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1. Competence Building for 
Mentors and Investors 

The motivation behind the Baltic Sea Game Incubation project, co-funded 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 hubs or collectives. 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 investors 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 mentors. Addressing 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 investors 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 investors and mentors 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 explored 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 investors. The design and recommendations can be found at the end of this 
document. The design for the investor and mentor workshop respectively has also been published as 
separate documents: Designing a workshop for Game Industry Mentors and Designing a Workshop for 
Game Investors which both are licensed under a Creative Commons Attribution-ShareAlike 4.0 
International License.  

We hope it will be widely used and further developed by the industry. Please get in touch if you have any 
comments, queries or further recommendations and ideas: https://balticseagames.home.blog/imprint. 

https://baltic-games.eu/files/bsgi_output_2.2_mentor_workshop_concept.pdf
https://baltic-games.eu/files/bsgi_o2.1_investor_ws_design.pdf
https://baltic-games.eu/files/bsgi_o2.1_investor_ws_design.pdf
http://creativecommons.org/licenses/by-sa/4.0
http://creativecommons.org/licenses/by-sa/4.0
https://balticseagames.home.blog/imprint


COMPETENCE BUILDING FOR MENTORS AND INVESTORS 

 

6 | #X015 BSGI 

2. Recommendations for designing 
a Mentor Workshop 

The game industry has many programs offering mentorship to inexperienced game developers and 
entrepreneurs. The mentors operate in either a regional or international capacity, and there are more 
mentors joining these programs every year. However, mentorship programs naturally focus on the needs 
of the mentees, either as individuals or as start-up teams. Mentors have their expertise to offer, but being 
an experienced game developer and entrepreneur does not necessarily imply knowledge on how to 
mentor a young person or team. To our knowledge, there exists no program to support prospective and 
current mentors of the game industry in their role as mentors. 

The industry is fast growing, and consequently so does the need for mentorship. Within this project we 
are aiming to build an agile support system for 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 industry (for overview of survey questions and analytics of responses see 
attachments). 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 part in 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 workshop. The 
feedback was used to move from the concept phase to the design phase. 

An actual pilot workshop was organised later in the Autumn of 2021 to assess the design of the workshop 
based on the revised concept. After the workshop, we again collected feedback, which was used to craft 
the final recommendations for a workshop to support game industry mentors. We also gave some other 
recommendations and pointers for next steps in the development of a healthy mentoring culture 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 mentor in games 
and correlate this with the experiences and expectations of 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 their networks and on 
channels that reach the target group, like the IGDA Finland Facebook channel. 

The survey was open for 28 days, 30.3.-25.4.2020. During this time, it got 65 responses. 
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Respondent profile  

European industry seniors  

5ŜǎǇƛǘŜ ǘƘŜ ǇǊƻƧŜŎǘ ƎǊƻǳǇΩǎ ŜŦŦƻǊǘǎ ǘƻ ǎƘŀǊŜ ǘƘŜ ǎǳǊǾŜȅ ƛƴǘŜǊƴŀǘƛƻƴŀƭƭȅΣ Ƴƻǎǘ ƻŦ ǘƘŜ ǊŜǎǇƻƴŘŜƴǘǎ ǿŜǊŜ 
from Finland (27; 41.5%)1. Second most respondents were from Denmark (14; 21.5%). Other countries 
were Sweden (6; 9.2%), Lithuania (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 for 3-5 years (24; 36.9%) or 5-10 years (17; 
26.2%). 9 respondents (13.8%) had worked in the industry for 10-15 years, 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 
occasional (21; 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 about 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 question about being mentored 
themselves and the ones who responded yes, also answered some questions about their experiences as 
a mentee. 

Subgroup profiles: Persons with and without mentoring experience 

The subgroup of respondents with no experience in mentoring in 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 games (47 respondents) 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 in 
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 mentoring early in their career (see chart on the next page). 

 

 

 
1  In addition to the Finnish game industry being particularly open, this would substantiate the notion that the more 

ƳŀǘǳǊŜ ǘƘŜ ƛƴŘǳǎǘǊȅ ǘƘŜ ƳƻǊŜ ƛƴǘŜǊŜǎǘ ƛƴ ƳŜƴǘƻǊƛƴƎ ōȅ ǾŜǘŜǊŀƴǎΦ {ŜŜ ŀƭǎƻ ǘƘŜ .DL ǇǳōƭƛŎŀǘƛƻƴ όнлнлύ άGuideline for Set-
Up and Maintenance of a Mentoring System for Game Business IncubationέΣ ǇΦ мт 

