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COMPETENCE BUILDING FOR MENTORSMB®IORS

1.Competence Building for
Mentors and Investors

Themotivation behind the Baltic Sea Game Incubation projectfusaled by the Interreg BSR program,
was to strengthen the ecosystem of game business support, which mostly takes on the form of incubators,
some accelerators and other forms such as game hubsadlectives. This targets in particular the
relations between the business supporting community and other stakeholder groups such as mentors and
investors which play an integral part in any business development program.

A network of interested game invest® and mentors is paramount, however, very hard to establish for
BSR regions where the game industry is comparatively young (in contrast to mature the mature industries
of Finland and Sweden). Seed investors are highly in demand just as capable mentiressid) the
challenge of being able to draw on a pool or wide network of mentors and investors, was part of the
investigation into powerful joint activities to encourage transnational collaboration amongst the eight
BSR regions.

With the lack of enough westors and mentors, there is a danger of competing for these contacts, while
joining forces to create a common pool of contacts amongst these stakeholders would benefit all. To
avoid the competition issue, the pool needs to grow. To attract more investodsmentors to take on a

role in the business support arena, competence building measures seem to be a promising instrument to
encourage them.

Hence, the BSGI consortium representing themselves different parts of the game business support
ecosystem explad compentence building approaches and as with the other BSGI activities opted for a
peer-to-peer learning approach as the most effective method.

This document describes our journey from the plan to the end results, including the data collected from
surveys with mentors and investorsThedesignand recommendations can be found at the end of this
document. Thedesign for the investor and mentor workshop respectivebs also been publisheas
separate documentsDesigning a workshop for Game Industry Mentare Designing a Workshop for
Game _Investorswhich both are licensed undera Creative Commons AttributicBhareAlike 4.0
International License

We hope it will be widely used and further developed by the indud®gase get in touch if you have any
comments, queries ofurther recommendations and ideakitps://balticseagames.home.blog/imprint
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COMPETENCE BUILDING MERITORS AND INVESTORS

2.Recommendations for designing
a Mentor Workshop

The game industry has many prograrafering mentorship to inexperiencegame developers and
entrepreneurs. The mentoreperate in either a regional or international capacity, and there are more
mentors joining these progranmesveryyear. However, mentorship programsturallyfocus on the needs

of the mentees, either as individuals or as stag teams Mentors have their expertise to offer, but being
an experienced game developer and entrepreneur does not necessarily ikmplyledge on how to
mentor a young person or team. To our knowledge, theréstsno program to support prospective and
current mentors of the game industiip their role as mentors

Theindustryis fastgrowing, and consequenthso does the need for mentship. Within this project we
are aiming to build an agile support systeor the mentors regardless of their previous experience in
mentoring.

To better understand the needs of the target group, we first launched a survey for active and prospective
mentors in the game industryfor overview of survey questions and analytics efsponses see
attachmenst). The survey also provided us with an opportunity to make the mentors with various
backgrounds and expertise aware of the planned pilot event for competence building, offering them the
option to register their interest to take pain it. After the survey, we used the data collected from the
survey to design a preliminary pilot mentor workshop with a small test group. The participants of that
test run gave us valuable feedback on the content, structure and facilitation of the wopkshhe
feedback was used tmove fromthe conceptphase to the design phase

An actual pilot workshop was organised later in the Autumn of 2021 to assesketignof the workshop
based on the revisedoncept. After the workshop, we again collected feadk, which was used toraft

the finalrecommendations foa workshop to support game industry mentors. We also gave some other
recommendations and pointers for next steps in the development of a healthy mentotitigre in the
game industry.

Mentor survey

Before designing a more detailed program for the mentor workshop, we needed a better understanding
of the needs and expectations of game industry mentors and people who would like to mergamas
andcorrelate this with the experiences and expectatsoof mentees. A survey was conducted to provide
us with relevant insights.

The survey targeted people who work in the game industry and are, have been or would like to start
mentoring others. With this in mind, the project group shared the survey in thetworks and on
channels that reach the target group, like the IGDA Finland Facebook channel.

The survey was open for 28 days, 3€283.4.2020. During this time, it got 65 responses.
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COMPETENCE BUILDING FOR MENTORSMBR®IDRS

Respondent profile

European industry seniors

58S4LAGS GKS LINP2SOG 3INRIzZLIQa STFF2NI&a G2 akKINB GKS 3
from Finland (27; 41.5%) Second most respondents were from Denmark (14; 21.5%). Other countries

were Sweden (6; 9.2%), Lithoia (5; 7.7%), Estonia (5; 7,7%), United Kingdom (3; 4.6%), Germany (2;

3.1%), and Spain, Singapore and Norway with one (1,5%) respondent each.

Most respondents had been working in the game industry fé&¥ Bears (24; 36.9%) orH) years (17;

26.2%). 9 espondents (13.8%) had worked in the industry forIByears, 8 respondents (12.3%) for 1

2 years, and 7 respondents (10.8%) for 15+ years.

A large majority of respondents had at least some experience in mentoring in the game industry; either
occasionalZ1; 32.3%), some regular (20; 30.8%) or years of regular experience (6; 9.2%). 15 respondents
(23.1%) were interested in mentoring but had no experience yet, and 3 respondents (4,6%) had
experience in mentoring outside of the game industry.

