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The WomenBridges is part of a bigger initiative named Momgotajob, dedicated to fulfill-
ing life for women and mothers in all their roles. WomenBridges provides a comprehen-
sive approach and concrete methodology to support the career paths of young women, 
especially those in vulnerable situations to achieve economic independence and employ-
ment. At the same time, it develops the competencies of youth workers and NGO teams 
in implementing and co-develop this approach.  

The long-term goal of WomenBridges is the effective inclusion of young women in pub-
lic life by providing quality and balanced employment as entrepreneurs, self-employed or 
employees.

The target groups of the WomenBridges program are:

•  Young women and women (18-30/35 years) who are in difficult or disadvantaged sit-
uation, experiencing need of support for quality employment and work-life balance 

•  Young women and women in transition period between education and employ-
ment, maternity leave, or career switch 

•  Women and men with self-sustainability, professional and life experience willing to 
provide support 

•  Stakeholders from educational institutions and employers, willing to provide 
healthy and balanced environment and to enable women to quality career.

https://en.impactdrive.eu/momgotajob
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In a lot of countries, unpaid domestic work in the household is typically performed 
by women. Due to social norms and expectations, the burden primarily falls on the 
female member(s) of the household – even if the male(s) are available to perform 
the care labor. Often this results in higher stress 
levels in women attempting to balance unpaid 
work and paid employment. 

Historically, a woman’s position in 
the home was seen as a prerequi-
site to being a “good” wife and 
mother. The paid employment 
opportunities created with 
globalization has not relieved 
women of their time spent 
on household chores and 
childcare activities. Women 
have increasingly been ex-
pected to take on jobs in both 
the paid and unpaid sectors, 
contributing to family income 
while still being the main provid-
ers of unpaid labor. While participat-
ing in the labor market, women with paid 
employment undertake what is known as the 
“double burden” of labor. This structure has con-
tributed tremendously to the economic vulner-
ability of women, as in f inancial crises women 
are more likely to be generally disadvantaged 
than men.
 
The disproportionate division of household 
unpaid labor that falls on women impacts 
negatively their ability to navigate life 
outside their homes, becoming a 
barrier to entry into the paid em-
ployment sector or in the case 
of those women who enter paid 
labor they still are left with the 
“double-burden” of labor. As 
women are usually believed to 
bring in less income than men, 
they are discouraged from 

Context
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investing in education and skills. This further entrenches women into domestic un-
paid work, creating a cycle of social norms that is diff icult to break and exacerbates 
gender inequality. 

The double burden affects women also because it gives them less time to spend 
in the workforce, affecting their job performance, resulting in men dedicating 
more time to the workforce, and, therefore, likely getting promoted over women. 
The double burden also negatively affects women’s personal wellbeing because it 
means women have less time for taking care of themselves and sleeping. 

Finding the optimal balance of paid and unpaid labor, or work-life balance, is a 
constant struggle for women trying to create careers for themselves while raising 
children or caring for family members. Women must constantly decide where to 
allocate time and f inancial resources, which impacts their ability to develop their 
own capabilities. In turn, this decision impacts their family’s relative standard.
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•  Combined support (training, counseling, and mentoring) for the target groups of 
women, in and out of the workplace to achieve work-life balance. 

• Support women’s careers and create bridge opportunities for better/quality em-
ployment in a work environment and life more rewarding and positive. 

• Establishing a human centered program to support women in developing their 
careers whether they want to enter or re-enter employment, or to do a profession-
al change, be entrepreneurs, transform their hobby or idea into a business, or take 
their job to the next level to a senior role. All this in balance with the personal life. 

WOMENBRIDGES CONCEPT 
OVERVIEW 
WomenBridges Goals

WomenBridges Values
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WOMENBRIDGES
METHODOLOGY GUIDE 
The WomenBridges Methodology Guide explains how the WomenBridges program 
works and how it can help organizations and specialists to develop an exhaustive support 
system for the women they are working with in their communities, at the workplace or in 
the circle of family and friends.  

Within this document we provide a framework of methodological guidelines, practical 
tools, and resources for combined support (training, counseling and mentoring) to the 
target groups of women, in some cases directly at the workplace. 

The guide provides process and recommendations, criteria and instruments to be direct-
ly used for enabling a network of Buddies (or the mentors) and starting providing ser-
vices for the women in need. In this guide you will find how to:

• Process the work 

•  Select and enable buddies  

•  Welcome and assess the needs of a mentee 

•  Match the buddy with the women in need 

•  Use support instruments and tools 

•  Monitor, evaluate and support the process 

•  Provide resources & network
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WOMENBRIDGES 
ROLES AND PLAYERS

The Buddy is the key figure within the Wom-
enBridges program. She (and sometimes he) is a 
knowledgeable woman (man) with experience both 
in professional and personal aspects. The Buddy pos-
sesses a mature vision about life, clear understanding 
of its roles in life as a parent/ caregiver, as a partner, as 
a professional and many others and has accomplished 
some sort of work-life balance. The Buddy is ready to 
support women into developing a nourishing career 
path based on self-value, inclusion and respect to the 
needs of others and work-life balance to embrace all 
the roles in life that a woman might have.
 
