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Ryan: Hi, everyone. Today, we're joined by Helen Pa5erson. Helen's the founder of Life Works 
Well, and brings 20 years of passion and experience to creaDng healthy, high performance and 
heart-centered cultures. She's worked with top Canadian brands focusing on human resources 
and employment law. Nowadays, however, she's focused on growing small businesses with 
purpose-driven missions. Helen also has a book on mentorship in the works, which we hope to 
get a sneak peek at during our conversaDon. And we're thrilled to have her with us today to 
discuss how to run successful group mentorship programs. Helen, thank you for joining us 
today. 

Helen Pa+erson: Oh, Ryan, thank you so much for having me. I'm really excited about our chat 
today. Looking forward to it. 

Ryan: Great. Amazing. Before we jump into things, to help us learn a li5le bit more about you 
and your background, can you share with us a bit about your work and your, your experDse in 
mentorship? Maybe a li5le bit about your book too. 

Helen Pa+erson: Oh, for sure. I could go on for days as you know, but we only have a li5le bit of 
Dme. Just really quickly, I just— I love sharing this because I had more of a challenge growing up 
and didn't have a lot of mentors, role models. I had some, you know, inspiring teachers and 
things like that. And it wasn't Dll I got to the workplace that, you know, mentorship. I would see 
it from Dme to Dme, but it didn't work. And then when I was at one of my last corporate jobs, I 
had heard about this mentor program, but a lot of people didn't know about it. And so, it got 
me on this passion about why isn't everybody having the opportunity to be mentored in their 
organizaDon, not just the chosen few, not the high performers, but mentorship for all. So, that's 
what happened. I got an idea in my head that I was gonna write a book and started researching 
for the last six, seven years. Everything, mentorship and geWng involved with the HR 
Professional AssociaDon. I'm now the chair of mentorship there. I've mentored many ventures 
in Futurpreneur. I was one of the top five finalists for Mentor of the Year in 2020 Startup 
Canada. So, I just became immersed in the love of mentoring. And interesDng enough, when I 
started, Ryan, I looked at about 12 pla\orms back in 2017 when I le^ ADP Canada. And now 
there's well over 40, probably more, I haven't— so, it tells you how much it's grown and it's 
amazing, but there's sDll limits to it. And I think people, you know, as much as they say it's 
important, they just have a challenge with how to implement it. So, that's sort of where I 
develop my love and have been fully immersed. Create a mentor culture is really about helping 
organizaDons be able to implement a program not only within their organizaDon, but 
understanding the various different types. We're gonna talk about group mentoring today. 
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There's mentor circles, there's top-down tradiDonal, there's reverse. So, I think it's— there's 
one-on-one and there's groups. So, there's so much opportunity including sponsorship and 
things. So, we're gonna cover a lot of this today, and so thanks again for having me. I'm really 
looking forward to diving in. 

Ryan: FantasDc. Thank you for the overview. So, as you menDoned, we're talking about group 
mentorship today. To kick off this topic, there's so much to cover. Could we start by just going 
over— giving an overview of group mentoring and kind of how you see it different from a 
tradiDonal one-on-one program? 