The question abut mentoring experience was used to share the respondents in subgroups; respondents
with no experience in mentoring in games yet got slightly different questions from those with experience
in mentoring in games. Furthermore, both subgroups answered a tipresabout being mentored
themselves and the ones who responded yes, also answered some questions about their experiences as
a mentee.

Subgroup profilesPersons with and without mentoring experience

The subgroup of respondents with no experience in memgrin games (18 respondents) includes
respondents who were interested in mentoring but had no experience yet (15), and respondents who
have experience of mentoring outside of games (3).

The subgroup of respondents with experience in mentoring in gamesréépondents) includes
respondents who have occasional experience (21), some regular experience (20), or years of regular
experience (6) in mentoring in games.

The subgroup with no experience in mentoring was more likely to have little experience in games
general; however, it also includes some more experienced professionals. Respectively, the subgroup with
experience in mentoring largely consists of experienced professionals, but also includes some less
experienced respondents who have started mentoraayly in their career (see chaon the next pagg

1 In addition to the Finnish game industry being particularly open, this veuldstantiate the notion that the more
YIEGdzNB GKS AyRdzZAGNE GKS Y2NB AydiSNBad Ay Y Didemdoyt 68 @S0 S
Up and Maintenance of lentoring System for Game Business Incub&tian LJP M T
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COMPETENCE BUILDING MERITORS AND INVESTORS

How long
have you
beenin

50,0%

the game
industry?

W 1-2 years
W35 years
W5-10 years
[H10-15 years
W15+ years

40,0%

30,0%

Percent

20,0%

10,0%

0%

Interest, no Experience Occasional Some regular  Years of regular
experience outside of experience experience experience
games

Motivations for mentoring

Giving back, learning, and networking

For respondents with no mentoring experience in games yet (18 respondents), the most common reasons

to be interestediny SY 4 2NAy 3 NS a3a3ABS o6l 0] G2 GKS O2YYdzyAdesé
FNRBY AlGzT G22¢ O6mMTT pnomz0d abSis2NwRWL SNAEK 0Wdzdlr dzNG
FYR GRSSL) RAaAO0dzaaA2ya 6AGK AYOIGSNBFINFEAADEARRFH ©O T
FNRY 2dzyA2NBé¢ gl a aStSOGSR 6@ y NBaLRYyRSyida onnom:
08 p NBaLRYRSYy(la O0HTODOY:20d H NBALR2YRSYy(ida omMmMoOom:0 &8
were related to sociagratification.

Respondents with experience in mentoring in games (47 respondents) were largely motivated by the
alYS FILOG2NAE a4 (GKS &dzo3aINRdzL) 6AGK y2 SELSNASYyOSo ¢
O2YYdzyAleééd oOonuHT yodpdmdL 2FSHINS BNBANRGzZLIG22YRONHT ybd
by ay SGg2NJ] Ay3 gAGK Fdzii dzNB -6@ N {SINGEZ NIODA 2Ty TIIIONIR Y0 S NBY R
GAGK AYyUiSNBaldAy3d LIS2L Sé¢ o6onT THP:20Y gKAOK .6SNB 0+
GCNBaK ARSIa&a TNRY 2dzyA2NERé¢ gl a atAiakiate fSaa 02YY2)
GhiKSNE LJ SIFasS aLlSOATFeésd gl a OK2aSy o0e ¢ LIS2LXS omop
different forms of social gratification and strengthening the local community. Orspaoedent also

mentioned they had found a new job through mentoring.

The subgroup with experience in mentoring had two more options than the other subgroup, both about
YSYG2NAYy3 Fa | LINI 2F 2ySQa LINRPFSaairzylby IRt S ¢
NBalLl2yRSyda 6om>0 FYR aLQY LIAR (G2 YSyid2NE o6& 1 NE
these respondents only selected these options as motivations for their mentoring; they were all also
motivated by other factors.

A large majority ofespondents found it either very beneficial (50.0%; 24) or beneficial (35.4%; 17) for
themselves to mentor others. A minority found it neutral (12.5%; 6), and only one respondent (2.1%)
found it negative.

8| #X015 BSGI



COMPETENCE BUILDING FOR MENTORSMB®IORS

How beneficial has it been for you to mentor others?

Count

MNegative MNeutral Beneficial Very beneficial

Reasons for not mentoring yeSelfassessediack of mentoring skills and industry experience

Respondents with no experience in mentoring in games (18 respondents) were asked to select the reasons
gKe GKSe& KI@SyQi YSYyiGd2NBR &8Siod ¢KS Y2aid 0O8y¥2pNE NBI ¢
6y T nnom: 2F GKS adzo3aINRBdzLI FyR aL yYSSR Y2NB SELISNR:
o0 aftr Ol 2F AYLERNIIFIYG LINRFSaaArAz2ylft 1yz2¢ftSR3IASE o6T1T
YSYG2NE O6pT HT Oy 2 0@ aol REIYYRD (KA @QSK AdyKIS 20FA YAS(E 2 WIRE N
respondents (16.7%) each.

n NBSaALRYRSyGa aStSOGSR (KS 2LIA2y a20KSNE® ¢KSANI &
being from making games as a hobby and not commercial games, andenasking to be mentored. One

respondent also mentioned that they actually have MieA NS RYX odzi AlG ¢l ayQid 2FFAOA
¢KS NXalLRyRSyGta fa2 KIR GKS 2LJiA2y G2 FyasSN GKS

I YSY(i2NE $6KAOK &dzoa2S0OGa ¢2dzZ R 6S GKS Y2ad dzaSTdz
guestion. Their responses ilucled many soft skills, like gaining confidence, learning teaching methods

and expectation management, and understanding how to inspire and motivate others. Some mentioned
professional skills, either more general, ligeblic speaking or building a portfol or very specific ones,

like game PR work and marketing, 3d art, or game project management. Several also mentioned that they

need to learn how to mentor and what mentoring is in the first place.

