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Introduction
This report presents the background, design, and final results of the Mentoring Partnerships Pilot
Project, a two-and-a half-year demonstration project that examined the impact that a formal
mentorship program can have on the professional development of BC career development practitioners
(CDPs) who are tasked with supporting BC job seekers, no matter in which context or where in the
province they may be located.
In partnership with the BC Career Development Association (www.bccda.org), a not-for-profit
professional association representing approximately 700 individual career practitioners as well as 45
agencies across British Columbia, as well as SkillPlan (www.skillplan.ca), a BC-based organization that is
nationally recognized for its workforce development programs, the BC Centre for Employment
Excellence (CfEE) developed a Research and Innovation project to evaluate a province-wide formal
mentorship program for BC CDPs. To facilitate the establishment of cross-organizational and crossregional partnerships between practitioners located anywhere in the province, the project employed a
customized online platform to match mentors and mentees, and it developed a structured, selffacilitated mentorship program that was customized from SkillPlan’s well-tested mentorship framework.
The project used a mix-methodology evaluation to examine the program’s impact on CDPs’ own
professional development as well as their ability to serve their clients more effectively.

Project Background
Professional development continues to represent a challenging issue for career practitioners both in
British Columbia and elsewhere in Canada. Bezanson et al. conducted a Pan-Canadian mapping study of
the sector in 2009 and noted that "less than 50% of respondents reported that their professional
development needs were being met" (p. 33) and that access to training remains an issue for the field. In
their study, career development professionals cited a number of barriers to accessing professional
development opportunities, such as limited access to financial support and coverage for training time,
time constraints, and geographic barriers.1
These findings have been supported by two recent Surveys of Career Professionals conducted by the
Canadian Education and Research Institute for Counselling (CERIC) in 2011 and 2015. In the first survey,
Canadian CDP respondents cited a lack of funding as the biggest barrier to professional development
training (over two-thirds of respondents indicated that it was the greatest challenge to their ongoing
learning), followed by time limitations and inaccessibility of training options.2 In the second iteration of
the survey, respondents noted that while they place a high priority on improving their subject matter
expertise and competencies, the study authors note that “those in the field receive limited financial
1

www.ccdf.ca/ccdf/wp-content/uploads/2011/01/PAN-CANADIAN-MAPPING-STUDY-OF-THE-CAREER-DEVELOPMENTSECTOR.pdf
2
http://ceric.ca/survey-of-career-service-professionals
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support from their employers to undertake professional development with nearly one-third having no
professional development budget.”3
In 2013, the CfEE commissioned Life Strategies Ltd. to conduct a study on the current skill requirements
of BC CDPs to gain a better understanding of the current issues that the sector was facing, and to
identify any particular needs that could be addressed by the Centre through its research activities.4 The
study provided a profile of a sector that was in a state of transition largely due to the implementation of
a new provincial employment service delivery model that affected almost all BC CDPs in one form or
another. Other shifts in funding arrangements were also having an impact. The study found many CDPs
struggling with new roles and responsibilities and lacking sufficient time or resources to adequately
prepare themselves such that they felt comfortable with their transition. Similar to the studies cited
above, many BC CDPs indicated that they were constrained in their ability to participate in formal
professional development opportunities due to time, location, or financial constraints. This finding
informed the study authors’ key recommendation of establishing of a mentoring system to provide BC
CDPs with a common form of support and guidance.
In early 2013, the CfEE invited representatives from local employment services agencies, training
institutions, associations, and government to join a working group to address issues that were raised
during the Centre’s initial stakeholder engagement process and the BC CDP skill requirements study. The
group worked together to develop a training framework and training plan that identified specific courses
of action to build training capacity for the sector in BC. The idea to develop a large-scale mentorship
program to support the professional development needs of BC CDPs was one of the key components
this training plan.
This recommendation aligned with the BCCDA’s own exploratory process for developing a mentorship
program to facilitate its mandate to provide a central networking, education, and training service to
develop the knowledge and skills of its members. Given the BCCDA’s leadership role in the sector, the
working group members were in agreement that the Association was in the best position to deliver such
a program as part of a research project with the CfEE as the evaluation partner. With its experience
developing formalized mentorship program for the construction and mining industries, SkillPlan was
engaged to provide the mentorship framework, tools, and resources to develop the program and to
provide ongoing supports to the BCCDA to ensure the program’s successful implementation.

The Project’s Labour Market Issue
As an innovative approach to assisting practitioners in gaining the skills and competencies they require
to serve clients, the project was designed to address two distinct yet complementary labour market
issues. The first was the demand side, where the management of employment service organizations
such as WorkBC Centres want to hire and retain candidates who have the required skills to serve a range
3
4

http://ceric.ca/2016/01/results-of-ceric-2015-survey-of-career-service-professionals-released
www.cfeebc.org/reports/skill-requirements-for-BC-career-development-practitioners.pdf
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of job seeker populations. Based on the CfEE’s research and consultations with the sector, employers in
the employment services sector are having difficulty recruiting staff with the appropriate experience,
skills and qualifications needed to provide employment related services to clients with more challenging
barriers to employment. These employers are seeking opportunities to support staff who are new to the
profession or taking on new roles in a cost- and time-efficient manner. From this perspective, a
mentorship program can play an important role in providing both formal and informal supports to new
employees or current employees transitioning into new roles or working with new client groups,
enabling employers to onboard and support their staff during this transition period.
The other issue was the supply side. Based on our research and stakeholder consultations, the
transformation of the sector with the introduction of the Employment Program of BC in 2012 saw an
exodus of experienced CDPs leave to work for other organizations or in other sectors. With ongoing
concerns about an aging sector and growing demand for experienced CDPs among employment services
organizations, it is important to try and find new ways of leveraging the knowledge and skills of
experienced CDPs before they leave the sector or retire. As noted in the research above, CDPs report
that they have limited professional development opportunities to enhance their skills and qualifications,
particularly as these relate to providing employment services for specialized populations. We also know
from our research and stakeholder input that practitioners are struggling to address their skill and
competency gaps through conventional training approaches. By addressing supports and training for BC
CDPs from both perspectives, this pilot project has provided an opportunity to examine how
practitioners’ engagement in mentorship activities could enhance the skills and competencies of the
sector to the benefit of BC job seekers.