Helen Pa+erson: Yeah, it's great. And, you know, one of the things I noDced with a challenge 
was o^en organizaDons were having trouble geWng mentors, right? So, the one-on-one model 
wasn't as sustainable because it was the same mentors and there were too many mentees, and 
so your Dme was limited. So, one of the things about group mentoring is you can bring a 
number of people together. There's a few opDons, but you can have one mentor doing, you 
know, several groups of mentees, you can have several mentors that share, taking turns 
facilitaDng the groups. And then you can have more of a, what I call a curricula based, where 
you— it's more formal and it's topic driven, and then you have your experts coming in, so to 
speak. So, there's a bunch of things that you can do. And that's one of the benefits really is that 
for Dme commitment, that's a huge part because the mentor doesn't have to spend, you know, 
hundreds of hours one-on-one. They can offer mulDple, you know, sources of feedback for 
mentors, and you can, you know, evolve it, but you're also developing those mentee skills in a 
different seWng as well, and the peer group and the communicaDon. So, there's a lot of 
wonderful benefits for both mentors and mentees. Mentors, obviously, they're facilitaDng skills, 
their leadership skills, their ability to create open, safe spaces for people to dialogue and then 
knowing the different perspecDves, bringing in diversity of people. So, for mentees, they get 
that peer support. I think that o^en they're maybe a li5le bit more inDmidated someDmes with 
the one-on-one, especially in a tradiDonal top-down seWng. They don't feel as comfortable, you 
know, unDl they built the trust with the mentors. So, I think it really just opens up community 
and connecDon, which is what we really are looking for, especially a^er the last few years, 
there's a lot. I can share also, Ryan, if you're— later on, I can share some resources, send them 
over to you. I'm sure you have a lot as well on your website and pla\orm, on, you know, a list of 
more things, benefits as well. 

Ryan: Sure. Yeah. If we know anything about HR managers is they're always looking to learn, so 
by all means, if you send those over, we can include them in the show notes a^erwards. When 
HR managers come together and they're looking to start a mentorship program, a lot of the 
Dmes they've already ran some kind of pilot program that's usually a one-on-one style 
approach. If you were to coach an HR manager who's starDng a mentorship program for the first 
Dme, and they're learning about groups, they're learning about one-on-one and they're trying 
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to decide which way to go, how would you advise them on how to decide between a one-on-
one program or a group program? 

Helen Pa+erson: Yeah, what a great— oh, that's a great quesDon, Ryan. Because I think what 
happens, you know, in organizaDons o^en it's the champion, you know, someone's trying to get 
a stakeholder, the program manager or an HR leader, or whoever's managing this area within 
the organizaDon. You know, they think they have to get the business case. And I mean, luckily, 
now their leaders are actually saying, we want one. So, that's pre5y exciDng right now. But I 
think that it's like any other program that you want to implement in your organizaDon and have 
it sDck and have it be successful, you need to take that pause and say, why are we doing this? 
What is the outcome we want to achieve? And because I think we do have to think about the 
metrics and the return on investment, especially if you do wanna invest in a pla\orm like 
together. So, taking that pause and say, what is the outcome we're hoping for? Is it, you know, I 
think a lot of people are talking about this. Is it a5racDng, is it engaging? Is it developing skills? 
Because I think that that's where I think people talk about mentorship, but they're like, well, 
what is it really? And how does it relate to learning and development? So, I would say, take that 
pause and say, why are we doing it? And then that way you can say, okay, one-on-one is going to 
be more suitable because with people we want to create deeper relaDonships. For group 
mentoring, I think the benefit of it, again, stepping back, is that you can touch so many more 
people and you can use it as an L and D iniDaDve, but layer on, you know, some one-on-one as 
well. And I think that what you need to do as the group program manager is look at like, what 
are the biggest challenges? Are we finding that people don't know how to communicate? That's 
a big skill gap in our organizaDon. And so, we wanna use the group mentoring format as a way 
to get more and more people, but it's not just a, you know, talking head thing where I'm just 
gonna teach you some skills, and it's really more about diving into the commonaliDes, but also 
the unique needs of the mentee. And so, I recommend, again, looking at the broader purpose, 
but then how do you also develop the individuals and their unique needs? And so, I also 
recommend linking it to any kind of feedback, feed-forward performance review. So, we can, 
again, I think it— I hope I answered that quesDon because I think it's really, to me, I think going 
to be a lot more opportunity if you— like, I'm a fan of the group, as you can hear. Don't be 
afraid to go for it, because it's just— it get touches on everything. ConnecDon, key skills, 
facilitaDon for the mentor. So, again, take that pause, what's the why? What are the outcomes 
and how we're gonna measure, right? 