https://baltic-games.eu/files/bgi_project_-_output_3.4.pdf
https://baltic-games.eu/files/bgi_project_-_output_3.4.pdf
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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 interested in ƳŜƴǘƻǊƛƴƎ ŀǊŜ άƎƛǾŜ ōŀŎƪ ǘƻ ǘƘŜ ŎƻƳƳǳƴƛǘȅέ όмуΤ млл҈ ƻŦ ǘƘŜ ǎǳōƎǊƻǳǇύ ŀƴŘ άL ƭŜŀǊƴ 
ŦǊƻƳ ƛǘΣ ǘƻƻέ όмтΤ фпΦп҈ύΦ άbŜǘǿƻǊƪƛƴƎ ǿƛǘƘ ŦǳǘǳǊŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǇŀǊǘƴŜǊǎ ŀƴŘ Ŏƻ-ǿƻǊƪŜǊǎέ όмоΤ тнΦн҈ύ 
ŀƴŘ άŘŜŜǇ ŘƛǎŎǳǎǎƛƻƴǎ ǿƛǘƘ ƛƴǘŜǊŜǎǘƛƴƎ ǇŜƻǇƭŜέ όмнΤ ссΦт҈ύ ǿŜǊŜ ŀƭǎƻ ŎƻƳƳƻƴ ƳƻǘƛǾŀǘƛƻƴǎΦ άCǊŜǎƘ ƛŘŜŀǎ 
ŦǊƻƳ ƧǳƴƛƻǊǎέ ǿŀǎ ǎŜƭŜŎǘŜŘ ōȅ у ǊŜǎǇƻƴŘŜƴǘǎ όппΦп҈ύΣ ŀƴŘ άLǘ ǿƻǳƭŘ ƘŜƭǇ ƳŜ ƎŜǘ ŦƻǊǿŀǊŘ ƛƴ Ƴȅ ŎŀǊŜŜǊέ 
ōȅ р ǊŜǎǇƻƴŘŜƴǘǎ όнтΦу҈ύΦ н ǊŜǎǇƻƴŘŜƴǘǎ όммΦм҈ύ ǎŜƭŜŎǘŜŘ άƻǘƘŜǊΣ ǇƭŜŀǎŜ ǎǇŜŎƛŦȅέΤ ōƻǘƘ ǎǇŜŎƛŦƛŎŀǘƛƻƴǎ 
were related to social gratification. 

Respondents with experience in mentoring in games (47 respondents) were largely motivated by the 
ǎŀƳŜ ŦŀŎǘƻǊǎ ŀǎ ǘƘŜ ǎǳōƎǊƻǳǇ ǿƛǘƘ ƴƻ ŜȄǇŜǊƛŜƴŎŜΦ ¢ƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ƳƻǘƛǾŀǘƛƻƴǎ ǿŜǊŜ άƎƛǾŜ ōŀŎƪ ǘƻ ǘƘŜ 
ŎƻƳƳǳƴƛǘȅέ όпнΤ уфΦп҈ ƻŦ ǘƘŜ ǎǳōƎǊƻǳǇύ ŀƴŘ άL ƭŜŀǊƴ ŦǊƻƳ ƛǘ ǘƻƻέ όпнΤ уфΦп҈ύΦ ¢ƘŜȅ ǿŜǊŜ ŦƻƭƭƻǿŜŘ 
by  άƴŜǘǿƻǊƪƛƴƎ ǿƛǘƘ ŦǳǘǳǊŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǇŀǊǘƴŜǊǎ ŀƴŘ Ŏƻ-ǿƻǊƪŜǊǎέ όотΤ туΦт҈ύ ŀƴŘ άŘŜŜǇ ŘƛǎŎǳǎǎƛƻƴǎ 
ǿƛǘƘ ƛƴǘŜǊŜǎǘƛƴƎ ǇŜƻǇƭŜέ όопΤ тнΦо҈ύΣ ǿƘƛŎƘ ǿŜǊŜ ōƻǘƘ ǎƭƛƎƘǘƭȅ ƳƻǊŜ ŎƻƳƳƻƴ ǘƘŀƴ ƛƴ ǘƘŜ ƻǘƘŜǊ ǎǳōƎǊƻǳǇ. 
άCǊŜǎƘ ƛŘŜŀǎ ŦǊƻƳ ƧǳƴƛƻǊǎέ ǿŀǎ ǎƭƛƎƘǘƭȅ ƭŜǎǎ ŎƻƳƳƻƴ όнлΤ пнΦс҈ύΦ 

άhǘƘŜǊΣ ǇƭŜŀǎŜ ǎǇŜŎƛŦȅέ ǿŀǎ ŎƘƻǎŜƴ ōȅ ф ǇŜƻǇƭŜ όмфΦм҈ύ ƛƴ ǘƘƛǎ ǎǳōƎǊƻǳǇΦ {ǇŜŎƛŦƛŎŀǘƛƻƴǎ ǿŜǊŜ ǊŜƭŀǘŜŘ ǘƻ 
different forms of social gratification and strengthening the local community. One respondent 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 
ƳŜƴǘƻǊƛƴƎ ŀǎ ŀ ǇŀǊǘ ƻŦ ƻƴŜΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ǊƻƭŜΦ άLǘ ŎƻƳŜǎ ǿƛǘƘ Ƴȅ ǿƻǊƪ ǊƻƭŜέ ǿŀǎ ǎŜƭŜŎǘŜŘ by 16 
ǊŜǎǇƻƴŘŜƴǘǎ όоп҈ύ ŀƴŘ άLΩƳ ǇŀƛŘ ǘƻ ƳŜƴǘƻǊέ ōȅ т ǊŜǎǇƻƴŘŜƴǘǎ όмпΦф҈ύΦ LǘΩǎ ǿƻǊǘƘ ƴƻǘƛƴƎ ǘƘŀǘ ƴƻƴŜ ƻŦ 
these respondents only selected these options as motivations for their mentoring; they were all also 
motivated by other factors. 