Designing a Mentorship Program for BC CDPs
At the time of the project’s development, the BCCDA indicated that there were currently no mentorship
programs available to CDPs in BC that follow the formal model being proposed by the working group.
BCCDA representatives and other stakeholders reported that BC CDPs often engage in a number of
informal opportunities, such as case conferencing where CDPs consult with each other on particular
client cases, or participation in networks such as The Job Developer’s Resource Network. However,
these opportunities do not provide a formalized, one-to-one opportunity where CDPs can engage with
mentors in a structured process in order to achieve pre-defined professional development objectives.
Given the scale of the pilot as well as the limited resources available to BCCDA to connect mentors and
mentees and guide them through the mentoring partnership, the team elected to develop a mentoring
program that provided a structured, self-directed process to participants to establish partnerships,
engage in mentorship activities, and assess their satisfaction with the relationship at specific intervals
during the partnership. The team engaged SkillPlan in a partnership to develop a mentorship program
based on its established mentorship framework and customized to maximize the transfer of knowledge
from the mentor to mentee based upon a needs analysis conducted at the beginning of the partnership.
The key components for customizing the mentorship framework included the following:
_____________________________________________________________________________________________________
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BCCDA and SkillPlan worked closely to conduct a needs analysis in January 2015 involving three
focus groups with employers and CDPs in a variety of positions and management roles within
their respective organizations, and interviews with BCCDA leadership to establish the parameters
for delivering the project as a service to its members in a sustainable manner as well as the
specific competencies that would be targeted by the mentorship program.
BCCDA and SkillPlan engaged BCCDA members through an online survey in January 2015 to
inform the development of a mentorship program that was customized to the needs of BC CDPs.
The survey and accompanying interviews with stakeholders ensured that the program was
designed around effective mentoring and mentee principles, offered real workplace scenarios
and common identified competencies implemented in training sessions, and incorporated
quality assurance mechanisms to monitor and improve delivery. The competencies that were
identified in the survey were mapped against the well-established Canadian Standards &
Guidelines (S&G) for Career Development Practitioners which define the competencies CDPs in
Canada need in order to practice effectively and ethically.5
BCCDA and SkillPlan developed training webinars and online videos that prepared new
participants to be effective mentors and mentees by covering topics such as process, setting
expectations, and guidelines for the mentors/mentee relationship. These videos were
complemented with live webinars hosted by the BCCDA that offered ongoing training and
support for participants, particularly mentors. A major component of the training videos and
webinars focused on mentors’ ability to evaluate and provide feedback to mentees in their
respective roles.
BCCDA and SkillPlan developed an intake self-assessment form to assess participant suitability
and competency for mentor and mentee roles as well as an assessment form for both mentors
and mentees to evaluate the quality and effectiveness of their partnership.

Due to the large number of projected participants, the program was designed to enable mentors and
mentees to conduct check-ins and coaching with minimal contact with the BCCDA program
administrator throughout the process. The administrator’s primary role was to conduct periodic checkins with all participants and provide minimal coaching support as necessary to ensure that mentors are
applying quality and efficient knowledge transfer techniques to their mentees.
To facilitate matches between mentors and mentees, the BCCDA engaged the services of ClearPoint
Leadership Strategies to customize an online mentorship platform it developed for the Canadian
Evaluation Society. The platform is unique in that it leads program participants through an online selfselection process where they can act as both mentors and mentees, receiving or offering up their skills
in a number of pre-defined topic areas based on their skill set and comfort with acting in either role. The
platform’s designer had decided on utilizing this approach based on his experience managing programs
which featured too few mentors; by potentially having all participants be mentors, he found that the
5

http://cccda.org/cccda/index.php/certification/canadian-standards-guidelines-for-career-development-practitioners-sg
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platform could encourage a greater number of matches and therefore be both more scalable and
sustainable. Once matched, mentors and mentees were encouraged to connect in a manner they were
most comfortable outside of the platform, including in-person, phone, email, or videoconference. The
website hosted all of the training materials, videos and forms that participants would use throughout
their mentorship process. This cost-effective approach to facilitating online mentorship matches was
considered to be an appropriate fit with the BCCDA’s program budget, should it continue to offer the
mentorship program beyond the pilot.
Participants who were given access to the platform were required to create a personal profile and then
led through a self-assessment process where they ranked themselves in eleven competency areas, the
first ten correlating with the Canadian Standard & Guidelines for Career Development Practitioners and
confirmed through the stakeholder engagement process as key topics for the pilot to offer mentorship
supports.6 These rankings enabled the system’s algorithm to include mentors in mentees’ searches only
if they had a higher ranking than the mentee in a particular competency area that the mentee was
searching for a mentor.
As can be seen in the below screenshot of the website’s self-assessment form, participants were also
asked to indicate whether they were willing to receive mentorship requests for each of the competency
areas. Checking this field would enable the participant’s profile to appear in mentee searches; however,
it did not obligate the participant to respond to mentee requests (participants could also make
themselves “unavailable” and not appear in searches through a checkbox in their profile). Every
participant who was in a position to do so was encouraged to make themselves available as mentors,
under the assumption that there may be areas in which they had skills to offer to the sector, no matter
how experienced they were as a CDP.

6

The platform initially included only ten competency areas from the S&G but the “Leadership/Supervisory” area was added
at the request of participants who wished to offer guidance or seek mentorship in this area.
_____________________________________________________________________________________________________
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After completing registration, participants were given access to videos and written training materials
through the website that introduced them to the mentoring process and prepared them to act as
mentors, mentees, or both. Participants who wished to find a mentor used the online platform’s search
tool to identify potential mentors from a province-wide pool of peers who self-identified as having
expertise in specific topic areas. Mentees then perused a list of profiles of potential matches and
contacted their preferred mentor to initiate a partnership. Mentors who were contacted by mentees
received an email from the system which enabled them to review the mentee’s profile to make their
decision.

_____________________________________________________________________________________________________
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If the mentor accepted the mentee’s request, the mentor and mentee were instructed to engage in a
five-step process that included establishing their relationship, developing a plan based on the mentee’s
goals, offering guidance and practicing learned competencies, giving and receiving feedback, and
conducting a final assessment to close out the partnership. The process was designed to take
approximately three months and conclude at a pre-defined end-date, based on the partners’ schedules
and availability.

While the platform required mentees to search for mentors according to pre-defined topic areas, the
mentoring relationships could have as specific or as broad a scope as the partners wished, based on
personal learning objectives defined at the beginning of the partnership. For some mentees, this could
mean developing a specific skillset around new case management software. For others, the mentoring
partnership could focus on a broader topics such as changing careers, learning how to engage
employers, or understanding the needs of a new type of clientele. In this manner, participants were not
restricted in who they connected to through the pilot, thereby enabling partnerships across
organizations, geographic regions, programs, and client groups served.
The mentorship pilot was designed to connect new practitioners, or those in new positions or serving
populations with unfamiliar needs and barriers, with practitioners who could provide advice and
information to support them during their time of transition. Beyond service provision, the mentorship
program also had the potential to connect practitioners with peers who had other specialized
knowledge and skills related to their profession, including new technical tools and IT systems, and
insight into navigating new financial or contractual requirements, or taking on management or staff
supervisory roles. In this way, it offered practitioners from a variety of backgrounds, skill levels, and
experience in the field with the opportunity to connect on topics where they were looking for support,
advice and/or training, no matter how broad or specific in scope. By not restricting participants into
_____________________________________________________________________________________________________
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specific roles of mentor or mentee, it also enabled them to perform different roles based on their
availability, comfort level, and interest in developing new competencies throughout the pilot.