Ryan: Yeah. That's good advice. Another thing that HR managers will love to understand when 
they're organizing group program is about matching. So, with one-on-one, the concern is always 
to make sure that the mentor and the men— like, there's commonaliDes between the two and 
they complement one another and they're gonna have a— they're gonna kick off the 
relaDonship well. For a group program, it's a li5le different because there's mulDple people 
together. How would you advise mentorship program managers on organizing groups? Like, the 
matching and stuff. What do they need to be aware of? 
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Helen Pa+erson: Yeah, and, you know, here's the thing. If we want to create really diverse 
organizaDons, and I mean diverse in many ways, like diversity of thought, diversity of skills, 
diversity of backgrounds, cultures, and the focus on equity, diversity, inclusion, belonging right 
now, I think you don't necessarily have to have like. Right? We want to open up the beauty of 
different voices and different perspecDves. So, I think the matching, that's the nice thing about 
it too, is I don't think the matching is as criDcal. What you want to— because here's the thing, 
the whole thing about equity and inclusion is that, you know, we don't want the old paradigm 
of, you know, I am this type of person, these are my interests, and so I want— only wanna hang 
around with people that have the same. So, I think that's where it's nice. I think if it's, again, 
curricula based, where, you know, the group program is geared to something more technical, 
like tech skills or something like that, then obviously you're matching people because they all 
have that need. So, those mentees have that need, and then you need the right expert. So, 
again, depending on the design of what type of group it is. But I really think that the beauty of 
the group is that ability to open up yourself and have those mentees be able to parDcipate, and 
a great facilitator will bring that out of everybody. And there's a li5le bit more, I guess, richness 
is the word that comes to me. I don't really usually love that word, but it's just— it brings out so 
much more impac\ul dialogue, I'd say. 

Ryan: Yeah. A diversity of perspecDves. Quick quesDon two on facilitators, you menDoned a 
couple Dmes now. Should there be one facilitator leading mulDple mentees? Or should there be 
mulDple facilitators, maybe two or three leading a larger group of mentees? What's the best 
way to organize individual groups within a group mentoring program? 

Helen Pa+erson: Yeah, that's a great quesDon too. And I think, again, looking at your 
organizaDon and the why, what's the outcome you want to achieve? I really believe this is just 
this new way of learning. And so, depends on what the needs are. So, if it is, for example, we 
have idenDfied in certain areas within the organizaDon this lack or this gap. We wanna address 
that. Then I would say, smaller groups with one mentor, because, again, it's not— say, you had a 
group of 10, you wouldn't be spending 10 hours one-on-one with each of them on the same 
common issue. So, you could book, you could sDll have groups, you know, few groups. So, if it's 
just one topic, one mentor is fine, but if you're having those larger group, like, you know, there 
are companies I'm sure that use your pla\orm that are hundreds or thousands of people. And 
so, you wanna get it as, you know, as broadly as you can, virtual, in person, then I think, you 
know, you'll be able to bring others. Like, maybe there are five mentors that have the same 
background and experDse and they can be, you know, you can be looking at it as a, 'in this 
quarter, we're gonna touch all those people'. If it's different topics, then I'd say bring in the 
different mentors. And I just think that's a great way. It's like, even if— you know, even if it is 
iniDally for emerging leaders, which, again, I think that creates a hierarchy and things like that. 
Why not offer it up to everybody? But I think that idenDfying those people that really have that 
love of giving back and can lead and facilitate, and that's where you wanna find those people 
that really want to do that. Because, the ones that are voluntold, as you know, it's not really 
gonna work out. So, I think you also wanna know what the goals of the individuals are. So, those 
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mentees, so when you're designing your group program, you know, if you've had— and in your 
engagement survey as an example, this, you know, several people idenDfied they would like to 
learn more about, you know, analyDcs or something like that. And so, then you again look at, 
okay, this has come up, so how do we find the right person? Ideally, it is within the organizaDon 
because you wanna conDnue to bring that connecDon, versus bringing maybe some coaches 
from outside, but that's an opDon as well. I've had many people who say they've mentored 
within an organizaDon, but they were consultants and I thought, okay, there's— that's a topic 
for another day, because I covered that in the book, the difference between mentors and 
coaches and sponsors and things like that. But yeah, there's a lot that we could kind of take it in 
a different direcDon, Ryan. 

