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PROGRAM overview

WELCOME

10:05-10:15
Share your knowledge
10:20-10:35
Association of Estonian
Career Counsellors
10:40-10:50
Beaz
10:55- 11:05
PROJECT 33
1:10- 1:20
Fundacicn INCYDE

11:30
45 min BREAK

WELCOME

12:20-12:30
Antwerp Management
School
12:35-12:45
Creative Mentorship
12:50-13:00
Estonian Theatre for Young
Audiences
13:05-13:15
Fundacion Gaztenpresa

13:20
5 min BREAK

13:25-13:35

University of Antwerp
13:40-13:50

Music Estonia
13:55-14:05

Cultuurloket UA

WRAP-UP

video: Creative
Mentorship

14:25

WELCOME

Kadi-Ell Tahiste
a Contemporary Art galerist
from Estonia;

ina Kivinukk
psychologist from EMTA;
Christine Sluysmans
CultuurtOndernemen

Q&A

11:30
45 min BREAK

WELCOME

What is your link with
mentorship?

Discussion among
REMAM partners

video: University
of Antwerpen

13:45

13:45

WELCOME

Needs of students
and young
professionals in arts
management that
mentorship could
support

Wrap-up

11:30
45 min BREAK

WELCOME

Kristina
Kuznetsova-Bogdanovits,
PhD student, Sibelius Academy

Discussion

13:00
5 min BREAK

Expert’'s comments
Ulle Susi
Q&A

video: LAC

REMAM: Building Bridges with Practitioners Community
May 31- June 4, 2021 | Online gathering

DAY 4
3 June

WELCOME

Zorana Milovanovic
“Share your knowledge”

Wrap-up

11:30
45 min BREAK

WELCOME

Jelena Knezevic

Belgrade International
Theatre Festival

Bojana Kovaéevié
National Theatre in Sombor,
Serbia

Rasa Bugavicute - Péce
Dramatist and writer, Latvia
Leonarda Kestere
Cultural policy expert,
preducer and manager,
Latvia

video: Music
Estonia

13:45

DAY 5

4 June

WELCOME

Mr. Xabier Otxandiano
Councillor for Economics
Development, Trade and
Employment, Bilbao City
Council

Wrap-up

11:30

45 min BREAK

WELCOME
Reporter's

presentations:

12:20
Session 2: Dragana, CM
12:25

Session 3: Nathalie, UA
12:30

Session 4: Hannele, NT

Session 5: Kai, EAMT
12:40
Session 6: Inne, UA
12:45
Session 7: Tatjana, CM
12:50
Session 8: Annukka, EMTA

Discussion

13:45

video: Bilbao




Online relationships

]
interactions and learning
reporter: smoser
Dragana 0% conteno
create safe do”
(C M) atmosphere
TRUST _
allowing
extra effort time
to create e
1 trust people are
Hannele's notes o
during session
PERSONAL
MOTIVATION
having a a lot of work
mindset that this happens in
relationship is between
meetings

the best for me

HARD
TOPICS

mentoring
competitors

what
happens in
Vegas, stays
in Vegas

a crucial point is
the selection of
mentees/mentors

discussion on
is it easier or
harder to
discuss hard
topics online

focus on
wider
' most TIPS &
topics valuable '
discussions TRICKS  rpossibly have
. 1st meeting
zooming offline/face to
out face
MENTORING e
more
expressive
. than you are
technical used to
- tools
very efficient technology
in business develops (Zoom joint video
sector example during watching or a
harder to (Dusan's 2020-2021) ; S
read non- video tour of
ekl e example) .
verbal cues surroundings helps
p:‘g‘;‘e"he:"“:& to create common
?:{:—UI:;O it Gl space/trust
nesmare | e
hardcore ’ %
communication energy
skills use portals, using a writing/
tools, also fun drawing boards for
a lot of pre- apps for a common space
work before diverse about ideas/
time for reflection/  Meetings experience visualisation
feedback
online needs
give a choice mentors to be
of online or more creative in
offline terms facilitating
meeting if a meeting
possible INTERNATIONAL
SCOPE
online allows for fast .
forward online allows for fast
development forward
(Dragana's example development
cultural (Dragana's example

of new mentoring
program for Western
Balkan)

of new mentoring
program for Western
Balkan)

dfifference are a
good push to
learn, but takes
more time

it's not black or white, this
or that, online or offline.
There's a lot of gray area
and the key is to have a
wholesome relationship
using a variety of tools that
suit both partners where
both are prepared and
having an active mindset

Experiencing Zoom (video
conference) fatigue can occur on
many levels such as
- emotionally (feeling drained and
overwhelmed)

- motivationally (unable to start a
new activity)

- visually (visual distress)

- socially (want to be left alone)

- generally
You can test your Zoom Fatigue

here https://vhil.stanford.edu/zef/
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5.