Experience as formementee

Beneficial, fairly common, ad tied to certain life situations

Both subgroups were asked if they have received mentoring themselves. Of the subgroup with no
mentoring experience, 50% of the respondents (9) had received mentoring, and 50% had not.
Respondents with mentoringxperience had received mentoring more often; 74.5% (35 respondents)
reported they had received mentoring at some point.

Of all respondents, 69.2% (44 respondents) had received mentoring at some point. Among the
respondents with 15+ years of experiencetie industry, 85.7% had received mentoring. Respondents

#X015 BSJI9



COMPETENCE BUILDING MERITORS AND INVESTORS

with 10-15 years or BLO years of experience were significantly less likely to have received mentoring
66.7% and 61.1%, respectively. Of respondents with Bears of experience, 70.8% had received
mentoring, and of those with-P years of experience, 62.5%.

Respondents who have received mentoring at some point were also asked if they are still receiving
mentoring sessions. Most of them, 70.5%, answered no. There was a clear correlation between
expeience in the industry and receiving mentoring sessions. 50.0% of respondents sRithears of
experience were still receiving mentoring sessions. For respondents whitlyéars of experience, the
percentage fell to 38.9%, for respondents withlB yearsof experience, 20.0%, and 1% years of
experience, 16.7%. None of the respondents with 15+ years of experience were receiving mentoring.

The respondents who are no longer receiving mentoring were also asked to specify the reasons why.
There were severalepeating themes among the 27 responses: changes in life situations (moving to
different companies, starting studies, etc), not knowing the right person to ask to mentor, not having the
need for a mentor right now, and fixed term mentoring ending. Thereensdso several respondents who
were not sure whether their relationship with a more experienced professional counts as mentoring or
not, and some that used to have a formal mentoring relationship that later became informal/occasional.
Some other reason®f not having mentoring relationships anymore were Covid, mentee feeling like they
should pay, and industry/companies tending to lack mentorship.

56.8% of the respondents (25 respondents) found being a mentee very beneficial, and 25.0% (11
respondents) foad it beneficial. 15.9% (7 respondents) found it neutral, and 1.5% (1 respondent)
negative.

Perceived hallenges of being a mentedime management, lack of structure, communication and trust

The respondents were also asked to tell about the challengeg lage faced as mentees. 35 respondents
wrote a response to this open question.

Some of the challenges were very practical. Time management was a clear and common repeating theme;
respondents found it challenging to book meetings with the mentor, findtthee to think about all the

things discussed, and do assignments they were given by their mentor. Several respondents wished they

had a cleagr framework for mentoring when to meet, what to discuss, which kinds of questions to ask.

Finding the right merdr was also a common challenge; both finding a mentor with the right professional

skills and finding a personality match were mentioned several times.

alyed NBAaLRYyRSyda Ffa2 ARSYGATASR Y2NB FoadNr O OKI
storAk Sa (G2 GKS YSy(iSSaQ 2¢y aAiddza GdAaAz2y sla I 02YY2y A&,
RARY QG dzyRSNAEGIYR GKS RAFTFSNBYyOSa o0SisSSy GKSANI 2
mentioned being frustrated with their team members after ntering, and hoping their mentor could

also teach the rest of the team.

Identifying and bringing out the real issues and discussing them honestly had been a challenge to several
NBalLR2yRSylado ¢KSasS AaadzSa 2F0GSy KI fBar df 8ouridifg sidi K (K S
or feeling of being overwhelmed by the situation and the learnings. One respondent mentioned that their

status as a member of a minority added to the fear of not being taken seriously by mentors. Some of the
respondents also felthey could not trust their mentors to respect the confidentiality of the discussions;

Ay 2yS OFraSsz (GKS YSyG2NJ gl a |aairdySR o0& (GKS YSyidsS:
mentor relaying the discussions to their superiors.

Challenges anentor could have helped to solveNetworking, confidence and self reflection, as well as
practical tips and feedback

At the beginning of the survey, all the respondents were asked to identify a challenge a mentor could
have helped them solve in the begiimg of their career. 53 respondents wrote an answer to this open
guestion.

10| #X015 BSGI



COMPETENCE BUILDING FOR MENTORSMBR®IDRS

Many of the responses to this question were clearly dependent on the life situation and/or career path
of the respondent. Some of the responses were related to starting up a cafeargraduation, and some
about game entrepreneurship and running your own business. Some of the responses were very practical
and handson, related to details of specific professional skills. Some were more general and relevant in
all of these situations

Among the more general topics, one of the most common was networkinghderstanding the

importance of networking, how to network, and practical support in getting to know the right people.

Many mentioned that having a mentor could have helped them gainfidence early in their careers.

Mentorship was also often seen as an opportunity to take the time to think about the issues at hand on
another level and see them from a new perspective. It was mentioned that mentoring can help to
understand other peopl@d LISNELISOGAGS&as FyR G2 3ISH K2ySad 2LAYA
situation and thus less biased. Furthermore, it was mentioned that a mentor can help the mentee to set

career goals and understand the bigger picture of the industry.