Evaluation Framework
In developing the evaluation framework for the pilot, the CfEE research team conducted a scan of the
literature to determine the need for research and any potential lessons that could learned from prior
evaluations of mentorship programs. The team found that although mentorship is often put forward as
a promising and potentially cost-effective approach to providing on-the-job professional development
and supports, the empirical literature has yet to provide conclusive evidence of its “overall effectiveness
and the mechanisms by which it operates” (Srivastava 2013).7 The mentoring literature, however, does
provide some indication that the approach has a positive effect on different workplace outcomes,
including retention rates, personal network development, organizational commitment, advancement,
and greater career satisfaction (Johnson 2013).8 At the individual level, Johnson (2013) notes that prior
studies have associated mentoring with positive outcomes such as “enhanced career opportunities,
higher promotion rates, higher income levels, higher manager performance ratings and greater personorganization fit.”
Although there has been substantial research to link formal mentoring with workplace well-being and
individual career outcomes, very few studies have employed designs that can support causal
identification. In fact, Srivastava (2013) was able to identify only one evaluation that involved a random
control trial. In the study, Egan and Song (2008) randomly assigned a group of new employees to a
formal mentorship program, and found that the participants in the program exhibited higher levels of
job satisfaction, organizational commitment, and perceived person-organization fit.9
The use of an experimental design to evaluate the Mentoring Partnerships Pilot Project therefore has
the potential to represent an important contribution to research and practice by offering a rigorous
evaluation of the role that formal mentorship programs can play in supporting individual CDPs in both
their workplace responsibilities and their personal career trajectories. As the summary of the literature
scan suggests, mentorship programs have typically been examined in other contexts; to our knowledge,
this project represents the first rigorous assessment of this approach among career development
practitioners.
To conduct an experimental evaluation of the mentorship program, the CfEE team developed an online
intake form to enable participants from across the province to register, provide their informed consent,
and complete a survey providing information about their personal situation, their on-the-job
competencies and performance, and participation in and access to professional development
opportunities. This survey and the six-month follow-up survey included the same set of measures, which
7

www.questia.com/library/journal/1G1-349609396/mentoring-performance-implications-for-business
www.kpi.msu.ac.th/upload/ag_tor_ref_byval/ag_3_in_3.2.1.5_44(2556).pdf
9
https://eric.ed.gov/?id=EJ794674
8
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were designed to capture a subset of the core competencies as well as the general and specialized
knowledge and skills identified in the Canadian Standards & Guidelines for Career Development
Practitioners. These measures were complemented by job performance/productivity metrics specific to
career development practice, psycho-social factors such as self-efficacy and clarity about professional
aspirations, and other indicators that assess access to additional professional development
opportunities.
The baseline and follow-up surveys were designed to capture outcomes using a series of validated
instruments and indicators in four key categories:
•
•
•
•

Knowledge – role-specific information or information related to further professional
development opportunities;
Skills – greater ability to apply new knowledge to practice or to further personal career
objectives;
Confidence – self-assurance to make decisions in one’s position or about one’s career; and
Behaviour – demonstrated evidence of behavioural change in the workplace or in pursuit of
career objectives.

By using the same measures at baseline as well as after six months of participation in the pilot, the
survey was designed to capture any impacts of the mentorship program on the participant sample,
where the observed outcomes for individuals who received access to the program could be compared to
the observed outcomes for individuals who did not. In addition to capturing the intermediate impacts of
the mentorship program on key outcomes, particularly any changes in their knowledge, skills, and
confidence in performing their roles, the follow-up survey also asked participants about whether they
engaged in other professional development opportunities during the pilot period, such as participating
in training opportunities (courses, webinars, conferences, etc.). For CDPs who were given access to the
mentorship program during the study, the survey asked about their participation in the program (the
extent to which they engaged as mentors and/or mentees), any impacts on key indicators, and their
level of satisfaction with the mentorship opportunities they were provided.
Once participants completed the baseline survey, they were randomly assigned by the online survey
software and informed immediately of their status as either a member of Group 1, which was given
immediate access to the platform, or Group 2, which had to wait six months and complete the follow-up
survey before they could access the platform. Group 1 members were given an access code that
enabled them to access the platform, complete their profile and begin searching for a mentor
immediately. The use of delayed access to construct a randomly assigned comparison group enabled the
research team to conduct a rigorous assessment of the mentoring program on participant outcomes
while ensuring that all participants could get access to the platform at some point during the pilot.
The recruitment, random assignment and follow-up process are illustrated in the following diagram.

_____________________________________________________________________________________________________
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In addition to examining the potential that a mentorship program can have in support of the
professional development needs of BC CDPs, the pilot also incorporated a case study approach to
examine how participating in such a program can impact practitioners’ work with clients and, ultimately,
their effectiveness in supporting clients to reach their employment objectives. Given the constraints of
its timeframe and budget, the pilot’s experimental study would not be able to provide a reliable
assessment of the pilot’s impact on client outcomes. Therefore, the research team added four WorkBC
case study sites to the evaluation to provide insight into how providing practitioners in each of the
Centres with access to the mentorship program can impact the Centres as workplaces and, ultimately,
practitioners’ ability to serve clients more effectively. Further description of the selection process, case
study profiles, and outcomes observed at the four WorkBC sites is provided later in this report.

Participant Recruitment and Profile
The pilot was officially launched at BCCDA’s Career Development Conference in Vancouver in March
2015. Initially, participation in the pilot was only open to BCCDA members as part of the organization’s
commitment to offer the approach as part of its overall service offerings and to strengthen its role as a
leader in the sector. The organization used a variety of methods to connect with practitioners across the
province, including presentations at its annual conferences, announcements through its extensive
membership email list, a social media and website campaign, one-on-one meetings with practitioner
and agency members through in-person, videoconference or telephone, as well as webinars with the
CfEE to its stakeholder community.
The project team held regular meetings to review the recruitment process, adjust messaging and
communications, and devise new strategies to engage practitioners in the pilot. While initial response
was quite strong, a drop in monthly recruitment numbers in the second half of the launch year
prompted the team to open up registration to non-BCCDA members in December 2015. The team also
engaged with agency leaders about opportunities for their organizations to participate in the pilot. As a
result of this engagement, several large organizations offered the pilot as a professional development
opportunity to their staff and encouraged their participation by giving them permission to engage in
mentoring activities during work hours, for instance. As the monthly registration chart on the next page
shows, these two initiatives led to a spike in participant recruitment in early 2016.

_____________________________________________________________________________________________________
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Source: Baseline registrations in participant study

By the close of registration, the BCCDA had recruited over 300 practitioners to access the project’s signup website and begin the registration process; of these, 210 participants (98 in Group 1 and 112 in
Group 2) completed the registration process and the baseline survey, thus forming the project’s
participant sample.10 A further 34 practitioners signed up for the project through the four WorkBC case
study sites and remained in the study.11
The following two pages provide a profile of practitioners who volunteered for the study, whether in the
experimental or case study groups, based on their responses to the baseline survey (completed when
they signed up for the project). The survey results show that the pilot’s 244 participants follow a very
similar profile to BC CDPs who were surveyed for the CfEE’s earlier report in 2013, Skill Requirements for
BC’s Career Development Practitioners: An Exploratory Study.12 A large majority of participants are
female (79.1%), over 45 years of age (56.1%) and well-educated, with nearly two-thirds (64.0%) having
attained a university degree or higher. The geographic location of participants indicates that the pilot
achieved its objective of engaging practitioners living outside of the Lower Mainland; the fact that 44.3%
of participants live in other regions of the province suggests that an online approach is appealing to
practitioners who may have a challenging time accessing mentorship opportunities in their
communities.