A large majority of respondents 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. 
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Reasons for not mentoring yet: Self-assessed lack of mentoring skills and industry experience 

Respondents with no experience in mentoring in games (18 respondents) were asked to select the reasons 
ǿƘȅ ǘƘŜȅ ƘŀǾŜƴΩǘ ƳŜƴǘƻǊŜŘ ȅŜǘΦ ¢ƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǊŜŀǎƻƴǎ ǿŜǊŜ άƭŀŎƪ ƻŦ ƪƴƻǿƭŜŘƎŜ ƻƴ Ƙƻǿ ǘƻ ƳŜƴǘƻǊέ 
όуΤ ппΦп҈ ƻŦ ǘƘŜ ǎǳōƎǊƻǳǇύ ŀƴŘ άL ƴŜŜŘ ƳƻǊŜ ŜȄǇŜǊƛŜƴŎŜ ƛƴ ǘƘŜ ƛƴŘǳǎǘǊȅέ όуΤ ппΦп҈ύΦ ¢ƘŜȅ ǿŜǊŜ ŦƻƭƭƻǿŜŘ 
ōȅ άƭŀŎƪ ƻŦ ƛƳǇƻǊǘŀƴǘ ǇǊƻŦŜǎǎƛƻƴŀƭ ƪƴƻǿƭŜŘƎŜέ όтΤ оуΣф҈ύ ŀƴŘ άL ŘƻƴΩǘ ƪƴƻǿ Ƙƻǿ ǘƻ ŦƛƴŘ ǎƻƳŜƻƴŜ ǘƻ 
ƳŜƴǘƻǊέ όрΤ нтΦу҈ύΦ άL ŘƻƴΩǘ ƘŀǾŜ ǘƘŜ ǘƛƳŜέ ŀƴŘ άL ŎŀƳŜ ǘƻ ǘƘƛƴƪ ƻŦ ƛǘ ƻƴƭȅ ǊŜŎŜƴǘƭȅέ ǿŜǊŜ ŎƘƻǎŜƴ ōȅ о 
respondents (16.7%) each. 

п ǊŜǎǇƻƴŘŜƴǘǎ ǎŜƭŜŎǘŜŘ ǘƘŜ ƻǇǘƛƻƴ άƻǘƘŜǊέΦ ¢ƘŜƛǊ ǎǇŜŎƛŦƛŎŀǘƛƻƴǎ ƛƴŎƭǳŘŜŘ ƭŀŎƪ ƻŦ ŎƻƴŦƛŘŜƴŎŜΣ ŜȄǇŜǊƛŜƴŎŜ 
being from making games as a hobby and not commercial games, and no-one asking to be mentored. One 
respondent also mentioned that they actually have menǘƻǊŜŘΣ ōǳǘ ƛǘ ǿŀǎƴΩǘ ƻŦŦƛŎƛŀƭΦ 

¢ƘŜ ǊŜǎǇƻƴŘŜƴǘǎ ŀƭǎƻ ƘŀŘ ǘƘŜ ƻǇǘƛƻƴ ǘƻ ŀƴǎǿŜǊ ǘƘŜ ƻǇŜƴ ǉǳŜǎǘƛƻƴ άƛŦ ŜŘǳŎŀǘƛƻƴ ŎƻǳƭŘ ƘŜƭǇ ȅƻǳ ōŜŎƻƳŜ 
ŀ ƳŜƴǘƻǊΣ ǿƘƛŎƘ ǎǳōƧŜŎǘǎ ǿƻǳƭŘ ōŜ ǘƘŜ Ƴƻǎǘ ǳǎŜŦǳƭ ƻƴŜǎΚέ мо ǊŜǎǇƻƴŘŜƴǘǎ ǿǊƻǘŜ ŀƴ ŀƴǎǿŜǊ ǘƻ ǘƘƛǎ 
question. Their responses included 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, like public speaking or building a portfolio, 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 former mentee  

Beneficial, fairly common, and 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 mentoring experience 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 experience in the industry, 85.7% had received mentoring. Respondents 



COMPETENCE BUILDING FOR MENTORS AND INVESTORS 

 

10 | #X015 BSGI 

with 10-15 years or 5-10 years of experience were significantly less likely to have received mentoring - 
66.7% and 61.1%, respectively. Of respondents with 3-5 years of experience, 70.8% had received 
mentoring, and of those with 1-2 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 
experience in the industry and receiving mentoring sessions. 50.0% of respondents with 1-2 years of 
experience were still receiving mentoring sessions. For respondents with 3-5 years of experience, the 
percentage fell to 38.9%, for respondents with 5-10 years of experience, 20.0%, and 10-15 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 several repeating 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. There were also 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 reasons for 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) found it beneficial. 15.9% (7 respondents) found it neutral, and 1.5% (1 respondent) 
negative. 