Ryan: It seems like, if I'm hearing you correctly, a one mentor to mulDple mentees kind of set up 
is more effecDve for stuff that's like, focused training. So, talking about like, hard skills, like, one 
mentor is an expert in analyDcs, say, mentors a group of employees that are interested in 
learning that specific skill. In that sense, it would be good to have one mentor, because then it's 
more of a lecture style to mulDple mentees rather than having like, 10 individual sessions, as 
you said. But for more collaboraDve open forum discussions, it's be5er to have two mentors act 
as, or two or three mentors facilitate a conversaDon with a larger group of employees and they 
kind of pull out insights from the group and they create a safe space and they encourage 
discussion and they ask provoking quesDons. Am I hearing you correctly in kind of saying that? 

Helen Pa+erson: Yeah. And I think you can have all of them. Right? You can have a number of 
these different programs. I think the thing is the groups can't be too large, right? So, if you want, 
like, I don't know where I got the research, I'll have to look it up again, but like, someone had 
said between three and 32 mentees. Even 32— Yeah. Even 32 seemed high. So, I have to kind of 
revisit that data. But I think that— because I think it sDll also goes to what are you trying to 
accomplish here? 

Ryan: Yeah. 

Helen Pa+erson: If it's just connecDon, if it's— you know, again, like, I facilitated in one 
organizaDon what we called 'coffee chats'. And we would pick either— it was in the film and 
television industry, and so we would pick related to diversity. We would pick maybe an 
indigenous film and then we would bring together people to chat about it. So, as a different, 
again, way of learning. And so, that could be considered potenDally even peer mentoring 
because you're having an open dialogue and you're learning, you know, mentor circles are very 
similar as well. But the difference is, in my view, because mentor circles— it's good to probably 
talk about the disDncDon here a li5le bit. Mentor circles are generally, you know, some senior 
leaders facilitaDng, you know, maybe the next level leaders potenDally. And so, it's those leader, 
they design them o^en for what are the challenges that the leaders are facing. And then they 
have more of a confidenDal discussion and the peers are actually diving into some issues and 
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then you have to make sure there's confidenDality and things like that. So, that's a— in a way, 
it's a form of group mentoring, but it's really more peer to peer or mentor circle because you're 
sharing. And I'm really a fan. I mean, someDmes you look at it and it's like, aren't they the 
same? I don't know. I don't think so. I think there's disDncDons, but it's how you define what— 
it all goes back to what are we trying to accomplish here? Really, it's Lear— when you think 
about it, isn't learning— mentoring learning and giving to each other? We can all learn and give 
something. So, is that helping you clarify a li5le bit? 

Ryan: It is, yeah. I'm sure that program managers are wondering too if they're just now dipping 
their toes in the water with group mentoring. You said like, three, four to 32 or something like 
that. Like, that's a big range. If I was starDng a mentorship program and I'm coming to you and 
I'm asking like, Helen, like, where do I start? Should they be 30— should it be the size of 32 
mentees or— 

Helen Pa+erson: Yeah. 

Ryan: What would be the sweet spot or kind of high level direcDon on that? 