Among theresponses related to starting up a career, the responses had themes like building a portfolio,
identifying career paths, preparing for job applications and interviews, and being patient when trying to
break into the industry. Some of the mentions of netwimg were also tied specifically to networking
with the goal of landing a job.

Responses related to entrepreneurship included some very abstract things, like being more realistic,
failing fast and treating ideas as raw material rather than a guide. Orother hand, some responses
were very practical and hanesn; ways of financing a company, business models, understanding the
game market, marketing and getting visibility, making a business plan and scoping projects (down).

Responses related teractical, handson professional skill development included learning the best
LIN OGAOSa 2F LISNER2YIFf @g2N]Ff262 FAYRAY3I IA22R NBa2dz

Support for mentors

Mentor training and peer support

Both the respondents with experience imentoring and the ones with no experience yet were asked to

identify what kind of support they would find useful for being mentors. The questions were slightly
RAFFSNEBYUT aGé2dz R @82dz 0SS AYGSNBAGSR AyXé F2aN) GKS
YSYGd2NJ Ay 3JIFYSaégd F2NIGKS tF0GSN®P ¢KS NBaLRyasS 2LIA:z
G2 YSYyGu2NEIZ 4aSRdzOFGA2Yy (2 FAtf LINRPFSaarAzylf (yz2e6fS
GKF2RE adzLILI2 NI AY O0SAGAG2NSYUE2NBYG2 MR @2 N)YyLISSNI adzL
differences between the responses in these two groups.

A majority of the subgroup with mentoring experience would find education in mentoring to be
interesting; 20.8% (10 respondents) responded they lddue very interested, and 35.4% (17) would be
interested. 37.5% (18) would maybe be interested, and only 6.3% (3) would not be interested. The
subgroup with no experience in mentoring was even more interested in mentoring education. It was

found to be vey helpful by 33.3% of the group (6 respondents), and helpful by 38.9% (7). 16.7% (3) found

it to be little help, and 11.1% (2) thought it would not help.

Education to fill gaps in professional knowledge was also interesting for a clear majority of both
subgroups. Of respondents with mentoring experience, 35.4% (17) would find it very interesting, 39.6%
(19) interesting, 18.8% (9) possibly interesting, and only 6.3% (3) uninteresting. Of respondents with no
mentoring experience yet, 22.2% (4) would find éry helpful, and 55.6% (10) helpful. Little help and
would not help were both selected by 11.1% (2) respondents.

Help in finding people to mentor was clearly more interesting for people with no experience in mentoring
yet. Of respondents with mentoring egpience, 20.8% (10) would be very interested in it, and 29.2%
interested. 33.3% (16) would be possibly interested, and 16.7% (8) not at all interested. Of respondents

#X015 BSdI11
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with no mentoring experience, 27.8% (5) would find it to be very helpful, 50.0% (9uhedpid 16.7% (3)
fAGGES KSELID b2 NBalLRyRSyd OK2aS a¢g2dzf R y20 KSft LX @
Handson support in being a mentor was also clearly more interesting for people with no experience in
mentoring yet. Of respondents with mentoring experience, only 18.8% (9) wouleheinterested in it,

and 27.1% (13) interested. 41.7% (20) would be possibly interested, and 12.5% (6) not at all. The subgroup
with no experience in mentoring found hands support was found very helpful by 27.8% of respondents

(5), and helpful by 50% (9). 16.7% (3) found it to be of little help, and 1.5% (1) no help.

A network for mentors for peer support was found to be interesting by both groups. Of respondents with
mentoring experience, 29.2%l4) found it very interesting, 39.2% (19) interestiremd 25.0% (12)
possibly interesting. Only 6.3% (3) did not find it interesting at all. Of respondents with no mentoring
experience, 72.2% (13) found it very helpful, 11.1% (2) helpful and 16.7% (3) little helpful. No respondent
OK2a$sS (KS 2LIKB2ZyYyIX@s2dz R y2i

Useful topics for mentor trainingSoft skills and practical mentorship tools

Both respondent subgroups were asked which subjects of education they would find most useful for their
mentoring, and if they have any other ideas on what would helpnth@hese were open and optional
guestions, and a majority of both groups decided to write a response.

All the same themes were raised in the responses of both subgroups, when asked about the subjects of
education. The biggest difference was that respondemtith mentoring experience more frequently
mentioned topics around psychology, soft skills and communication; these topics did come up several
times also with the norexperienced subgroup, but even more with the experienced one. These topics
included actve listening, inspiring others, giving feedback and supporting growth, among other things.

Both groups also mentioned practical mentoring topics more than onlcew to structure mentoring,
what kinds of tools and processes to use, creating goals, andhieganethods. The challenges of
mentoring people with a different role to yours was also mentioned.

The respondents also raised some topics that are clearly a part of their professional skill set. The most
common one was marketing and other visibility wpnkcluding mentions of platform specific marketing,
publishing, and successful indie game launch examples. Other topics mentioned were art in its different
forms, game architectures, game design, programming, funding, team dynamics, and business
development.

awS3AA2y L+t (1y26f SRAS FT2NI RAFFSNByYy (G NBIA2YyIf 3L YS 7Tdz
08 |y SELSNASYOSR YSyi2NX® ! y2GiKSNI SELISNASYOSR YSyi
reading list of recommendations by other mentors.