The Buddy comes to life when a woman is at a crossroads either in her career develop-
ment or struggles to find a balance in work and personal life. The buddy is self-aware of 
their own experience and to what limitation s/he is able to assist the woman in need of 
support.

The Buddy is there to support the woman when she needs: 

• To advance in or to change her career 

• To establish her own business 

• To lead her business as a business execu-
tive, not as a job employee 

• To be freelance and contingent 

• Help with her work-life balance or to re-
duce the tension between her work and 
personal life 

The Buddy

• To return-to-work after being away from 
the workforce due to maternity, health  
or other reasons 

• To settle in a new working environment or 
if she is at unease in her current working 
place 

• An adequate support system.  
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The buddy’s profile

According to our favorite Brene Brown empathy is connecting with people, so we know 
we’re not alone when we’re in struggle. Empathy is a way to connect to the emotion an-
other person is experiencing; it doesn’t require that we have experienced the same situ-
ation they are going through. Empathy is a skill that can bring people together and make 
people feel included, while sympathy creates an uneven power dynamic and can lead to 
more isolation and disconnection. It’s an unfortunate outcome given that sympathy is 
usually coming from a good place.

The Buddy is led by empathy. 

The Buddy is a person who possess knowledge and attitude in terms of personal experi-
ence and theoretical knowledge in the following competencies:

The Buddy needs skills to support the employment and career path: ence and theoretical 
knowledge in the following competencies:

• Emotional intelligence (empathy, nam-
ing feelings, setting healthy borders, en-
couraging sharing and mutual support, 
avoiding judgement and bias) 

• Leadership (inspire and motivate others, 
network and collaborate with various 
actors and systems, awareness of others’ 
interests and needs) 

• Meaningful communication with oth-
ers (openness to expression of feelings 
and emotions of others, active listening, 
incl. non-verbal, asking questions, giving 
space) 

• Inclusive and empowering (awareness 
of the needs of the diverse people, 
communicating in an inclusive way and 
accommodating the accessibility needs, 
searching for true belonging, creating a 
safe environment) 

• Digital working tools (Google drive, 
Excel, Canva) 

• Business model canvas (general 
knowledge and navigation of its use) 

• Collaborating successfully in teams 
(ability to delegate and foster collabo-
ration, asking for help, providing, and 
requiring accountability, dealing with 
conflicts and emotions) 

• People management skills (understand-
ing the different management styles, 
using tools and measures)  

• Impact assessment (openness and 
knowledge of evaluation and self-eval-
uation techniques, using quantitative 
and qualitative data, readiness to track 
and keep stories, using cumulative sup-
port from the buddies’ community) 

• Experience (has previous experience in 
the mentoring process either as mentor, 
or as a mentee and is willing to continue 
working on their self-development)

• Operational planning (action plans 
and tools for follow-up, developing of 
shared spaces, briefing and setting 
short-term tasks) 

https://brenebrown.com/
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What is a buddy for a person
with disabilities
Within the WomenBridges project, all partners are also actively focused on supporting 
and empowering women with disabilities in their personal and professional growth. Ac-
cording to WHO, about 15% of the world’s population has some form or type of disability. 
They are more likely to experience more socioeconomic challenges such as lack of equal 
access to education, poorer health outcomes, lower levels of employment, and higher 
poverty rates. It is important to keep in mind that people with disabilities (PwD) are not 
a homogeneous group. 

It is crucial to equip the program actors with key skills and knowledge in diversity, equity 
and inclusion, with a particular focus on the topic of disability inclusion. First and fore-
most, it is important when communicating with a person with a disability, in this case a 
mentee with a disability, to treat them equally and with respect, as you would treat your-
self and any other person. Working with such a mentee may mean: 

• she might have trouble in moving, hear-
ing, seeing, communicating, or learning. 
Each different disability and medical 
condition have its own particular char-
acteristics. 

• her conditions may include injuries or 
chronic illnesses  

• in addition to that she may face a vari-
ety of different challenges and barriers 
on an everyday basis, which may be 
physical and environmental; attitudi-
nal; policy; or in communication. 

• Presentation skills (how to make an 
impactful presentation)  

• Pitching deck (general use, how to cre-
ate it and how to present it) 

• CV creation and personal branding 
(general knowledge, how-to and tool 
sets) 
 • Career guidance methods and tools 

• Coaching and mentoring 

Sometimes due to different biases of the society towards them as well as because of their 
disabilities, they may be reserved to talk and/or have some confidence/trust issues. Yet, 
the dialogue with the Buddy evolving gradually will be therefore a significant anchor for 
them and can motivate them to open up. In addition to that, from a psychological per-
spective, people with disabilities are more likely to experience violence, including sexual 
and domestic abuse, exploitation by family members, discrimination, and others. Wom-
en, older individuals, children, and LGBTI persons who have a disability are doubly ex-
posed to such risks. Therefore, it is important to be careful when working with a mentee 
and to try to predispose her, as sometimes she may be a victim of similar conditions and 
may need extra support. 
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• Familiarization with the mentee’s profile 
- what type of disability/specific condi-
tion the mentee has and what type of 
adaptation she might need 