Perceived challenges of being a mentee: Time management, lack of structure, communication and trust 

The respondents were also asked to tell about the challenges they have 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, find the time to think about all the 
things discussed, and do assignments they were given by their mentor. Several respondents wished they 
had a clearer framework for mentoring - when to meet, what to discuss, which kinds of questions to ask. 
Finding the right mentor was also a common challenge; both finding a mentor with the right professional 
skills and finding a personality match were mentioned several times. 

aŀƴȅ ǊŜǎǇƻƴŘŜƴǘǎ ŀƭǎƻ ƛŘŜƴǘƛŦƛŜŘ ƳƻǊŜ ŀōǎǘǊŀŎǘ ŎƘŀƭƭŜƴƎŜǎΦ wŜƛƴǘŜǊǇǊŜǘƛƴƎ ǘƘŜ ƭŜŀǊƴƛƴƎǎ ŀƴŘ ƳŜƴǘƻǊǎΩ 
storƛŜǎ ǘƻ ǘƘŜ ƳŜƴǘŜŜǎΩ ƻǿƴ ǎƛǘǳŀǘƛƻƴ ǿŀǎ ŀ ŎƻƳƳƻƴ ƛǎǎǳŜΦ Lƴ ǎƻƳŜ ŎŀǎŜǎΣ ǘƘŜ ƳŜƴǘŜŜ ŀƭǎƻ ŦŜƭǘ ǘƘŜ ƳŜƴǘƻǊ 
ŘƛŘƴΩǘ ǳƴŘŜǊǎǘŀƴŘ ǘƘŜ ŘƛŦŦŜǊŜƴŎŜǎ ōŜǘǿŜŜƴ ǘƘŜƛǊ ƻǿƴ ŀƴŘ ǘƘŜ ƳŜƴǘŜŜΩǎ ǎƛǘǳŀǘƛƻƴΦ hƴŜ ǊŜǎǇƻƴŘŜƴǘ 
mentioned being frustrated with their team members after mentoring, 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 
ǊŜǎǇƻƴŘŜƴǘǎΦ ¢ƘŜǎŜ ƛǎǎǳŜǎ ƻŦǘŜƴ ƘŀŘ ǘƻ Řƻ ǿƛǘƘ ǘƘŜ ƳŜƴǘŜŜΩǎ ƭŀŎƪ ƻŦ ŎƻƴŦƛŘŜƴŎŜΣ fear of sounding stupid, 
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 felt they could not trust their mentors to respect the confidentiality of the discussions; 
ƛƴ ƻƴŜ ŎŀǎŜΣ ǘƘŜ ƳŜƴǘƻǊ ǿŀǎ ŀǎǎƛƎƴŜŘ ōȅ ǘƘŜ ƳŜƴǘŜŜΩǎ ǿƻǊƪǇƭŀŎŜΣ ŀƴŘ ǘƘŜ ƳŜƴǘŜŜ ǿŀǎ ŀŦǊŀƛŘ ƻŦ ǘƘŜ 
mentor relaying the discussions to their superiors. 

 

Challenges a mentor could have helped to solve: Networking, 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 beginning of their career. 53 respondents wrote an answer to this open 
question. 
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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 career after graduation, and some 
about game entrepreneurship and running your own business. Some of the responses were very practical 
and hands-on, 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 networking - understanding 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 gain confidence 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 peopleΩǎ ǇŜǊǎǇŜŎǘƛǾŜǎΣ ŀƴŘ ǘƻ ƎŜǘ ƘƻƴŜǎǘ ƻǇƛƴƛƻƴǎ ƻŦ ǇŜƻǇƭŜ ǿƘƻ ŀǊŜ ƻǳǘǎƛŘŜǊǎ ǘƻ ǘƘŜ 
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 the responses 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 networking 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. On the other hand, some responses 
were very practical and hands-on; 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 to practical, hands-on professional skill development included learning the best 
ǇǊŀŎǘƛŎŜǎ ƻŦ ǇŜǊǎƻƴŀƭ ǿƻǊƪŦƭƻǿΣ ŦƛƴŘƛƴƎ ƎƻƻŘ ǊŜǎƻǳǊŎŜǎΣ ŀƴŘ άƘƻǿ ǘƻ ƳŀƪŜ ŀ ƎƻƻŘ ƎŀƳŜέΦ 

Support for mentors 

Mentor training and peer support 

Both the respondents with experience in mentoring 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 
ŘƛŦŦŜǊŜƴǘΤ άǿƻǳƭŘ ȅƻǳ ōŜ ƛƴǘŜǊŜǎǘŜŘ ƛƴΧέ ŦƻǊ ǘƘŜ ŦƻǊƳŜǊ ƎǊƻǳǇΣ ŀƴŘ άǿƘŀǘ ǿƻǳƭŘ ƘŜƭǇ ȅƻǳ ōŜŎƻƳŜ a 
ƳŜƴǘƻǊ ƛƴ ƎŀƳŜǎέ ŦƻǊ ǘƘŜ ƭŀǘǘŜǊΦ ¢ƘŜ ǊŜǎǇƻƴǎŜ ƻǇǘƛƻƴǎ ǿŜǊŜ ǘƘŜ ǎŀƳŜ ŦƻǊ ōƻǘƘ ƎǊƻǳǇǎΥ άŜŘǳŎŀǘƛƻƴ ƛƴ Ƙƻǿ 
ǘƻ ƳŜƴǘƻǊέΣ άŜŘǳŎŀǘƛƻƴ ǘƻ Ŧƛƭƭ ǇǊƻŦŜǎǎƛƻƴŀƭ ƪƴƻǿƭŜŘƎŜ ƎŀǇǎ L ƘŀǾŜέΣ άƘŜƭǇ ƛƴ ŦƛƴŘƛƴƎ ǇŜƻǇƭŜ ǘƻ ƳŜƴǘƻǊέΣ 
άƘŀƴŘǎ-ƻƴ ǎǳǇǇƻǊǘ ƛƴ ōŜƛƴƎ ŀ ƳŜƴǘƻǊέΣ ŀƴŘ άŀ ƴŜǘǿƻǊƪ ƻŦ ƳŜƴǘƻǊǎ ŦƻǊ ǇŜŜǊ ǎǳǇǇƻǊǘέΦ ¢ƘŜǊŜ ǿŜǊŜ ŎƭŜŀǊ 
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 would be 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 very 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 it very 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 experience, 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 
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with no mentoring experience, 27.8% (5) would find it to be very helpful, 50.0% (9) helpful, and 16.7% (3) 
ƭƛǘǘƭŜ ƘŜƭǇΦ bƻ ǊŜǎǇƻƴŘŜƴǘ ŎƘƻǎŜ άǿƻǳƭŘ ƴƻǘ ƘŜƭǇέΦ 