10

A number of participants withdrew participation or completed a second registration later in the pilot, leading to a slight
decline in Group 1 numbers relative to Group 2.
11
39 participants were originally recruited from the 4 case study sites; confirmed departures of participants from the
organizations over the course of the study resulted in 34 participants remaining at time of follow-up.
12
www.cfeebc.org/reports/skill-requirements-for-BC-career-development-practitioners.pdf
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In terms of their working situation, the largest share of participants indicated that they work within a
WorkBC Centre, followed by other non-profit organizations and other government-funded agencies.
Case manager (18.4%) was the most commonly identified employment role among participants, and it
was surprising to see that such a large share of managers (15.8%) also signed up for the project. The
high level of participation of managers in the pilot indicates strong support at the managerial level for
the approach. Despite the influx of new practitioners into the sector over the past years, the majority
(62.3%) of participants reported having been in the field for at least three years, with nearly one third
(30.7%) having worked in career development for over a decade.
Given that the mentorship program was managed and promoted by the BCCDA, which administers the
Certified Career Development Practitioner (CCDP) designation for the sector in BC, it is not surprising
that one third (35.7%) of participants reported having CCDP certification. Many participants had more
than one certification, although a large share (39.3%) reported that they did not have any.
Regarding their decision in becoming a CDP, participants reported a high level of satisfaction with their
career choice. Nearly two-thirds (62.7%) were “very satisfied” and another quarter (23.8%) were
“somewhat satisfied.” Although it is not shown here, three-quarters (76.1%) of participants said they
were “somewhat likely” or “very likely” to recommend a career as a CDP to others.
When asked if they had ever participated in a formal mentorship program before, only one quarter
(26.0%) of participants indicated that they had at baseline (not shown). When asked about their reasons
for signing up for the project, participants’ most common motivations included meeting other
practitioners, the opportunity to receive mentoring, and learning about other professional development
opportunities. Surprisingly, nearly half (44.7%) of participants indicated that they would like to be a
mentor (participants could select more than one reason for participating). This interest in mentoring is
confirmed by the finding that when participants were asked what role they would be seeking in a
mentoring partnership, 52.9% indicated that they would be willing to be either exclusively a mentor
(18.2%) or both a mentor and mentee (34.7%). The other half of participants (47.1%) were interested in
only being a mentee during the pilot.

_____________________________________________________________________________________________________
BC Centre for Employment Excellence
13

Mentoring Partnerships Pilot Project – Final Report

Gender (%)

Age (%)
55 years or older

Female

79.1

22.5

45-54 years old

33.6

35-44 years old
Male

25.4

25-34 years old

20.9

18.0

18-24 years old

Region of BC(%)

Educational Attainment (%)

Lower Mainland

55.7

Central/North Island

Doctorate or equivalent

2.1

University Master’s Degree

13.5

Southeast BC

0.4

21.7

University Bachelor’s Degree

11.1

40.2

Fraser Valley

7.4

College diploma or equiv.

North Central

6.6

Registered Apprenticeship…

Greater Victoria
North Coast

30.3
0.4

HS diploma

4.5

4.5

Less than HS school diploma

1.2

How long have you worked in the
career development field? (%)

0.8

What is your current position? (%)
Other

< 6 months

13.1

> 6 months but < 1 year

6.6

> 1 year but < 3 years

18.0

15.8

Facilitator

15.8

31.6

Career Coach

> 10 years

30.7

Career Advisor

10.0

20.0

30.0

40.0

18.4

Manager

> 3 years but < 10 years

0.0

36.8

Case Manager

10.5
2.6
0.0

10.0

20.0

30.0

40.0
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What client population(s) do you
normally serve? (top cat. by %)

Who do you work for? (%)
WorkBC

40.6

Other non-profit agency

People with multiple barriers

26.2

Other gov't-funded agency

16.8

Private (for profit) agency

9.0

Post-secondary setting

8.2

Other

58.6

People with disabilities

54.9

Youth

53.7

Older workers

52.5

Immigrants
16.4

50.0

Aboriginal peoples

42.2

How satisfied are you with your
decision to become a CDP? (%)

Do you have any certifications
relevant to your job as a career
development practitioner? (%)

Very satisfied
BC CCDP

62.7

Somewhat satisfied

35.7

Other

Neutral

37.3

Somewhat dissatisfied
None

39.3

Meet other practitioners

64.3

Like to receive mentoring

63.9

Learn about PD opportunities

62.3
48.4

Be a mentor

44.7

My manager encouraged me

13.9

Other

15.2

Very dissatisfied

9.4
3.3
0.8

For what topic area(s) do you anticipate
searching for a mentor? (top cat. by %)

What motivated you to participate in
this mentorship pilot? (%)

Learn about career options

23.8

Career Dev Knowledge

48.0

Employment Counselling

45.5

Job Development

44.7

LMI Knowledge
Facilitation Skills

40.6

34.8

Source: Baseline Survey respondents (n=244)
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Of the ten initial competency areas that participants could seek mentoring through the pilot,
participants cited that they would be most interested in receiving mentoring in the area of career
development knowledge and practice, followed by employment counselling, job development and
employer engagement, labour market information knowledge and practice, and facilitation skills.
Participants were asked to self-rank their skill levels in these areas as either beginner, intermediate,
advanced or expert. As can be seen from the table below, participants on average ranked themselves
higher in the areas of Diversity and Inclusion; Professional Practices and Ethics; and Job Search
Strategies. On average, participants ranked themselves somewhat lower in the areas of Result Oriented
Employment Counselling; Facilitation Skills; and Working with Diverse Client groups. They ranked
themselves lowest in the areas of Job Development and Employer Engagement; and Labour Market
Knowledge and Practice.
Competencies by Skill Level
Professional Practices and Ethics
Career Development Knowledge & Services
Documentation and Technology-Based
Practices
Working with Diverse Client Groups
Diversity and Inclusion
Result Oriented Employment Counselling
Facilitation Skills
Job Development & Employer Engagement
Job Search Strategies
Labour Market Knowledge & Application

Beginner
9.7
10.5

Intermediate
33.3
51.8

Advanced
47.4
33.3

Expert
9.7*
4.4

10.5
17.5
2.6
20.2
16.7
35.1
14.9
22.8

46.5
43.0
13.2
31.6
32.5
32.5
33.3
37.7

36.0
29.8
52.6
36.0
29.8
28.1
37.7
30.7

7.0
9.7
31.6
12.3
21.1
4.4
14.0
8.8

Source: Baseline Survey respondents in participant and case studies (n=244)