Helen Pa+erson: The only way you could do 32 mentees, in my view, and now I have to go look 
that up because I'm like, I will get that for you in the show notes. But where the— but I think 
that would be, again, we've idenDfied the needs of the mentees. We've idenDfied say, 32 of 
them, but you could break that up into eight, like, maybe a group of eight. Because I think the 
thing is, if you want to encourage communicaDon and dialogue and connecDon, the smaller 
groups are be5er. Right? Because how are you gonna really— if it was a group of 32, you're 
really just lecturing, like you said. But that's okay too because that's like we— when you think 
about it, you're giving knowledge. That's what mentoring is about. But for the ones where you 
want to be able to, part of it is idenDfying that we want people to be able to communicate and 
facilitate and discuss complex issues potenDally, a smaller group would be be5er, but you could 
sDll rotate the mentors through it because maybe the mentors don't have, you know, two hours 
a week to give or one hour a week to give. And so, I think it's really, you have to know your 
organizaDon. You have to know what works there. Is it more formal? Is it laid back? You know, 
what would work, what didn't. I think that it's just that, it's so, you know, the disDncDon— but if 
you had eight mentees along, you're checking in with them. If you really wanna create deep 
connecDon, once a month is like the bare minimum. And that even, you know, as long as you're 
commiWng to it. So, yeah, I think that I would recommend not necessarily going up that high. 

Ryan: Agreed. Yeah. You menDoned too about the topics of discussion and stuff within group 
mentoring programs. It seems like group mentoring is— there's got to be more thought that 
goes into seWng up the actual groups and what they're gonna talk about and what the purpose 
of the groups are. If it's more formal or more collaboraDve. What advice would you give to 
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program managers who are trying to understand what these groups should be talking about in 
their sessions? 

Helen Pa+erson: Yeah, I love that. I mean, here's the thing. SomeDmes as HR professionals or 
people in the talent space or the people space, you know, we look and we think, oh, everybody 
has the same issues. You know, engagement, we've got the surveys, you know, people want 
flexibility. Who knows, right? But I think it's, again, knowing your organizaDon. Like, hopefully, 
they're doing pulse surveys or engagement surveys or they're actually having focus groups and 
dialogue with people to say like, what are the challenges? Because those are great topics, right? 
So, what is— what are you struggling with as an employee, you know, in that group of mentees, 
how can we help you alleviate some of that? So, what I've seen in many organizaDons is the 
difficult conversaDons, conflict management, and inability to communicate. Those would be 
some common issues. Again, go to those sources of informaDon to inform where you wanna 
focus. And I think for the— for professionals who are newer in their careers, the typical things 
like how to improve my presentaDon skills, how to speak up in meeDngs, how to give feedback 
for leaders, and what's my next— do I get stretch assignments? Like, that's, you know, again, 
we're leading maybe into sponsorship a li5le bit there, but I think look at that and you talk to 
your other HR colleagues that maybe are dealing with the day-to-day employee relaDons issues 
as well. And I think, you know, people skills, obviously if it is management group that you wanna 
have a group mentoring program for. You know, the emoDonal intelligence, you know, the 
creaDvity, the innovaDon, like, there's tons of stuff, right? You can have a— just keep rolling 
those group mentor programs over and over. And even when you think about it, Ryan, what 
about your onboarding? Right? You know, people used to call it the buddy program for 
mentoring, but, you know, those new— if it's a larger organ, you have a number of new 
associates or team members, employees, whatever you call them these days. You know, team is 
nice. I think that, you know, you could uDlize that as a even introducing your company, 'hey, 
we're, we're creaDng—' They're learning sessions, and I think the difference is you can watch a 
video recording, you can read stuff on the website, but without a li5le bit of someone 
facilitaDng and showing what this culture's all about, why not introduce your mission, vision, 
values, your purpose, passion? Why not bring in these mentors that are not only gonna 
introduce you to the org, but then, you know, they're gonna be there for a check-in. I would also 
recommend for the group that there's at least an ability to have at least one check-in during the 
duraDon of it, that the person does get some one-on-one with the person facilitaDng or the few 
group of the few mentors that might facilitate, because they may be more comfortable. Like, I 
loved all this, but there was one thing I just didn't wanna talk about with the group. 