Hands-on 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) would be very interested 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-on support was found very helpful by 27.8% of respondents 
(5), and helpful by 50.0% (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% (14) found it very interesting, 39.2% (19) interesting, and 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 
ŎƘƻǎŜ ǘƘŜ ƻǇǘƛƻƴ άǿƻǳƭŘ ƴƻǘ ƘŜƭǇέΦ 

 

Useful topics for mentor training: Soft 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 help them. These were open and optional 
questions, 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 respondents with mentoring experience more frequently 
mentioned topics around psychology, soft skills and communication; these topics did come up several 
times also with the non-experienced subgroup, but even more with the experienced one. These topics 
included active listening, inspiring others, giving feedback and supporting growth, among other things. 

Both groups also mentioned practical mentoring topics more than once - how to structure mentoring, 
what kinds of tools and processes to use, creating goals, and teaching methods. 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 work, including 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. 

άwŜƎƛƻƴŀƭ ƪƴƻǿƭŜŘƎŜ ŦƻǊ ŘƛŦŦŜǊŜƴǘ ǊŜƎƛƻƴŀƭ ƎŀƳŜ ŦǳƴŘƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ǎŎŜƴŜǎέ ǿŀǎ ƳŜƴǘƛƻƴŜŘ ƻƴŎŜ 
ōȅ ŀƴ ŜȄǇŜǊƛŜƴŎŜŘ ƳŜƴǘƻǊΦ !ƴƻǘƘŜǊ ŜȄǇŜǊƛŜƴŎŜŘ ƳŜƴǘƻǊ ƳŜƴǘƛƻƴŜŘ ǘƘŜȅΩŘ ƭƛƪŜ ǘƻ ƘŀǾŜ ŀ ŎǊƻǿŘǎƻǳǊŎŜŘ 
reading list of recommendations by other mentors. 

When asked 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 repeatedly; it 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 structures 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 confidence - both building your own and 
ǎǳǇǇƻǊǘƛƴƎ ƻǘƘŜǊǎΩ - came up several times, too. Training on soft skills could support the culture of 
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ƳŜƴǘƻǊƛƴƎ ŜŦŦŜŎǘƛǾŜƭȅΦ ¢ƘŜǎŜ ǎƪƛƭƭǎ ŀǊŜ ŀƭǎƻ ǳǎŜŦǳƭ ŦƻǊ ƴŜŀǊƭȅ ŀƴȅƻƴŜΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘΣ ƴƻ 
matter their specific profession. 

While some hard skills were also brought up in the survey results, training on 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 sub-skills. Organizing mentor training on professional hard 
skills is not necessarily realistic. However, supporting mentoring, possibly peer-mentoring, 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 mentoring - structures, 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 in having 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 that the main challenges for the mentors are defining 
the scope and goals of the mentoring, keeping up the long-term communication with the mentees, and 
having confidence in their own expertise. Because of this, the workshop design should aim to provide 
concrete tools 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 mentoring experience and ones who are only planning to 
start mentoring others; this enhances peer learning and confidence building. 

First test-run 

To test our early concept for the mentor workshop, we ran a preliminary test workshop with a small, 
handpicked audience - a balanced mix of people with and without mentoring experience. This test group 
was tasked to give us detailed feedback, which we could use to develop the actual design before 
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, I 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 test 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 hands-ƻƴ ǎŜǎǎƛƻƴ άbƻ ǿƻǊǊƛŜǎΣ L Ǝƻǘ ƛǘΗέ ǿŀǎ ŀƴ ŜȄŜǊcise in listening and empathy. 
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 situation - real 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 retelling the same 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 develop the 
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 feedback to work 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 thought it was good to discuss these topics, the speakers should 
strive to find a balance between giving instructions and encouraging mentors. 

The hands-on session was found to be helpful and fun by the participants. However, some of them 
misunderstood the instructions; 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 hands-on session encourages people 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 re-told to another participant. 