Participant Engagement in Mentorship Activities
Once participants had completed the registration process and baseline survey, they were given an
access code to create a login and profile on BCCDA’s password-protected mentoring partnerships
platform. The registration process led the participant through several steps to learn more about the
project; create a profile of their key attributes, work history, and professional development interests;
and self-rate themselves as described above. If they wished to find a mentor, they could then use the
website’s search functionality to identify a mentor who had the requisite skills in the competency
area(s) they were seeking mentorship.
According to the website’s analytical tools, 124 of the potential 244 total participants in the project
created profiles on the platform. Of these 124 participants on the platform, over half (54%) made
themselves available as potential mentors to other participants. Despite the number of profiles created,
engagement on the platform was fairly limited; only 92 of the participants searched for a mentor on the
platform during the pilot and of these, only 56 contacted a mentor. Of the participants who made
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themselves available as mentors, only 24 were contacted by prospective mentees. Most mentors were
only contacted one or two times, with one mentor contacted by 11 different mentees.
Data from the online mentoring platform also reveals that users conducted 707 searches over the
course of the pilot, which represents 5.7 searches per platform registrant.13 Platform users could have
performed searches in multiple competency areas or, as they were encouraged to do so by the BCCDA
program manager, could have searched under the same competency area at different times during the
pilot to see if any new mentors had joined the pilot and were offering training in their selected area. The
chart below illustrates the percentage of searches by competency area.
Number of Searches on Mentorship Platform by
Competency (%)
Labour Market Knowledge & Application
Facilitation Skills
Results Oriented Employment Counselling
Career Development Knowledge & Services
Job Search Strategies
Job Development & Employer Engagement
Documentation & Tech-Based Practices
Leadership/Supervisory
Professional Practices and Ethics
Diversity and Inclusion
Working with Diverse Client Groups

17.3
12.0
11.9
9.8
9.6
9.1
7.5
7.1
6.1
5.4
4.4
0

5

10

15

20

Total number of searches by BCCDA Mentorship Program platform users (n= 707)

The chart shows that Labour Market Knowledge and Application was a key topic for which mentors were
searching for guidance, with nearly 1 in 5 searches in this area. The next three most common topic areas
relate to career counselling practice, followed by interest in strategies for job searching and employer
engagement. Topics concerning diversity and inclusion were the least common searches during the
pilot.
The BCCDA’s program manager was responsible for monitoring participants who were given access to
the platform and reaching out to make sure that they did not have any issues or questions about
creating a profile, searching for mentors, or following through on partnerships. Through this process,
the project team made adjustments to the project’s communications and worked with the website
developer to improve participant engagement. For instance, an early observation was that mentors who
had profile pictures were most likely to get contacted by mentees; as a result, the BCCDA produced a
13

This number includes both searches by program group members and control group members who were given access to the
platform after a six-month delay.
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video for participants that provided instructions on how to upload images to their profiles. The program
manager also observed that participants were not watching the instructional videos in their entirety, so
“cheat sheets” were developed to provide a quick overview of the steps for creating a profile and
finding a mentor.
The lack of engagement was not necessarily due to participants’ challenges with the technology. When
asked if it was easy to register and create a profile on the platform, 88.1% of the program group and
case study site participants who responded to the follow-up survey and accessed the platform (n=42)
indicated that they did not have challenges doing so. From their responses regarding the helpfulness of
the training materials, however, it was clear that many had not completed the self-directed training
explaining the mentorship program process, as most indicated that they either did not know if the
materials were helpful or had no opinion on the matter. When asked to elaborate on any issues they
had with the platform or the mentorship process, a small number of program group members spoke to
technical challenges they had completing their profile and one participant mentioned that they gave up
trying to find a mentor after not finding one in the first few times they visited the website.
Among the program group and case study site participants who responded to the follow-up survey
(n=54), 25.9% indicated that they had engaged in at least one mentoring partnership over the course of
the project. These active participants reported that their partnerships during the pilot lasted on average
3.2 months. The participants who engaged in partnerships (n=14) indicated a high level of satisfaction
with their experiences, as 71.4% reported being either somewhat or very satisfied with their
participation in the pilot.
When asked about the benefits they received from participating in the mentorship process, one
participant commented, “[I received] a unique perspective on the CDP field from a successfully
employed individual who was very professional.” Another noted that “It was a good experience for me
to be able to mentor someone.” Others described “an ability to clarify thoughts about best practices;”
“camaraderie, an opportunity to share ideas, intrinsic reward of assisting others, friendly career
relations, pride, ideas for my own self-employment/career change;” and “networking in
industry/connections.” When asked what they liked about the pilot, most active participants selected
passing/sharing what I have and learned to others” and “mutual learning and networking.”
When asked what they would improve about the platform and/or mentorship process, participants
offered a few suggestions. Some noted that they would like to see more mentors available in specific
topic areas, such as leadership. Others spoke to the challenge of undertaking mentorship activities
around their professional responsibilities, such as “time scheduled for professional development
including mentoring during the work day.” As one participant noted:
I would like to see employers view this as a valuable way to support career practitioners. My
employer was clear that my being a mentor is personal volunteering, and agency policy is such
that I cannot conduct any mentorship activities while at work. I believe that's short-sighted. I also
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believe that many junior career practitioners in our agency could use mentorship from someone
who's been in the field for a number of years.

Participant Impacts
The project’s follow-up survey provides an opportunity to observe whether the mentorship program
had an impact on any of the pilot project’s key outcomes, particularly any changes in participants’
knowledge, skills, and confidence in performing their roles as a result of participating in mentorship
activities. The follow-up survey was sent to both the group that was randomly given immediate access
to the mentorship program (the “Mentorship Group”) and the group that was given delayed access (the
“Comparison Group”) at roughly the six-month point from when they signed up for the project.
Comparison Group members had an implicit incentive to complete the survey as upon completion they
would also be given access to the online mentorship platform. It is not surprising, therefore, that their
response rate of 56.3% (n=63) was higher than that of the Mentorship Group, at 48.0% (n=47).14 To
increase the response rate to the survey, the CfEE research team sent multiple email reminders to
participants and introduced random draws of gift cards to all participants who completed the survey.15
The impact of the pilot on the project’s key outcomes in terms of the ten competency areas in the
Canadian Standards & Guidelines (S&G) for Career Development Practitioners are illustrated below.
While the S&G breaks each competency area down into more specific components, we estimate
impacts based on each group’s average value for each competency area. To calculate the average value
for a particular competency, the participant’s skill level is translated into a value from 1 to 4 based on
the following ranking:
Beginner = 1
Intermediate = 2
Advanced = 3
Expert = 4

14

Since only a small number of participants requested a withdrawal from the study during the course of the pilot (typically
due to long-term illness or other personal reasons), it is difficult to assess what percentage of non-respondents represented
practitioners who moved away or left the sector. Non-response or bounce-backs from primary and secondary email
accounts resulted in participants being flagged as “non-respondents.”. Confirmed departures in the case study sample (5 of
39 or 12.8%) is most likely a reasonable estimate of the proportion of non-responders in the participant study who left their
organizations and/or the sector from by the end of the pilot.
15
The delay in response to the CfEE’s requests meant that for some participants, their follow-up survey was completed up
to a year after they initially signed up for the pilot project.
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Source: Follow-up Survey Respondents in Participant Study (Mentorship Group=47; Comparison Group=63)

