will: 

a. Provide program oversight, sponsor this instruction, and continuously improve the 
program to meet our organizational strategic goals. 

b. Review, revise, promote, and update the program when necessary. 

c. Ensure that proper elements and security parameters are in place in accordance with the 
Department of Defense Information Network (DoDIN) and Department of Defense Cyber 
Defense Command (DCDC). 

d. Track and regularly report activity, which includes the health of the program, using group 
and individual metrics, so that the Coast Guard can make data-based decisions and 
improvements which providing a clear analysis of our Return on Investment (ROI). 

e. Conduct training, increase awareness, and create resources such as mentor and mentee 
guides, assessments on characteristics and skills for mentors, assessments on 
characteristics and learning needs for mentees, a mentoring process overview, an activity 
timeline, and frequently asked questions. 

2. The C5I Mission Support Systems Product Line, per Reference (b), will: 

a. Ensure timely execution and management of contracts, maintaining accountability for 
cost, schedule, and performance parameters. 

b. Perform Contracting Officer's Responsibilities (COR) duties, to include but not limited to 
monitoring contract performance, scope, and delivery timelines. 

c. Oversee sustainment functions, including system up-time, ISSO responsibilities, and 
coordination of remediation activities. Manage IT project functions, focusing on 
functionality enhancements, modernizations, and tech support. 

d. Develop, implement, monitor, and update security measures. 

e. Develop and execute training plans, design the tech support model, and create a Tech 
Support Communication Plan. 

3. The Mission Support System Program Division (CG-C5I-E1), per Reference (b), will: 

a. Serve as the Information System Owner (ISO). 

b. Act as the primary liaison between the C5I Program Manager, Requirements Manager, 
Sponsor’s Representative, C5ISC Product Line and Service Division, CGCYBER. 

c. Facilitate the resolution of all risks and issues with stakeholders. 
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d. Track spending plans, obligations, and expenditures. 

4. Commanding officers and officers-in-charge are responsible for ensuring members are aware 
of the Mentoring Program and understand responsible use of the MPS. 

5. All participants will: 

a. Sign and abide by the Acceptable Use Policy (AUP) within the MPS. 

b. Create a profile and answer questions related to their professional career track and goals, 
individual development desires, leadership competencies, and individual growth needs. 

c. Affirm they understand that they are accessing a U.S. Government computer information 
system. 

6. Mentees should use Individual and Executive Development Plans (IDP/EDP), as 
promulgated in Individual and Executive Development Plan Framework, COMDTINST 
5357.1 (series) to communicate their goals to their mentors. 
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Appendix B. Select Definitions 
 

1. Employee vs Member. For the purposes of this Instruction, the terms employee and member 
are interchangeable. Paragraph 12 of this Instruction lists eligibility standards. 

2. Formal Mentoring. A relationship which has an agreed to beginning and end, a method for no 
fault termination, a formal matching of the mentor and mentee, and agreed to goals, 
objectives and/or checkpoints. 

3. Informal Mentoring. This partnership usually occurs when one person (the mentee) seeks 
another for career advice or to be their career guide. It can also occur when a mentor reaches 
out to someone they know could benefit from their experience. 

4. Mentee. An employee who is advised, coached, or trained by a mentor for personal or 
professional development. The role requires and assumes a willingness to actively work with 
and to learn from the experience and wisdom of the mentor. 

5. Mentor. An experienced employee who provides advice, guidance, and direction. 

6. Mentoring Process. A developmental process in which a more experienced employee 
commits to working and learning together with a less experienced employee for the purpose 
of professional development. The mentoring process includes a series of phases in which the 
mentor's leadership of the process is adapted to the developing strengths and changing needs 
of the mentee. 

7. Mentoring Relationship. The developmental relationship of a mentor and mentee that is 
characterized by confidentiality, trust, caring, and mutual support and challenge for growth. 
The mentoring relationship creates the necessary context of safety and confidence for the 
mentor and mentee to take the risks of trying new work strategies and of learning in front of 
each other. This context is necessary for accelerated professional growth. 

8. Mentoring Program Software (MPS). The Coast Guard licensed software that participants use 
to find mentors and/or mentees, create mentoring relationships and execute the mentoring 
process. 

9. Situational Mentoring. Situational mentoring is the right help at the right time provided by 
someone when a mentee needs guidance and advice. It is usually short-term addressing an 
immediate situation but can transition to a more long-term connection. 
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