The participants were encouraged to give feedback, discuss and comment on everything during the 
workshop. This together with the intimate, two-person hands-on session led the workshop to be a very 
open and trusting environment. The participants enjoyed this a lot, and it helped them with genuine 
networƪƛƴƎ ŀƴŘ ǇŜŜǊ ǎǳǇǇƻǊǘΦ ¢Ƙƛǎ άŎƛǊŎƭŜ ƻŦ ǘǊǳǎǘέ ŜŦŦŜŎǘ ƛǎ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ ǘƘŜ Ŧƛƴŀƭ ǿƻǊƪǎƘƻǇ design 
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 scale 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 healthy industry 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 the design was viable. 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 opinions and 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 hands-on 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 
communication. With this in mind, we decided to find some external expert help to help us in developing 
the program further. 
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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 helpful. Their understanding and experiences of facilitation helped us 
identify potential issues in our plan, and to correct them. We decided to split our planned hands-on 
session in two parts with a clear connection to each other, but with a keynote in between; this would 
help us keep the participants better engaged and committed to the 5-hour event. We also decided to 
alternate between talks (keynotes and panel) and hands-on exercises throughout the event, both to pace 
it for the participants and to give ourselves more flexibility for preparations and possible technical issues. 

Although the hands-on session we had in the test workshop was a success, we wanted to try something 
ŜƭǎŜ ŦƻǊ ǘƘŜ Ǉƛƭƻǘ ǿƻǊƪǎƘƻǇΤ ǇƻǘŜƴǘƛŀƭƭȅΣ ǿŜΩŘ ǘƘŜƴ ƘŀǾŜ ǘǿƻ ƻǇǘƛƻƴŀƭ ƘŀƴŘǎ-on work recommendations 
for the final concept. So, we also worked on a new hands-on workshop concept. 

We decided to ask the participants to first identify and then discuss and potentially solve some challenges 
of mentoring in a two-part work session. To support their 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 a 5-hour event with two keynote speakers, a panel discussion, and two hands-
on sessions. It was organized on 20 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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Experiences 

Tickets for the event were available for free on the Eventbrite platform. The event information was shared 
ǿƛŘŜƭȅ ƻƴ ƎŀƳŜ ƛƴŘǳǎǘǊȅ ŎƘŀƴƴŜƭǎ ŀƴŘ ƛƴ ǇǊƻƧŜŎǘ ǇŀǊǘƴŜǊǎΩ ǇŜǊǎƻƴŀƭ ƴŜǘǿƻǊƪǎΦ сс ǘƛŎƪŜǘ ǊŜǎŜǊǾŀǘƛƻƴǎ ǿŜǊŜ 
made; 31 participants joined the 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 30-minute registration period to avoid a last-minute rush, and to enable the 
participants to chat 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 participants to the workshop, introduced themselves 
and the project, and briefly explained the program for the day. This was followed by a small warm-up 
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 and styles of mentorship. 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 hands-on session. Participants were sent to small (2-3 
participants) breakout rooms to discuss 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 hands-on task. Participants, on the other hand, had a chance to 
discuss their challenges and fears, while intimately networking with their small, randomly assigned 
breakout room group. The results of this hands-on session are discussed in more detail in the chapter 
ά²ƻǊƪǎƘƻǇ мΥ ƳŜƴǘƻǊƛƴƎ ŎƘŀƭƭŜƴƎŜǎέ. 

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). 
¢Ƙƛǎ ƪŜȅƴƻǘŜ ǿŜƴǘ ŘŜŜǇ ƛƴǘƻ ǘƘŜ ŘŜǘŀƛƭǎ ƻŦ ǘƘŜ ǎǇŜŀƪŜǊΩǎ ƳŜƴǘƻǊƛƴƎ ŜȄǇŜǊƛŜƴŎŜǎΣ ǘŜŎƘƴƛǉǳŜǎ ŀƴŘ ǘƻƻƭǎΦ 
The purpose was to give the participants concrete advice and tips on how to help their mentees. 

The second hands-on 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 hand-picked 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 hosts when 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 this hands-on work are 
ŘƛǎŎǳǎǎŜŘ ƛƴ ƳƻǊŜ ŘŜǘŀƛƭ ƛƴ ǘƘŜ ŎƘŀǇǘŜǊ ά²ƻǊƪǎƘƻǇ нΥ ǎƻƭǳǘƛƻƴ ŘƛǎŎǳǎǎƛƻƴǎέΦ 

After a brief break, we had the second keynote by Renee Gittins (IGDA). The topic of this keynote was 
ƳƻǊŜ ƎŜƴŜǊŀƭΤ ƛǘ ŘƛǎŎǳǎǎŜŘ ǿƘŀǘ ƳŜƴǘƻǊƛƴƎ ƛǎΣ ŀƴŘ ǿƘŀǘ ƛǘ ƛǎƴΩǘΣ ǿƘŀǘ ǘƻ ŜȄǇŜŎt and how to set boundaries. 
Lǘ ǿŀǎ ŀ ǎƘƻǊǘŜǊΣ ƭŜǎǎ ƛƴŦƻǊƳŀǘƛƻƴ ŘŜƴǎŜ ǾŜǊǎƛƻƴ ƻŦ wŜƴŜŜ DƛǘǘƛƴǎΩ ƪŜȅƴƻǘŜ ƛƴ ǘƘŜ ǘŜǎǘ ǿƻǊƪǎƘƻǇΦ  

After the final keynote, the hosts went through a brief overview of the event, and encouraged people to 
compare their expectations with the outcomes. A lively discussion sparked, and some great feedback was 
ƎƛǾŜƴΦ ¢ƘŜ ŦŜŜŘōŀŎƪ ƛǎ ŘƛǎŎǳǎǎŜŘ ƛƴ ƳƻǊŜ ŘŜǘŀƛƭ ƛƴ ŎƘŀǇǘŜǊ ά[ŜŀǊƴƛƴƎǎ ŀƴŘ ŦŜŜŘōŀŎƪέΦ ! ǇŜŜǊ ǎǳǇǇƻǊǘ 
network for mentors was discussed in length, and several people expressed their interest. 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 words, the workshop was over. 