From the preceding charts, we can observe that the self-rated skill level in almost all ten competency
areas increases from the baseline to the follow-up survey. This may be due to the participant naturally
becoming more confident in their role and increasing their skillset through professional development or
on-the-job experience. It may also be due in part to the repeated survey process itself, where
participants learn about and consider the competency areas over time and assess themselves higher on
the follow-up survey as a result. In either case, we can observe this trend occurring for the most part in
equal measure for both the Mentorship and the Comparison Groups.
Given the Mentorship Group’s level of engagement in mentoring partnerships during the pilot, it is not
surprising that, on average, we do not observe any impacts on key outcomes when compared to those
of the Comparison Group. Both groups report nearly identical competency scores in the follow-up
survey; due to the size of the impact and size of the sample, we do not observe any statistically
significant difference in outcomes between the two groups. Unfortunately, the number of active
participants is too small to conduct a subgroup analysis of participants who actively engaged in
mentoring activities and responded to the follow-up survey, so it is not possible to observe nonexperimentally whether active participants reported higher competency scores at follow-up.

Case Study Analysis
The experimental practitioner study was complemented by a case study of four WorkBC sites that
provided the research team the opportunity to observe how an organization might offer such a form of
professional development to its staff, and the attendant effects that mentorship could have at the
organizational and client level. The primary objective of this component of the project was to provide
some understanding of the role that a mentorship program can have on practice and, ultimately, to
surface any linkages between client outcomes due to improvements in CDP competencies and practice
as a result of participating in the program.
The case study sites were selected to reflect a diversity of regions, clients served, numbers of
practitioners in each of the participating Centres, existing professional development opportunities
available to practitioners, as well as management’s expressed need and commitment to the pilot
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objectives. The open application process required that the Centres highlight why they believed they
were a good case study site, their main motivations for participation, and anticipated benefits of
participation in the pilot as a case study site. The four WorkBC Centres that were selected through this
process included:
•
•
•
•

Central Vancouver Island Job Opportunities Building Society (CVIJOBS) – Parksville
YWCA North Shore – North Vancouver
Open Door Group – Lillooet
North Island Employment Foundations Society – Campbell River

Unlike the participant study, all practitioners in the case study organizations were given immediate
access to the mentoring platform for the duration of the pilot. Participation in the case study involved
an initial meeting between CfEE researchers and the leadership team of the WorkBC Centre to
determine what outcomes could be captured through the organization’s existing data sources as well as
interviews with select executives and staff. Executives were asked to promote the pilot, facilitate access,
and provide opportunities for practitioners to use the mentoring platform during the pilot. Following the
study period, the team conducted follow-up focus groups and/or in-depth interviews with executives
and practitioners in each of the Centres about their experiences and use of the platform, its impact on
staff supports, performance, and professional development opportunities, as well as its potential
impacts on client outcomes. Profiles of the four case study sites are provided in the Appendix.
In the CfEE’s initial meetings with the four WorkBC sites, senior staff in all the Centres expressed a high
degree of commitment to participation in the project as far as it offered professional development
opportunities for their staff. All four sites cited challenges facing their organizations, including staffing
changes to meet the demands of the EPBC model and changes in client demographics – such as an influx
of workers coming (back) from Alberta following the economic crash. In all cases, management
communicated out their commitment to staff, giving them encouragement to participate in mentoring
partnerships during or outside of work hours. When asked about any concerns with their staff
connecting to other practitioners outside their organizations, the leadership in each organization
expressed openness to cross-organizational sharing as, from their perspective, it would strengthen the
sector and the partnerships they had with other organizations. They noted that their staff were wellversed in protecting the confidentiality of both their clients and their organizations in these
conversations.
While there was a high level of commitment to the pilot on the part of WorkBC leadership, in most cases
actual participation in the pilot was limited across the four case study sites. In the follow-up meetings,
practitioners noted that they were too absorbed in the demands of their roles to focus on mentorship
activities either during or after work hours. Many staff reported that while they had registered on the
platform and created a profile at the beginning of the pilot, they did not go back to the platform to see if
there were other mentors with whom they might connect. Some of the case study site participants
interviewed by the CfEE team reported that they found the form-based approach to structuring the
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partnership to be somewhat tedious and challenging to navigate. Staff in three of the four sites noted
that following their initial introduction to the pilot, they did not hear anything further about the pilot
from the BCCDA. They believed that had there been further engagement from BCCDA to participate, the
pilot would have remained on their radar and they would have continued accessing the platform for
areas in which they could act as a mentee or mentor.
All four sites echoed the message that the model is valuable for practitioners who are new to the sector
and useful for connecting people in the field and expanding networks, regardless of which organization
they work for. As one practitioner commented: “support in the field has been minimal, so this is great!”
New practitioners found it of value to have the opportunity to ask questions about their work or the
sector from mentors in circumstances where they didn’t feel comfortable asking their colleagues for
fear of it coming off as “silly” or “unknowledgeable.” Mentors and mentees in the case study sites
highlighted that their relationships were “collegial,” “reciprocal,” and that the partnerships had in some
cases extended beyond the three-month commitment.
Feedback on the mentorship approach was generally very positive and while all case study sites noted
that the level of participation in their organizations was not sufficient to have an observable impact on
organizational culture, internal processes, or client outcomes, they found the structured approach to
the mentorship program to be very promising for staff professional development as it emphasized
“laying out goals and expectations of the partnership.” All practitioners interviewed by CfEE researchers
highlighted that they would like to seek out additional mentorship, either through the pilot or
elsewhere. Much of the positive feedback from those who were actively engaged in the pilot focused on
how the pilot provided an opportunity to establish a safe space for practitioners to ease into the sector,
establish informal professional relationships, clarify their career objectives, and increase their
confidence in performing their roles.

Lessons Learned and Next Steps
The Mentoring Partnerships Pilot Project provided an opportunity to conduct a rigorous evaluation of
the impacts that a structured mentorship program can have on meeting the professional development
and client service effectiveness of BC career development practitioners. Delivered by the BCCDA, the
association with a mandate to represent and support the professional development of career
development practitioners in BC, the mentorship program under evaluation had the potential to reach
practitioners across the province by using an online platform to facilitate mentor and mentee
connections across organizations, client groups, geography, and funding sources. The effectiveness of
the mentoring partnerships were supported by a structured framework developed through SkillPlan’s
well-established mentorship programs, designed to lead participants through a process with welldefined and measureable outcomes in the areas where they were seeking or looking to provide
mentorship support.