(EAMT)

Knowledge management
and transfer

methodologies: academic
VS non-academic

reporter: mentorship
Kai

academic/explicit & tacit

academic leaders: set the
role models / practice of
learning . Leaders' view

influences the approach of

staff and students to
mentorship

theoretical
knowledge, research
& methodology

there are often

themes and

approaches; time limits
vocabulary .
concerning
academic
knowledge, time
pressure

1. What is academic knowledge
2. What is practical knowledge
3. What are the gaps
4. How they can be bridged
5. What role has mentorship in this -
bridge, train to cross the bridge, constructors of the bridge...

MENTORSHIP

4. Time needed for the Time frame byt
academic knowledge to could be a
sediment properly bridge but d |a|0gues
before being put into how to build it

practice- this is the
bridge but how to build

it?
Mentor as translator ? Facilitator
- not necesserly know all the
theoretical concept but being mentors can and must
able to put them to practice .
be the bridges between
Mentor facilitate process of self academic and practical
exploration towards application kn ledge: lik |
of academic knowledge into OWLCCSETLCAEEEE S
enabler to the practice showing the two shores
variety /diversity of and the connection
communities of points.
practice, to enlarge
the
persepctives/suppor

tunities



Diversity and inclusion

within and through
mentorship

How can we make
sure we provide

is global

how can we reach

R the equ |ty
equal possibilities P ¢ . bI 5
. . unaerstanding O
n mentorlng R . . OSSI e .
t DRTENIITNES Sauly betneen is universal P
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methot what's inclusion all real and
equity got to values in how can we not fake
d : mentoring introd
o with ! e
mentorship? these topics
much more in
AM education
I I I Y Is it sustainable to make
students "get used to " having
mentor as development partner
and then leave them even more
alone after graduation?
what is a 0 0
How do - . . . .
difference o sustainability - diversity inclusion justice
diversity and
between ity relat
equity and equity reta e?
equality? to eachother?
what mentors get back form the
| . wrewe Wit [ oy
how is Ieg|t|macy and C including/engaging . in return (in case of volutary
SUStainability understanding an we ever enough now, in the invite mentors /pro bono mentorship)? what is
. be empathetic phase of developing based on our "fair" return to mentors - is it
pa rt of of pOSItIVe enough o our Subjective enoughto have "spartkle nthe
. a Bf A eyes'"?
equity? discrimination mentors? mogleilt/caoprg;:?cw selection?



QUESTIONS TO ASK IN PROCESS

* Accommodation: How are differences in ability, skill level, income,
language, location, perspective, etc. accommodated to ensure that all
potential participants (mentors/mentees) are able to take part?

* Unexpected: If unexpected issues or developments occur how will
they be addressed or responded to?

« Training: What kind of training or preparation might be needed to
support facilitators, mentors, mentees in negotiating change or being
open to difference?

Accommodation: An

adjustment made to

Planning for Spontaneity programs, guidelines,
Leaving room in plans for

unforeseen developments.
and responding to issues

as they arise - what are the

reference we CANNOT
change and why

benefit from and take
part

Being proactive,
preparing actors
to accommodate

how do you differences and
make people adapt to change
understand and

eengage within

the complexity

practicing emp
athy is
necessary,
patience,
flexibility .

QUESTIONS TO ASK

« Recognizing how one may embody or represent different kinds of power or
agency. AncHhow that ‘may impact the building of relationships with
colleagues, peers, mentors, mentees, and other organizations is vital.

+ What kind of access to knowledge and resources do you have and does this
give you an advantage or disadvantage?

* What qualifies and/or motivates you to work in a particular role or with a
particular group?

+ How do you acknowledge and address unequal power dynamics within a
relationship?

* What are the possibilities and limitations of your position in relation to
other people?