Ryan: Yeah. It's like the equivalent of going up to your professor a^er class and asking them a 
one-on-one quesDon. That's awesome. 

Helen Pa+erson: Yeah. It takes a while to get ou5a your comfort zone and be vulnerable, 
especially in those group seWngs. So, that would be, you know, if we're thinking about some of 
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the challenges, it's, you know, can people be open and vulnerable, and are they afraid to ask a 
quesDon because they don't wanna look like silly in front of their colleagues or something like 
that. Those are, you know, typical, right? So, ideally, we're creaDng organizaDons that allow 
people to make mistakes and, you know, every quesDon is okay. A lot to think about. 

Ryan: Yeah. Let's dive into those challenges in a li5le more detail then. What specific challenges, 
you menDoned some already, but what challenges should group mentoring program managers 
be aware of when they're seWng these programs up? And what kind of safeguards can they put 
up? So they're not reacDve, but they're proacDve in solving these issues? 

Helen Pa+erson: Yeah, that's a great one. I think one of the biggest things that, you know, you 
have to be able to do as a facilitator, you know, obviously they have to have great listening skills 
and things like that, but diversity within the group, not everybody likes to speak up. Not 
everybody feels comfortable or safe yet. So, I think that is a challenge in any kind of meeDngs. I 
mean, we have— you know, when you think about dismantling, you know, typical colonial 
organizaDons where things were done a certain way, now newer generaDons are really looking 
for that safety, that psychological safety within the organizaDon. So, the mentors really need to 
be comfortable and, you know, so I think that that's where choosing the right mentors is, and 
the great mentors is really gonna be a bit of a challenge. Again, knowing do they have that 
skillset to effecDvely be a mentor in a group seWng where there is— like, what about 
accommodaDon? Do you even think about that before you set up the meeDngs? Right? Is the 
format of the meeDng conducive to any kind of individuals that might need some 
accommodaDon? Things like that. I think the other thing is ensuring Dme commitment on both 
sides. And because, I don't know if you've heard this, Ryan, in the research that together has 
done and the work with your clients, so many Dmes the one-on-one, people would just miss 
meeDngs and oh, we'll reschedule or they didn't commit. So, that again, is how to ensure 
there's that commitment to the success of it and ensuring those expectaDons are set up front. 
This is not just, 'hey, this is— I mean, it's, it should be fun, don't get me wrong, but there is 
some purpose for this and this is like a great offer that you can give your team members. So, 
everybody needs to make that a commitment. And then I think you really need to set up those 
upfront rules of engagement. You know, everybody's— there's an organizaDon that does 
something called the Circle Way, which I love. And because a mentor circle group mentoring, 
there are some similariDes, but there's some differences as well. But that that way of everybody 
having a seat at the table, you know, everybody being respec\ul, all those things, because I 
think, again, if it's not designed with all of these things that we take for granted in a way, you do 
need to kind of refresh people's memories. So, I think those are the biggest things, like, really 
geWng people, everybody to feel like they're able to speak up and also able to parDcipate and 
feel comfortable in this seWng. 

Ryan: InteresDng. I want to transiDon a bit to talk about employee resource groups, because it is 
in line with some of the things you've said about creaDng a safe space and kind of who should 
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be parDcipaDng in it. Employee resource groups are a hot topic right now for mentorship 
program managers because they're trying to understand how ERGs should work with 
mentorship programs or if they should be a separate thing. Do you have any advice for program 
managers that are looking to incorporate group mentoring within ERGs? 