_____________________________________________________________________________________________________
BC Centre for Employment Excellence
23

Mentoring Partnerships Pilot Project – Final Report

The fact that over 200 practitioners from across the province completed the registration process for the
pilot speaks to the BC career development sector’s level of interest in such a mentorship program. Pilot
participants worked with a diverse group of clients in a variety of settings across the province of BC. In
interviews and follow-up surveys, many highlighted the fact that while they may have access to
mentorship opportunities and training in their own organizations, they were interested in connecting
with other practitioners who could expand their knowledge of the sector, expose them to working with
new client groups, and introduce them to further opportunities for professional development.
While the pilot demonstrated much promise for enriching the sector, it also illustrated the need for
incorporating further supports to ensure that practitioners engage with the program, connect with each
other, and establish partnerships. The fact that only one quarter of the group given access to the
platform engaged in a mentoring partnership suggests that a self-directed process needs to be
complemented by a greater investment in program administration, where program staff take a more
proactive role in checking in regularly with participants to ensure that they are familiar with the website
functionality, complete their profiles properly and effectively, conduct a search for a mentor, and
follow-through on establishing a partnership agreement with their mentor/mentee. While a BCCDA staff
member was available to provide participants with support through the pilot, it was expected that
participants would be motivated and prepared to complete most of these steps themselves without
requiring assistance from program staff.16
When interviewed about the lessons learned from the pilot, the BCCDA leadership team noted that the
pilot provided an important opportunity for their members and other CDPs to connect and exchange
information and perspectives in their areas of expertise. The use of an online platform made it possible
for mentors and mentees to connect in a manner in which they were most comfortable, whether that
was in-person or online. In this way, it aligned well with the organization’s goals “to provide an
opportunity for individuals in career development to share knowledge and to expand their networking in
the field. The mentorship relationships offered an opportunity [for CDPs] to obtain professional insights
from experienced colleagues in career development.” A senior official also noted the following:
Based on what I heard from career practitioners, it was a great opportunity to freely discuss
what they would be afraid to discuss with their supervisors and discuss problems they had in
their workplace and with their clients in a safe environment. It covered an 'area” that was
missing.
Managing an online mentorship program for practitioners across the province was not without its
challenges for the Association. BCCDA administrators reported that promotion and delivery of the pilot
was hampered by “technical issues with the platform, its simplicity, the fact that there were 2 groups
16