Whenasked to mention anything else that would help them mentoring, the respondents came up with a

wide array of suggestions. A clear structure for both mentoring and finding people to mentor was
mentioned several times. Peer support also was brought up remiptet was also mentioned to build

confidence. One respondent was hoping to get a mentor who would mentor them on mentoring. A couple

of respondents were hoping for a toolkit; reading lists and learning resources, or a guide on different
mentoring structues and learning styles. Mentor training was also mentioned a few times. One
respondent was hoping to learn more patience, and one was waiting for a time when it would again be
possible to meet face to face after COVID.

Conclusions
Soft skills, like communication, supporting growth, and understanding others and their motivations were

a common theme throughout the survey results. Mentions of confidenbeth building your own and
& dzLJLJ2 NJi A ¥ Bame? up &8kl Omes, too. Trag on soft skills could support the culture of
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YSY(i2NARy3a STFSOAQPSted ¢KSasS aifAiatta NS Ifaz2 dzaST.
matter their specific profession.

While some hard skills were also brought up in the survey results, tiguiom them would be complicated

to organize. The skill level of experienced industry professionals is already high and varies a lot. Especially
in games, it is also shared in tens of specific-skils. Organizing mentor training on professional hard
skils is not necessarily realistic. However, supporting mentoring, possibly-peatoring, even in the

later stages of a career could address this need.

Another topic that was brought up a lot was the practical side of mentorirsgructures, matching
mentors and mentees, setting goals etc. A clear framework for mentoring would make it more effortless
for busy professionals, and thus make the continuation and success of mentoring relationships more
likely.

Potential new mentors were especially interested aving a peer support network for mentoring. Having

the support and gentle pressure of a community of mentors could help fresh mentors to succeed and gain
confidence.

Mentor workshop pilot experience

When analysing the survey results, we discovered thatrttaen challenges for the mentors are defining

the scope and goals of the mentoring, keeping up the togrgn communication with the mentees, and
having confidence in their own expertise. Because of this, the workslegignshould aim to provide
concrete bols and guidelines that will support new as well as more experienced mentors in their practice.
It also needs to encourage and empower the participants and offer them peer support. The target group
of the workshop is a mix of professionals with mentoragerience and ones who are only planning to
start mentoring others; this enhances peer learning and confidence building.

First testrun

To test our early concept for the mentor workshop, we ran a preliminary test workshop with a small,
handpicked audiencea balanced mix of people with and without mentoring experience. This test group
was tasked to give us detailed feedback, which we doute to develop theactual designbefore
organising the pilot workshop in the autumn.

The test workshop agenda was as follows:

Time: Jun 3, 2021 05:00 PM Helsinki
Agenda:
17:00- Welcoming words
17:15- Keynote: Renee Gittins, Executive Director of IGDA
Guiding Light: How to Empower Others Through Mentorship
18:00- Workshop (group work), facilitator: Natasha Skult
No worries, | got it!
18:30- Presentations, results of the group work
19:00- Summary and review, closing words
19:15-> Open discussion, feedback and networking

The workshop was fully online. This made the threshold for participation low. It also enabled us to have
a keynote speaker from the US. Most, but not all, participants were in Finland.

The angle of the t&t run was to encourage and empower mentors, as well as give them a clear
understanding of mentoring and some practical tools. Mentors also worked together and had a chance

to network.

The content of the hand8 y &d4S&daiz2y dab2 ¢ 2 NNIiSaiklistenin@dahd empaing.é o &
Participants were divided in breakout rooms in groups of two. In each group, one person took the role of
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a mentor, while the other was a mentee. The mentee told the mentor a story of their situatieal or
imagined- and the mentor gave them some quick support and advice. After this, each mentor was moved
to another breakout room, while the mentees stayed. Then, the roles were flipped; previous mentors
took the role of mentees and put themselves in their shoes by retetliegsame story to a new mentor.

This exercise had a dual purpose: the participants practiced their listening skills, and empathy via roleplay.

Test workshop learnings

Directly after the workshop we collected feedback from the mentors to enable us to dewdle
workshop further. We also had one participant who was tasked to only observe and take notes. On top
of this, there was a focus group discussion with handpicked participants a few days after the workshop.
This combination gave us plenty of feedbackatork on.

The keynote by Renee Gittins (IGDA) went fairly deep in different types of mentoring, how to mentor,
and what kinds of options for mentoring there are. According to the feedback from the participants, it
was a little overwhelming. While they thgtt it was good to discuss these topics, the speakers should
strive to find a balance between giving instructions and encouraging mentors.

The handson session was found to be helpful and fun by the participants. However, some of them
misunderstood the inguctions; they should be communicated very clearly, and optimally, the
participants should have them at hand also in the breakout rooms. During the discussion after the
workshop, another concern was raised. The structure of the hamdsession encouragg®ople to share

very personal stories with their first working partner; it needs to be very clear to them beforehand that
these stories are not fully confidential, but will be-t@ld to another participant.

The participants were encouraged to give feedbadiscuss and comment on everything during the
workshop. This together with the intimate, twperson handsn session led the workshop to be a very

open and trusting environment. The participants enjoyed this a lot, and it helped them with genuine
networl Ay3 | YR LISSNJ adzLJLI2 NI & ¢KAA aOANOES 2 HMesigNdza ¢
should aim to replicate.