Hands-on session 1: mentoring challenges 

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

Finding the right mentee. CƛƴŘƛƴƎ ǘƘŜ ǊƛƎƘǘ ǇŜǊǎƻƴ ƻǊ ǘŜŀƳ ǘƻ ƳŜƴǘƻǊ ƛǎƴΩǘ ŀƭǿŀȅǎ ŜŀǎȅΦ 9ǎǇŜŎƛŀƭƭȅ ŦƻǊ 
mentors with a narrow area of expertise it can be a challenge to find a suitable mentee. 

aŜƴǘŜŜΩǎ ƳƻǘƛǾŀǘƛƻƴ ŀƴŘ ŀǘǘƛǘǳŘŜǎΦ {ƻƳŜǘƛƳŜǎ ƳŜƴǘƻǊƛƴƎ ƛǎ ŀ ǊŜǉǳƛǊŜƳŜƴǘ ŀƴŘ ƴƻǘ ǘƘŜ ƳŜƴǘŜŜΩǎ 
independent decision; this can happen in a work environment, or in education. In these cases, the mentee 
is not always internally motivŀǘŜŘΣ ƻǊ ŘƻŜǎƴΩǘ ŜǾŜƴ ǳƴŘŜǊǎǘŀƴŘ ǿƘȅ ǘƘŜȅ ƴŜŜŘ ƳŜƴǘƻǊƛƴƎΦ ¢ƘŜȅ Ƴŀȅ 
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 themselves or their 
projects. They might lack a bigger picture and find it hard to prioritize and concentrate on the right things. 

Time management. Mentors can find it difficult to commit to mentoring regularly, or to find the energy 
and mental state needed to mentor effectively. 

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 feel ǊŜǎǇƻƴǎƛōƭŜ ŦƻǊ ǘƘŜ ƳŜƴǘŜŜΩǎ ǎǳŎŎŜǎǎΣ ǘŜƴŘ ǘƻ Ǝƻ ŀōƻǾŜ 
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 be a challenge. 

Roles. Mentorship is a close relationship between people, and can easily turn into friendship, which 
ƳŀƪŜǎ ƛǘ ŘƛŦŦƛŎǳƭǘ ŦƻǊ ǘƘŜ ƳŜƴǘƻǊ ǘƻ ǎǘŀȅ ƻōƧŜŎǘƛǾŜ ŀƴŘ ǇǊƻŦŜǎǎƛƻƴŀƭΦ ! ƳŜƴǘƻǊΩǎ ǊƻƭŜǎ Ŏŀƴ ŀƭǎƻ ōŜ ƛƴ 
conflict; for example, if a senior employee is mentoring 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 mentor - what does it really mean to be 
ǎƻƳŜƻƴŜΩǎ ƳŜƴǘƻǊΣ ŀƴŘ Ƙƻǿ ǎƘƻǳƭŘ ȅƻǳ ōŜƘŀǾŜ ŀǎ ƻƴŜΚ 

Trusting and understanding each other. Like 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 
ǘƻ ŎƻƳƳǳƴƛŎŀǘŜ ŀƴŘ ǳƴŘŜǊǎǘŀƴŘ ŜŀŎƘ ƻǘƘŜǊΩǎ Ǉƻƛƴǘ of view. Another challenge is to avoid relying on 
ǎǘŜǊŜƻǘȅǇŜǎ ŀƴŘ ƳŀƪƛƴƎ ŀǎǎǳƳǇǘƛƻƴǎ ōŀǎŜŘ ƻƴ ŜŀŎƘ ƻǘƘŜǊΩǎ ŀƎŜΣ ƎŜƴŘŜǊΣ ŜǘŎΦ 

Hands-on session 2: solution discussions 

In the second hands-on session, the hosts opened five breakout rooms, and the participants were 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 Hands-on session 1. The descriptions 
below are based on the notes each group made during the Hands-on 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 to avoid making 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, 
especially 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 countries - specifically, Denmark - have a legal requirement 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 exceptionally high 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 
ōŜ ǘƘŀǘ ǘƘŜ ƳŜƴǘŜŜǎ ƻŦǘŜƴ ŘƻƴΩǘ ƪƴƻǿ ǿƘŀǘ ǘƘŜȅ ƴŜŜŘΦ ¢ƘŜȅ Ƴŀȅ ōŜƭƛŜǾŜ ǘƘŜȅ ŘƻΣ ōǳǘ ƛǘ ƛǎƴΩǘ ƴŜŎŜǎǎŀǊƛƭȅ 
the case. 