It should be noted that the BCCDA experienced significant turnover during the pilot period which had an effect on
recruitment and support. A new Board President was elected just prior to the pilot’s launch and the program manager role
was filled by four different individuals over the course of the project. Each change in personnel required a period of
transition during which time the new program manager could receive orientation and training for managing the mentorship
program.
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(one could interact with their mentors immediately while the other one had to wait for 6 months) which
some mentees and mentors considered discouraging.” They also observed that the practitioners
expressed frustration around completing questionnaires and forms. In hindsight, they noted that more
emphasis should have been placed on the fact that participants were engaging in a research pilot, as it
would have changed expectations about the evaluation components and prototypical nature of the
mentorship platform.
With regard to next steps, the BCCDA has decided to discontinue offering the mentorship platform to
the sector at the conclusion of the pilot. While it does not have specific plans for developing a
mentorship program for its members, it has not ruled out that possibility, noting that such a program
will most likely have a larger face-to-face component. BCCDA intends to discuss the lessons learned
from the pilot and its longer term vision for mentorship with its Board of Directors after the conclusion
of the project.
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Appendix: Case Study Site Profiles
Central Vancouver Island Job Opportunities Building Society (CVIJOBS) – Parksville
Located in Parksville, the Central Vancouver Island Job Opportunities Building Society (CVIJOBS) had, at
the time of their application, eight core staff; these included five employment consultants, one resource
room consultant, one employer services coordinator and one manager. The Centre partners with six
agencies across BC with subject-matter expertise in areas such as disability and self-employment, which
the Centre can access on an as-need basis. The Centre serves what they typify as a fairly homogenous
clientele, with very few First Nations Peoples, immigrants or people disabilities accessing their services.
During the transition to the EPBC model in 2012, CVIJOBS retained their core staff, which they attribute
largely to their commitment to staff professional development and continued learning; this includes
supporting staff to become subject matter experts in specific programming areas. At the time that they
joined the pilot, CVIJOBS’ professional development and training opportunities included a monthly
gathering of regional EPBC agencies to discuss the specifics of EPBC and training in different areas.
CVIJOBS believes that their approach to training and internal mentoring opportunities is central to
individual growth of employees, professional morale and the overall success of their organization.
CVIJOBS’ interest in participating the pilot as a case study site is motivated by their existing commitment
to professional development and an opportunity to both share their experiences and best practices as
well as continued professional support for their staff. As a member of the leadership team notes, their
participation in the pilot is “helping without constrains; this is not just about skills, but also about
connections.” Staff had been given the go-ahead to participate in areas that are meaningful to them and
permission to do so during work hours. They expressed interest in providing mentoring the areas of
employer services, wage subsidy, leadership with the EPBC model, ICM data entry, case management
and facilitating workshops.
Management indicated that participation as a case study site could facilitate a buddy system for new
hires, leadership opportunities for mentoring, potentially help staff define their career plans and
contribute to learning, staff motivation and growth. CVIJOBS indicated that success in the pilot would
include increased practitioner confidence, that learnings resulting in mentorship relationships are
channelled through the sector, staff possess increased soft skills and teamwork, staff are proactive in
taking on mentorships and that they continue to be engage beyond the partnership tenure.
When CfEE researchers met with CVIJOBS after their year-long participation, they noted that all staff had
signed up for the project as mentors and while a few mentees connected with the CVIJOBS mentors,
only one followed through in the mentor-mentee relationship, which lasted a total of three months. The
staff at CVIJOBS has long been a proponent of mentorship and noted that they did not sign up as
mentees as they have an established mentorship relationship with an agency that focuses on leadership
development. At the time of the follow-up meeting, CVIJOBS highlighted that the change in the
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employment demands and increase in staff, which included a youth worker, facilitator and two
additional employment consultants left them with little capacity to participate as mentors in the project.
YWCA – North Shore
Located in North Vancouver, the YWCA, at the time of the application had 33 staff, which included 19
practitioners and subcontractors from six agency partners with subject matter expertise in areas
including housing, training innovation, and immigrants. At the onset of their involvement, there was
very little turnover in staffing and few shifts in staff positions since the EPBC model was introduced.
Located in an urban environment, YWCA-North Shore clientele are diverse and similar in demographic
profile to clients in downtown Vancouver WorkBC Centres – ranging from immigrants, clients with
mental health issues and other disabilities to highly educated foreign-trained professionals. At the same
time, they serve some remote or rural communities, such as Bowen Island. As they cover a large
geographic catchment, they utilise online services to a greater extent than other ESCs. The focus for the
Centre during their participation was primarily on learning the ICM system and understanding how
service delivery relates to Key Performance Measures (KPMs).
The Case Managers (CMs) on-site were all very experienced and because of the demands of the EPBC
model, the YWCA was looking for training opportunities on time management, administration
management and for staff to develop skills and expertise within particular EPBC program areas. A
number of existing mentorship opportunities were already in place in the organization, including
involvement in the mentoring pilot by four staff, annual performance evaluations and development
plans and specific internal and external training in areas such as technology. Staff also have
opportunities to participate in training in areas such as mental health and stress management. Staff
attend BCCDA and ASPECT conferences annually.
As the North Shore service provider agencies work closely together in assisting with client service and
access, the YWCA indicated that their involvement in the pilot would not only assist the service
practitioner, but also the broader employment service network with whom they are connected. The
leadership team noted that as the EPBC model is vast and flexible in interpretation, staff can often
spend hours navigating program policy and because this ESC is one of the busiest in terms of volume in
their region, such that accessing and receiving accurate information in a timely manner can be
challenging. In their own words, they emphasize that “this will be a good opportunity for efficient
knowledge sharing which would decrease the amount of staff time spend on meetings and increase the
time spent serving clients.”
Management viewed their participation in the pilot as a case study site in facilitating opportunities for
knowledge sharing that could lead to knowledge transfer, improved staff morale and possibility lead
clients to having better service with their needs met more efficiently. Anticipated benefits of
participation as a case study site would include, according to the leadership team, increases in
practitioners’ confidence in providing services and answers to clients, leading to increased staff morale.
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It would also enhance the training of new practitioners and encourage knowledge transfer and
succession planning.
When CfEE researchers met with the YWCA after their year-long participation, a number of staff had
signed up as mentees but did not connect with a mentor as they did not think there was a good fit from
any of the mentors who were signed up on the platform. One practitioner had mentored two people,
noting that the mentor-mentee relationship was collaborative and there was a commitment in following
through with the three-month relationship.
Open Door Group (ODG) – Lillooet
Lillooet is a small community in the central interior, with the closest major centre being Kamloops,
approximately 180km away. The Centre often finds it challenging to recruit experienced staff as it is not
a community that attracts many newcomers. There are seven staff at the Centre, five of whom joined
after the transition to the EPBC model. Staff have minimal practical experience in delivering the full
spectrum of services available in the EPBC contract and few opportunities in gaining fluency of the suite
of EPBC services as their clients do not require many of the services. Many of the staff are connected to
partner organizations such as the Lillooet Friendship Centre Society and Community Futures Thompson
Country. The clientele served are primarily First Nations and most of the staff identify as Aboriginal.
Outside of the supports provided by ODG for staff training and certification, often hosted in Vancouver
with other ODG staff, this ESC has few other professional development opportunities on-site. They
expressed that the pilot had the potential to connect them with practitioners in other regions of BC who
are working with different populations.
Due to challenges of supporting and developing expertise in remote locations, ODG’s participation as a
case study site was motivated by having additional support that would allow them to hone their skills
and develop expertise in particular areas. Specific training goals for the Centre’s team included
employment advising, essential skills training, implicit career search, practitioner certification,
leadership training, time management, work/life balance, employer engagement and job development.
The leadership team was supportive of staff pursuing a mentor-mentee relationship but were
apprehensive about the challenges of balancing work responsibilities with participation in the pilot. Staff
did not consider being mentors in the pilot as they felt they lacked the appropriate knowledge and skills
for that role.
The leadership team highlighted that participation as a case study site had the potential to increase
confidence, morale and competency of staff in delivering EPBC services. They reported that some
practitioners had expressed feeling “disjointed” and “isolated” from the rest of the EPBC community;
hence participation in the pilot would help staff to feel more connected to the sector as well as activities
taking place in different parts of the province. Staff expressed hope that mentorship training could “help
with confidence in applying training,” to share knowledge about existing opportunities with other ESC
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staff and share their knowledge with their colleagues during Centre events, such as lunch and learn
events. The leadership team noted that success in the pilot would include staff achieving an enhanced
skills set, confidence, pursuing training opportunities generally feeling proud of their accomplishments
and being willing to share their learning.
When CfEE researchers met with the Lillooet team during the follow-up meeting, all staff were enrolled
in the pilot as mentees. However, only one staff member was connected to a mentor. A number of staff
reached out to potential mentors but either did not hear back, could not find a mentor match and in
one case, the mentor failed to attend the meeting. The staff who received ICM training noted that she
found it very useful, which helped with managing their internal file-sharing system, efficiency and ability
to serve clients. Notably, the relationship provided her with direction for career advancement and, as
the practitioner noted “in the process, I learned about myself.” While she was participating as a mentee,
she highlighted that there was an informal role switch in which she was able to educate her mentor on
Aboriginal populations. The leadership at the Centre has been supportive of staff to take time to
participate and offering office space during mentorship meetings. Staff who participated were
motivated to continue the mentorship relationship as one step towards their career advancement.
North Island Employment Foundations Society (NIEFS) – Campbell River
Located in Campbell River, the North Island Employment Foundation Society (NIEFS) had, at the time of
their application 23 staff (seven working in Port Hardy). Half of the staff were new to the sector, were
nearing retirement age and working flexible schedules in order to accommodate specific needs;
leadership noted that such accommodations are necessary for retention. NIEFS has nine community
partners providing complementary immigrant, community living and crisis and counselling services,
amongst others. The Centre’s clientele are largely multi-barriered or are immigrants from specific
communities.
NIEFS prides themselves on the professional development and professional qualifications of their staff,
however, there are few qualified professionals who can conduct training of staff locally. In light of
delivering services to a rural area, access to other practitioners outside of NIEFS is limited. Staff lack
expertise in working with particular populations (such as people with disabilities) and the leadership
team is often exploring professional development opportunities. They also employ internal mentorship
approaches offered though weekly case management meetings. Existing professional development
opportunities include general case management, technology training, and sharing industry knowledge.
Managers work with staff to identify gaps in knowledge and provide group training on pertinent and
timely topics. The leadership team expressed a need for ICM training and licensing in their internal case
management system.
NIEFS’ interest in participating as a case study site in the pilot is motivated by developing internal
expertise that can prepare them for succession planning (as many of the staff are retiring within 5-10
years of the pilot). The Centre’s leadership noted that structured mentorship project could help junior
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staff to develop skills and expertise to facilitate their transition into more senior roles. In light of the
transitions in the industry and the introduction of the EPBC model, the leadership team would like to
provide opportunities for collaboration amongst industry professionals and share expertise in order to
deliver services in a manner that can increase employment outcomes across the province.
NIEFS believed that their participation the pilot could assist new staff to gain knowledge and expertise in
relevant core competencies that are aligned with organizational goals and offerings. Success in the pilot
would come by way of increased knowledge of the industry, competence in facilitating workshops
and/or knowledge sharing, increase confidence, satisfaction with their decision to work in the sector,
better client response, more ideas generated internally as a result of the learning and satisfaction with
the program itself.
At the end of the case study period, only one NIEFS staff member had successfully gone through a
mentor-mentee relationship; that individual had reached out to five mentors, three of whom responded
with interest in mentoring. Other staff who reached out to potential mentors were not successful in
establishing partnerships for a variety of reasons, including mentors not showing up to meetings or
simply not finding a match. Interviewed staff reported that NIEFS managers were amenable to any topic
that the mentee wanted to be mentored on and provided staff with the flexibility to participate in the
pilot during work hours.

_____________________________________________________________________________________________________
BC Centre for Employment Excellence
30