Helen Pa+erson: Yeah, that's a great quesDon because, you know, one of the things we want to 
avoid is just having these performaDve things, right? As far as commitment to really making 
change for groups of employees who have been marginalized, haven't had the opportuniDes, so 
I think we have to be really careful to look to those groups, because within an ERG, you know, 
they want a safe space to be able to deal with their own issues, or challenges, right? And so, 
layering on the ERG members to become mentors is it can be very tricky. It can be tricky. If they
— because— so maybe an example would be helpful. Think about if you have, you know, a 
group, an ERG for black employees, and then you're asking them to then mentor others and 
take their Dme. I mean, those are the things that no, that's not their role necessarily unless 
there's some kind of recogniDon for that or acknowledgement. That's why I said it's also 
important to link it to your performance metrics that we expect people to be mentoring. And 
yes, you don't necessarily wanna be voluntold, but it has to be done in a very equitable, fair way 
to allow everybody to parDcipate. I think that the ERG groups though would be very beneficial 
to idenDfy gaps. And so, they can, again, inform maybe what some of those group mentoring 
topics could be. And then for me, it's a li5le bit more looking to the ER group members to 
become and sponsor them more. So, if they do have more exposure to leaders, if they're 
championed, then I think, you know, you could go to them to say, 'Hey, we really value that you 
have these lived experiences and we would like you to be able to share that out as a mentor, if 
you're willing'. And so, that's how I would go about it, linking it. And I think it's very— and it's 
like, whose responsibility is it to educate people about— especially about the inequiDes. You 
know, so that's— that takes a long. Like, I would say like, a really longer Dme to say, how are we 
gonna link these two or do we keep them separate? 

Ryan: That's good advice. I think one of the big things group mentorship, program manager will 
be concerned about is what success looks like and how to measure that. It seems like group 
mentoring can go a lot of different ways. Like, it's very customizable. It all depends on the goals 
and the why behind these programs. How would you— if you had to list a few best pracDces for 
measuring success, how should group program managers go about making sure they're seWng 
the right goals at the start of the program and how to measure those things throughout? 

Helen Pa+erson: Yeah, and we don't wanna forget about that, because so much of it is— I 
mean, here's the thing. In the profession— and so, anyone watching or listening to this later, 
you know, a lot of companies have a program manager that isn't necessarily in HR, could be 
another organizaDon. It depends on how big they are, but o^enDmes it's someone within the 
people and culture area or human resources. And so, everything that is looked at from a people 
perspecDve should be measured, right? There is, you know, and you need to set that up upfront. 
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So, there's two ways. Like, there's qualitaDve and quanDtaDve, right? So, qualitaDve, where 
you're actually serving the parDcipants. So, the mentor and the mentees, and you are asking 
specific quesDons about their experience and giving them an opportunity to actually give back. 
Just any kind of feedback. And then also the parDcipants, managers, both mentors and mentees 
because has there been any noDceable, you know, difference in— again, you'd look at what the 
why was of it, but has there been any noDceable like, enhancements to the way people are 
working now because of being involved in that? So, the qualitaDve is really free form. You could 
do focus groups or send them a survey and say, 'Hey, we'd just love to know', you know, just be 
open and honest, right? We're big fans of transparency even in the group seWng. And then the 
quanDtaDve, I think you probably see that for all the programs, Ryan, that, you know, there's the 
saDsfacDon levels, right? Of all the parDcipants and their man— And I would include the 
managers, like who these people report to. Because, you know, if you had a six month pilot or if 
it's a year long, like, what were the noDceable improvements, differences, you know, increased 
strengths or whatever they were looking to gain from the program. ParDcipaDon numbers is 
something that people sDll track. Especially if— you know, this is where the biggest challenge 
becomes— and I don't understand why don't more people wanna mentor? It's so rewarding. 
Right? Being the mentor, you are— you feel just as great as people that are learning. Like, the 
giving back piece of it, whether it's your knowledge, whether it's just like, being a cheerleader. 
Some people use that term. It's really wonderful and you get so much back from it. So, 
parDcipaDon numbers, you can sDll look at. I would say, measure some diversity. You know, 
really look at who is— who are the mentors stepping up? And who are the mentees, the 
mentees? Like, are you— I would say, diversity in everything we do now needs to be measured. 
Right? We need to— it's just like the women in the workplace right now. And yesterday was 
InternaDonal Women's Day, and then we had Black History month before that. Its like, are we 
moving the opportuniDes and how— and mentorship o^en can lead into embracing and 
changing the organizaDon around diversity. So, really look at your numbers there and who's 
involved. The promoDon rate, I'm sure you have all the studies and all the stats, right? From 
promoDon rates with organizaDons that did studies that both mentors and mentees are o^en 
known to have a higher percentage of promoDons. So, you'd wanna measure that. You wanna 
look at that across the organizaDon. And then I sDll think linking it to some kind of annual 
performance evaluaDon, it's like, are your lived values something that's also measured? Right? 
Not just all your quanDtaDve staDsDcal, like how many sales I had? Things like that. So, it's being 
creaDve and then, again, hiring and retenDon metrics. Some people will say there's all kinds of 
things that go into that, but I think it's at least if you have a group in mind or pilot, like maybe 
it's just one area, you know, really look at that. I don't know if you remember about that. This is 
the study that everybody— first, every pla\orm, every company that's involved in mentoring, it 
was the Sun, Microso^ Systems One, it was so long ago, and now we have at least more. But in 
that group, that was the one thing that they did. They actually looked at the parDcipants within 
this mentoring program and how they compared to other areas within the organizaDon, and 
they had higher rates of retenDon promoDon within the groups that were being— people that 
were being mentored. So, that's very common for all the programs, but so, that's what I would 
suggest. And I think that's it for now. 
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Ryan: Great. Yeah, we're almost at Dme here, but I'd like to end by asking a final quesDon of 
just, for the leader or professional who's enthusiasDc about starDng a group mentoring 
program, what final word of advice would you leave for them before they go and start their 
program? 