In the survey results, one of the most hoped for forms of support was a peer support network. It was
both rated high in the rating st& question, and mentioned multiple times in the open field question. It

was also brought up by the participants of the test workshop, and widely supported in the discussions.
This is an important pointer for the next steps of development for a healthystrg ecosystem.

Pilot workshop

After analysing the feedback from the test workshop, we moved on to planning the pilot mentor
workshop. The experiences and feedback collected from the pilot would then be used to finalize the
design

Development process

Our experiences with the test workshop confirmed that ttiesignwasviable The feedback was good,
and the mentors found the workshop to be useful. We managed to establish a confidential online
environment where people felt they could share their opiniarsl experiences freely.

However, we also noticed some things that we need to pay more attention to. A better balance between
informing and encouraging the mentors should be found. There were also some slight weaknesses in our
communication of the handen session instructions; these need to be worked on.

The pilot workshop would have a lot more participants, be a lot longer, and have a lot more international
audience than the test workshop. We knew this would pose new challenges to facilitation and
communtation. With this in mind, we decided to find some external expert help to help us in developing
the program further.

14| #X015 BSGI
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With a consultant from a facilitation specialist company Grape People, we discussed our plans for the
workshop. This proved to be very Ip&lil. Their understanding and experiences of facilitation helped us
identify potential issues in our plan, and to correct them. We decided to split our planned fands
session in two parts with a clear connection to each other, but with a keynote in twihis would

help us keep the participants better engaged and committed to tHeo&r event. We also decided to
alternate between talks (keynotes and panel) and habdsxercises throughout the event, both to pace

it for the participants and to give oaelves more flexibility for preparations and possible technical issues.

Although the handsn session we had in the test workshop was a success, we wanted to try something
StasS F2N) 0KS LIAE20 @2NJ akKz2LIT L2 G-8n/vibkiledommeRdatdsQR (1 KS
for the final concept. So, we also worked on a new haadsvorkshop concept.

We decided to ask the participants to first identify and then discuss and potentially solve some challenges

of mentoring in a twepart work session. To support eéir work, and also to provide us with notes, all
participants would have access to a Google Drive file with the work instructions and a template for notes

for each breakout room.

Program

The Mentor Workshop was attour event with two keynote speakers, amel discussion, and two hands

on sessions. It was organized @0 September 2021 fully online, on Zoom. All hosts, speakers, and
participants joined from their own computers with no special equipment. The full agenda is in the image
on the next page
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"% BALTIC EUROF A v
Vel GAMES | s

Metropolia

University of Applied Sciences

TURKU GANE HUB

\WORKSHOP

Hosts:

Natasha Skult (Turku Game Hub)

Suvi Kiviniemi (Metropolia)

Anitta Pankkonen-Rentola (Metropolia)

Contact: natasha.skult@igda.fi
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AGENDA

NOTE: THE EVENT IS FOLLOWING EEST TIME ZONE

12.30 REGISTRATION

13.00 OPENING REMARKS

Natasha Skult, Suvi Kiviniemi
2min - Warm Up Exercise
13.15 PANEL, host Gregory Pellechi
Salla Hiiskoski (FuturePlay)
Teemu Kokkonen (Lightneer)

Tuomas Hakkarainen
(Housemarque)

14.00 WORKSHOP I - Have you ever...?

14.30 Coffee break, networking
15.00 KEYNOTE
Cris Solarski, SAE Institute Zurich

15.30 WORKSHOP II
Shall we look more into this?

10 min Break

16.30 KEYNOTE
Renee Gittins, IGDA

17:00 Overview, closing words

18.00 Networking

Welcome!
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Experiences

Tickets for the event were available for free on the Eventbrite platform. The event information was shared
gARSt@ 2y 3ALYS AYyRdza(iINE OKIyySta IyR Ay LINRB2SOG LI N
made; 31 participants joinethe workshop. The majority of participants were from Finland, but there

were people from all over the world, even outside of Europe.

The workshop started with a 3@inute registration period to avoid a lastinute rush, and to enable the
participants to clat and network a little before the workshop would start. The hosts encouraged the
participants to join the smalltalk; a significant part of the participants turned on their cameras and started
chatting.

After the registration period, the hosts welcomed parpants to the workshop, introduced themselves
and the project, and briefly explained the program for the day. This was followed by a smaltwparm
task; the participants were asked to write down their expectations for the workshop. This was done to
activate them and help them bring their thoughts fully to the workshop, as well as to offer a basis for
their feedback about the workshop later on.

Next, we had a panel discussion with three experienced mentors from the industry: Salla Hiiskoski
(Futureplay), Tuomas Hakkarainen (Housemarque) and Teemu Kokkonen (Lightneer). The panel was
hosted by an experienced mentee and entrepreneur Gregory Pellechi (Third Culture Kids, Critical Charm).
The purpose of the panel was to show different sides, situations andssoflmentorship. The discussion
would be food for thought and offer role models to identify with for the participants.