As a way to solve this problem, the group discussed encouraging conversation that expands beyond the 
ƻǊƛƎƛƴŀƭ ǘƻǇƛŎΣ ŀƴŘ ƛƴŎƭǳŘŜǎ ŀ ƭƻǘ ƻŦ άǿƘȅέ-questions. This can help the mentor to read between the lines 
and figure out the real issues. Other things brought up were a coach-style mentoring with no answers, 
ƻƴƭȅ ƎǳƛŘƛƴƎ ǉǳŜǎǘƛƻƴǎΣ ŀƴŘ ǘƘŜ ŎƭŀǎǎƛŎ ŀǇǇǊƻŀŎƘ ƻŦ ŀǎƪƛƴƎ άǿƘȅέ ŦƛǾŜ ǘƛƳŜǎ ǊŜŎǳǊǎƛǾŜƭȅΦ 

The group talked about two styles of mentoring a team. The mentor can approach the problem as if 
ǘƘŜȅΩǊŜ ŀ ǇŀǊǘ ƻŦ ǘƘŜ ǘŜŀƳΣ ŀƴŘ ƘŜƭǇ ǘƘŜƳ ǎƻƭǾŜ ǘƘŜ ƛǎǎǳŜǎ ƛƴ ǇǊŀŎǘƛŎŜΦ hǊΣ ǘƘŜȅ Ŏŀƴ ŀƛƳ ǘƻ ǎǘŀȅ ŘŜǘŀŎƘŜŘ 
ŦǊƻƳ ǘƘŜ ǘŜŀƳΩǎ ƛǎǎǳŜǎΣ ŀƴŘ ƻŦŦŜǊ ǇŜǊǎǇŜŎǘƛǾŜ ǘƻ ǘƘŜ ƛǎǎǳŜǎΦ 

Keep up the motivation - both mentor and mentee had 7 participants. Based on the notes, the discussion 
in this group fluctuated between subtopics. 

¢ƘŜ ƎǊƻǳǇ ŘƛǎŎǳǎǎŜŘ Ƙƻǿ ƛǘΩǎ ƴƻǘ ǊŜŀǎƻƴŀōƭŜ ǘƻ ŜȄǇŜŎǘ ŀ ƳŜƴǘƻǊ ǘƻ ƘŜƭǇ ǎƻƳŜƻƴŜ ǿƘƻ ŘƻŜǎƴΩǘ ǿŀƴǘ ǘƻ 
be helped - a mentor cannot be the sole source of motivation for the mentee. However, 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 support confidence 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. 

²ƘƛƭŜ ǘƘŜ ŘƛǎŎǳǎǎƛƻƴǎ ŘƛŘƴΩǘ ǎǘŀȅ ǎǘǊƛŎǘƭȅ ƻƴ ǘƘŜ ŘŜŦƛƴŜŘ ǘƻǇƛŎ ƛƴ ŜǾŜǊȅ ǊƻƻƳΣ ǘƘŜȅ ŀƭƭ ƘŀŘ ŀ ƭƛǾŜƭȅ 
conversation on mentoring related topics, and the participants seemed to enjoy this part of the workshop 
a lot. 

Learnings and feedback 

Feedback was collected 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 
ǳƴŘŜǊǎǘŀƴŘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ōŜƘŀǾƛƻǳǊ ŀƴŘ ƭŜŀǊƴ ŦǊƻƳ ƛǘ ǘƻ ŦƛƴŘ ƻǳǘ Ƙƻǿ ǘƻ Ŧurther develop the workshop 
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 of the ageƴŘŀ ǿŀǎƴΩǘ ƻǇǘƛƳŀƭΦ ¢ƘŜ ǎŜŎƻƴŘ ƪŜȅƴƻǘŜΣ ǿƘƛŎƘ ŜȄǇƭŀƛƴŜŘ ƳŜƴǘƻǊƛƴƎ ŀƴŘ ŘŜǎŎǊƛōŜŘ 
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 understanding ƘŀŘƴΩǘ ōŜŜƴ ŜǎǘŀōƭƛǎƘŜŘ 
before the group discussions. 

At least one participant was expecting to get a very concrete tool box, some sort of a framework or a 
ƘŀƴŘōƻƻƪ ŦƻǊ ƳŜƴǘƻǊƛƴƎ ŦǊƻƳ ǘƘŜ ŜǾŜƴǘΣ ŀƴŘ ǿŀǎ ǎƭƛƎƘǘƭȅ ŘƛǎŀǇǇƻƛƴǘŜŘ ǿƘŜƴ ƻƴŜ ǿŀǎƴΩǘ ǎƘŀǊŜŘΦ 

¢ƘŜǊŜ ǿŜǊŜ ǘƻƻ ŦŜǿ ōǊŜŀƪǎ ŘǳǊƛƴƎ ǘƘŜ ŜǾŜƴǘΦ tŜƻǇƭŜ ƴŜŜŘ ōǊŜŀǘƘŜǊǎΣ ŀƴŘ ƘŀǾƛƴƎ ƻƴŜ ƭƻƴƎŜǊ ōǊŜŀƪ ŎŀƴΩǘ 
replace having short, 5-minute 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 topics by 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 a real need for a structure to support networking, knowledge sharing and discussions between industry 
mentors. 

Development needs 

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

¶ establish a common understanding of mentoring early on, 
¶ have more breaks, 
¶ keep the strong social elements and encouragement to networking, and 
¶ encourage hosts to share materials for later use. 

The final workshop design was crafted with these needs in mind. The core functions of the blocks are also 
color coded in the image. 

Final Mentor Workshop Design 

This mentor workshop design is meant to be used as a guideline for organising workshops for current and 
aspiring game industry mentors. The main goal of the underlying conceptual approach is to encourage 
and train game industry professionals to mentor and to give them an opportunity to network 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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