Helen Pa+erson: Oh, do it. I think that this can't just be one of those other check the box 
program. Because I think, I don't know if you find this, Ryan, but a few years back, even when I 
started, I didn't see as much out there on mentorship. But now, I think since the pandemic and 
since that, you know, virtual mentoring, there was a lot of that and people were really talking 
about it. It's like, just don't do it because you think everybody else is. Like, really take the Dme 
to create what I call a mentor culture. So, it's also— it's just in your— to have mentorship, 
whether it's in a group, one-on-one, reverse, reciprocal, mentor circle. Everyone should have an 
opportunity. Right? Like, and your whole organizaDon is gonna be li^ed up. And don't give up if 
the leaders say no. Keep at it. Keep at it. Because it's really all about, you know, giving the 
growth mindset. And so, I think that if you're enthusiasDc about it and are a big believer in it, it's 
gonna be successful. So, just go for it. 

Ryan: That's great. Thank you, Helen, for all this advice. This will certainly be invaluable for the 
program managers starDng group mentoring programs. Before we go, where can people go to 
learn more about you, your work, and potenDally connect? 

Helen Pa+erson: Oh, well, thank you again for this opportunity. I really enjoy it. We'll have to 
chat again someDme. You can follow me on LinkedIn. So, it's 'Helen Pa5erson' and my company 
page is called Life Works Well, and my website: LifeWorksWell.ca and I'm on Insta and things like 
that when I can be, at LifeWorksWell.ca as well. And if you wanna reach out, I love connecDng 
with people, especially if it's talking about mentorship. So, would love to do that. And then stay 
tuned for later this year, create a mentor culture. It's really about mentoring with heart and 
create— and starDng and creaDng a ripple effect and passing it on. So, I'm excited because it's 
going to be also looking at mentoring within organizaDons, but how can you connect it to your 
community and the world and your volunteers and giving back. So it's a li5le different. So, stay 
tuned for that, and I'm wonderful that together is doing this. I'm really following your org and 
look forward to seeing what's happening with you as well. 

Ryan: FantasDc. Thanks so much, Helen. 

Helen Pa+erson: Thank you. Have a great day. 

Ryan: Great. 
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