The panel discussion was followed by the first handssession. Participants were sent to smaH3(2
participants) breakout rooms to gtcuss and make a list of challenges they have or expect to have as
mentors. All groups worked on the same Drive file, on separate pages. This way, the hosts got a long list
of potential challenges for the second hanrds task. Participants, on the other hd, had a chance to
discuss their challenges and fears, while intimately networking with their small, randomly assigned
breakout room group. The results of this hanais session are discussed in more detail in the chapter

G2 2NJ] AK2LJ MY YSYG2NARy3 OKIffSyaSas

After the participants returned to the main room, they were reminded of the remainder of the schedule

to keep them committed, and then told to have a break. Some decided to rather stay and chat for the
duration of the break.

After the break, the workshop continued with the first keynote by Chris Solarski (SAE Institute Zurich).
¢CKAa (1Sey23S 46Syid RSSLI Ayidz2 GKS RSiOGFAfa 2F GKS aLlS
The purpose was to give the participants concratlvice and tips on how to help their mentees.

The second handsn task was to discuss the solutions for some of the challenges that came up in the

first task. For this task, the hosts created breakout rooms named after five-pak@d challenges, and

participants could freely choose the room they joined. The participants did not spread evenly between

the rooms; two rooms ended up being empty, while one was overly full. However, discussion was lively,

and the participants jokingly complained to the hosthem it was time to close the rooms. Some of the

topics were briefly discussed in the main room after the rooms were closed, and all rooms made notes to
enable the hosts to make a summary of the discussions afterwards. The results of thisdmawdsk are
RA&0OdzaaSR Ay Y2NXB RSGFIAT Ay (GKS OKFLIISNI a2 2NJ aK2L)
After a brief break, we had the second keynote by Renee Gittins (IGDA). The topic of this keynote was
Y2NB 3ISYySNI T Al RA&AOdzaaSR ¢ KI (i vadhowetddeybdundadeE | YR &
LG sla I aK2NISNE tSaa AyTF2NNIGA2Y RSyasS OSNaAAzZy 2°
After the final keynote, the hosts went through a brief overview of the event, and encouraged people to
compare their expectatiomwith the outcomes. A lively discussion sparked, and some great feedback was
IAPGSYyd ¢KS FSSRolI Ol A& RA&aOdzaaSR Ay Y2NB RSOGFAT A\
network for mentors was discussed in length, and several people expressadrteriest. A majority of

the participants sent their LinkedIn profile links to the chat to continue networking and discussions later.
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The participants were promised the workshop materials and a recording of the keynotes and panel, and
after the closing waods, the workshop was over.

Handson session 1: mentoring challenges

As the first handsn exercise, the participants were asked to identify challenges they have faced or
expect to face as mentors. The challenges identified in the breakout roomiseseesorted by theme for
clarity. Many challenges were mentioned in several breakout rooms.

Finding the right menteeCA Y RAY 3 GKS NARIKG LISNBR2Y 2N 0SFY (2 YS)
mentors with a narrow area of expertise it can be a challetmyBnd a suitable mentee.

aSyisSSQa Y2UuArAgr 032YStyRSE 1F3YidARSEYI Aa | NBIjdzA NBY
independent decision; this can happen in a work environment, or in education. In these cases, the mentee

is not always internally motivid SR 2NJ R2Say Qi S@Sy dzyRSNBRUIYR gKe@
struggle to commit to mentoring or to accept advice. On the other hand, mentees might be very
motivated, but crippled by perfectionism or unreasonable expectations they pose on themselttesio

projects. They might lack a bigger picture and find it hard to prioritize and concentrate on the right things.

Time managementMentors can find it difficult to commit to mentoring regularly, or to find the energy
and mental state needed to menta@ffectively.

Boundaries.Sometimes mentees have unrealistic expectations for the mentor, or push to meet them

more often or on a shorter notice than what was agreed. Some mentees cancel meetings repeatedly, or

even skip without canceling. Many mentors fé&&BS & L2 Yy AA 0t S F2NJ 6 KS YSyiSSoa a
and beyond to help them, and feel guilty when they reach the limits of their skillset. Mentors need to be

able to draw and hold on to their boundaries in the mentoring relationship, which can beliecha.

Roles.Mentorship is a close relationship between people, and can easily turn into friendship, which
YFE1Sa Ald RAFFAOMzZZ G F2NJ 0KS YSyid2N G2 adre 202S00A
conflict; for example, if a senior employe® fnentoring a junior in the same company, and the mentee

would benefit from going to a university, should the mentor encourage them to go, or keep them in the
company? Many mentors have an unclear picture of the role of a mentdrat does it really meato be
a2YS2ySQa YSYGi2NE FyR K2g aK2z2dzZ R &2dz 0SKIFI @S & 2ySl
Trusting and understanding each othelike any human relationship, mentoring relationships are

complex, and require work. A common issue among mentors is building trust. Getting the mentee to open

up and be honest and vulnerable can take time. Breaking the ice and getting the mentee to start asking
questions is often a challenge. People may have very different backgrounds, which can make it difficult

G2 02YYdzyAOI S | yR dzy R $NEe. [Ayother Shallerige i8 ip KV®INX2Eingldd A v U
AGSNB2G@LISEa YR YI1Ay3 ldaadzYLliazya ol aAaSR 2y S| OK 2
Handson session 2: solution discussions

In the second handen session, the hosts opened five breakout rooms, and the participaate able to
freely join whichever room they wanted. Each room had its own topic. The topics were selected by the
hosts from the list of challenges identified by participants during Haordsession 1. The descriptions
below are based on the notes eachogp made during the Hanesn session 2.

Work, life and mentoring balance had no participants.