Positioning of the
mentor in Access to (global)
business / society information gives
gives more or less advantage to
opportunity to the those who have it
mentee

small players
can mobilize being
resources by uninformed or
cooperation and unconnected
networking with other
groups

Acknowledging
unequal
power and
privilege
explicitly

personal reflection
of priviliges: cis,
white, hetero-
passing, ablebodied,
high education,
employed, capital
city...

QUESTIONS TO CONSIDER:

« Is the program relevant (to all underrepresented and beyond
members...)

* Who is represented?

* What is represented?

* How is the program relevant to their contexts?

We make sure
different groups
are approached/ We have done

invited to take the analyses of
part the needs of
the target
group

We monitor
quality by
frequent
feedback
Representatives
of different social
groups should
take part in
decision making
in the program

Questions to consider

* How is the action Connecting to Field Assets and Priorities
the field? * Participants Life Experiences and Needs

* How is this work rooted in
* Who is involved, and what
* Who is making decisions?

* How are the sector/field/HEI priorities being integrated into the

program?

how to be inclusie
towards mentors?
mentors to be
accepted in the field,
rooted in the values
of the field

supporting yb

their
development)

we always make a
choice who to invite
as a mentor - how to
support young
professionals in this
way too

who is
keeping the
program
accountable?

ole of
the
Advisory
Board

important that
mentor is also embedded

embedded in within the
the contxt of

are their relationships to the field?

the program is

organisation of

D the HEI burnout of

mentors and
program
managers

including diverse

mentees, diverse
mentors and

embedding the
program itself

decison-making
should be
engaging differnet
stakeholeders,
field etc

Issues to consider

* Relationships and Accountability
* Contributions to Community/Ecosystem
* Sustaining Organizations

long term

impact to

mentees /
communities




"one size does not fit all - there is no
universal theory or methodology that
could be applied, but a person
(mentor, manager) needs to LIVE the

INCLUSIVITY"

what are the benefits
and downsides of
designing the
mentoring program for
one specific (socially
disadvantaged) group?

is there specific
methodology?

are mentors

coming from
the same

social group?

you create a group of people that have similar issues, but if you want to
push further development, move them out of the comfort zone, it is hard

it is the same (?)

from the start, you need to be adaptable, and to make the

program adaptable for specific needs within the group

we have to take the context into
account

do not underestimate the potential of a
person with disability

as a mentor, you might not know how to
assist/help to a person with disability

no, butthey need to have the
understanding

disability is only one characteristic-ef.a
person, not THE PERSON

you work on the both sides, beyond the group of mentees

is there a wider currently involved

cause for the

program?
you want to affect the

change beyond the project

strong communication with
both mentors and mentees

how do you
maintain the there is a formal agreement between mentors
SAFE space and and mentees

relationship?

strategies depend on the
situation

BUT, some persons with disabilities are presented as heroes,
and they don't want to be that. Also, a mentor is not a role

in some programs, mentors are chosen
from the same group, to inspire mentees as
role models

the only way you engage with the disability
is to provide support, not to understand
the person through it

model



Online relationships,

interactions and learning

International comparative

perspective among the
partners

difference
between Cross- 3 pillars of

mentoring sectoral  mentorship
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Employers view of
mentoring in
organisations

focused
mostly on
theatres

Market-related:
entrepreneurs, business
ecosystem, investors

are creative the
industries importance of
alwaysin the the creative.
URBAN sector for the
context? CITY identity.

results of the.
preliminary.
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on structure of

research of
mentorship s

Hannele and
Jonas.
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presentedina
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LTTA>> MOVING FORWARDS

we need to engage with students more
let's try to also say what we do not want to do

potential link to another EU project that is also dealing with
mentorship (Annick)

how can we use the prototype of the program as a development tool -
action research approach?

can we add another case?

we need more discussions about methodology: between countries,
including diversity, arts VS business

we should start writing the table of contents, the first draft

the chapter on diversity for the book - this was a very important
session

maybe the book could be divided into (1) methodology for building up

the mentorship programme and (2) the environment for the creation of
the programme (main topics)

who will write WHAT - how to clearly develop roles and
responsibilities?

maybe the book could be divided into (1) methodology for building up

the mentorship programme and (2) the environment for the creation of
the programme (main topics)

How are we going to use all this information from all these sessions?