Goals and structure was the largest group with 10 participants. Their discussion revolved largely around
differences in expectations, and how one should try toidvmaking assumptions about them. A
mentoring relationship should always start with a discussion on expectations, goals, structure, and
boundaries.

This group also put their heads together about the fact that getting feedback can be tough for a mentee,
egpecially for junior artists. A suggested solution to this was that instead of criticising the art from the
outside, a mentor can guide the mentee to do it themselves.
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It was also mentioned that some countriesspecifically, Denmark have a legal requireent for
companies to have regular development dialogues with their employees to address the future
development of the employee.

This group also discussed the fact that the percentage of people moving on to have careers in other
industries is exceptionallgigh in the game industry, despite mentoring being a fairly common practice.

How to make a mentee ask the right questions had 5 participants. They defined the biggest challenge to

0S GKIG GdKS YSyidSSa 2F0Sy R2y Qi | y2Z¢ ol A G0 RSy QS 9
the case.

As a way to solve this problem, the group discussed encouraging conversation that expands beyond the
2NAIAY LT (G2LAOZ | yoestoysOmhidaau$ielp the rhedtdr to2ehd bietivde the lines

and figureout the real issues. Other things brought up were a coestte mentoring with no answers,

2yt e 3JdzARAY 3 [jdzSadA2yas yR (GKS OflFaairld | LIWNRIFOK 2°
The group talked about two styles of mentoring a team. The mentor can apprtiae problem as if
GKS@QNB | LI NI 2F GKS GSIYZ IyR KSfLI G4KSY az2ft @S (K.
FNRY (GKS (SIFYyQa AaadzSazx FyR 2FFSNI LISNRALISOGAGS G2 Gl
Keep up the motivation both mentor and mentee had 7 participant8ased on the notes, the discussion

in this group fluctuated between subtopics.

¢KS 3ANRdzL) RA&AOdzaaSR K2g AGQa y2G NBFazylrofsS (2 SEL
be helped- a mentor cannot be the sole source of motivation for the menteewdver, there is a

relationship between confidence and motivation. Helping your mentee to build confidence and create
realistic goals for the future can help them find motivation.

The group also discussed learning environments and practices that suppditience and motivation
game jams, casual meetups, collaborative drawing and role models were mentioned. Many young
mentees also need support in learning life skills and teamwork.

Mentorship Relationship professional vs friendship had no participants.

2 KAfS GKS RAaOdzaaizya RARYyQl adre aaNmRoOGte 2y GKS
conversation on mentoring related topics, and the participants seemed to enjoy this part of the workshop

a lot.

Learnings and feedback

Feedback was colleetl both during the event in discussions, in a feedback discussion directly after the

event, and via a short survey that was sent to all participants after the event. We also aimed to

dzy RSNEGFYR LI NGAOALI yiaQ o0SKI @A ardmtlddveloR thé iorkdhpp T NB Y
design

Feedback was overwhelmingly positive; participants found the workshop useful and felt more confident

to mentor after it. While the show up rate was only 47%, very few people left during the workshop.

The order oftheagg Rl g1 Ay Qi 2LIWAYIfd ¢KS aS0O02yR (1Seéy20Ss 4K
some different types of mentoring, was at the end of the pilot workshop. This led to some confusion and
misunderstandings between the participants, when a common understaningRy Qi 06 SSy Sadal o
before the group discussions.

At least one participant was expecting to get a very concrete tool box, some sort of a framework or a
KFyR6221 FT2NJ YSYG2NRAy3I FNRBY (KS S@gSyias FyR gl a afta:
CKSNE $gSNBE (22 FS¢6 oOoONBIF1a& RdNAy3a (GKS S@Syidiod tS2L)X S
replace having short,-finute breaks along the way.

Some rooms for the second part of the workshop were left empty, and one was overly crowded. This may

have been avoided if the selection of topics would have been made by the participants themselves. For
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example, the hosts could have collected the challenges identified in the first workshop into one list, and
asked the participants to vote for the best tagiby adding a star next to their favourites.

However, the participants enjoyed the breakout rooms and workshop discussions. Small group sizes
allowed for active, high quality discussions. Some expressed surprise for an online event being great for
networking.

The thought of a peer support network was, again, actively discussed during the event. There seems to
be areal need for a structure to support networking, knowledge sharing and discussions between industry
mentors.

Development needs

Based on the fedahck and learnings, the final workshop concept needs to

1 establish a common understanding of mentoring early on,

1 have more breaks,

1 keep the strong social elements and encouragement to networking, and
1 encourage hosts to share materials for later use.

The firal workshop designvas crafted with these needs in mind. The core functions of the blocks are also
color coded in the image.

FinalMentor WorkshopDesign

This mentor workshoplesignis meant to be used as a guideline for organising workshops for current and
aspiring game industry mentors. The main goathe underlyingconcepual approachis to encourage
and train game industry professionals to mentor and to give them an opportunityetavork and get
peer support.

The assumed target group of the workshop consists of industry professionals, and networking is one of
the core goals. Because of this, the concept has a heavy emphasis on peer learning, and less weight is put
on traditional lecturing or information content.

However, the contents of each block can easily be tailored to better fit the exact needs of each workshop
organizer and target group. The length of the workshop can also easily be altered by adding or removing
content blocks Read the block descriptions at the end of this document carefully to understand the
function of each block before making changes. The core functions of the blocks are also color coded in
the image.
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