• Individual approach - according to the 
type of disability, each mentor must 
have an individual approach 

• Tailor the process/tasks, questionnaires, 
criteria/according to the needs of the 
mentee, so that way mentees can be in-
cluded and fully participate in each step 
of the mentoring journey 

• Be prepared to use alternative meth-
ods - sometimes verbal communication 
won’t be possible but in such cases 
you might be able to write or describe 
things with signs and additional meth-
ods 

There are a few key points for inclusive introduction and onboarding processes that we 
recommend the Buddy should follow when working with mentees with disabilities: 

• The introductory process is extremely 
important - equality is a keyword during 
the first meeting with your mentee with 
disability. Treat her with respect and as 
an equal 

• Should not be anxious to ask about the 
disability - very often people with dis-
abilities are willing to talk freely about 
their condition, disability and share their 
personal story. It is important that you 
discuss this with your mentee because 
this way she will be able to guide you 
towards any specific adaptations she 
may need. The exceptions to the rule 
are people with intellectual disabilities 
who are sometimes embarrassed to talk 
about their condition and this topic is 
more delicate for them.

In our program, we focus on preparing mentors mainly to work with people with senso-
ry impairments (hearing and visual), people with physical disabilities, and people with 
cognitive or developmental disabilities. We equip trainers with valuable knowledge in the 
field of disability inclusion and build their capacity to implement it. By knowing well, the 
needs of the mentee, the mentor can provide the necessary adaptations to the environ-
ment. In this way the mentee will be fully included, feel comfortable and able to unfold 
her potential.
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Within the WomenBridges project mentee is a young woman 
aged 18-30 or a woman up to 35 but unfolding this program the 
age limit could be changed or removed. 
 
WomenBridges mentee is either planning her career or is working 
on her education or is between studies.  

She could be in the beginning of her career path or in re-evalua-
tion of her options and considering a career switch. In some cases, 
she might need to return from longer absence of paid work and to 
reestablish her career/employment. 

She could also be in the process of planning family or is already a 
mother/caregiver, as well as she might taking care of other family mem-
bers.  

In some of the cases the women could be at risk of exclusion or may 
come from disadvantaged backgrounds or struggle for gender equality and/or with mul-
tiple discrimination factors. 

In general, WomenBridges mentee is curious about the program and wishes to give it a 
try, usually looking for support or verification. Yet, there might be different needs in terms 
of support – one is to have somebody on your side, someone to support on your position; 
the other is to be supported to put professional or personal goals before you and to go 
through the desired results, which often includes going through a personal change.  

We put our efforts on that from the very beginning when entering the program, the 
mentee to be able to set up clear objectives for the change she might need and for the 
outcomes she expects from the program in 3, 6 months or in 1 year. The change might 
be related to employment (career), a new professional endeavor or it might be related to 
finding balance between professional and personal life. 
We will encourage the mentee to be open, to be stretched and to be honest about where 
she is right now in her life and to work with our Buddies to define her desires and dreams 
for the future.

The Mentee

Altogether mentees need adequate support system, and they are aware of this 
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The WomenBridges core team
WomenBridges is a program that steps and builds on humans. We believe in develop-
ing a multilayered support system from women to women. That is why the program 
core team is assembled of highly dedicated women with both capacity and expertise to 
provide processes, tools, assessment, and support to both the Buddies and the Mentees. 
We believe in human relations build on mutual trust, empathy and accountability. Within 
WomenBridges there is a: 

Program Leader, who is the person to:

Trainers have the competencies as per the ETS to design training programs and facil-
itate the learning process of others. There are two types of trainers – the first is part of 
the core team of WomenBridges and the second are developed through the training 
of trainers process among the youth workers (the Buddies), that later work with young 
women (mentees) and on the matters of employment and economic independence of 
the young women. Both are developing the network of buddies to ensure there is quality 
support for the young women. 

Coordinator is the one that takes care to:

Communicator is the person to:

• lead the program and ensure its goals 
and impact 

• assess the potential mentee and her 
entry needs 

• assess the buddies in terms of compe-
tencies 

• maintain the links between team members 

• organize the time schedule and the logistical aspects of the program (training, on-
line and offline events, mentoring sessions, support groups and meetings, etc.) 

• work on all technical issues and the problem solving

• communicate the WomenBridges in digital & media spaces• prepare visualization on events and meetings• communicate the Buddies and their successes to the society.

• lead matching process of buddies & 
mentees 
 • collect the feedback on Buddy-Men-
tee work and re-assess the matching if 
needed 

• organize and lead the community 
support groups for the buddies.
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WOMENBRIDGES PROCESS
FOR THE BUDDY 
We strongly believe that the WomenBridges community of Buddies steps on their com-
mitment and willingness to bring meaningful change in the life of the supported young 
women. We rely on a multidimensional individual process of assessment, development, and 
empowerment of the Buddies to have them as capable collaborators and allies in our Wom-
enBridges program goals. 

This process starts with the entering point and initial assessment, throughout different 
steps that aim to educate, network, guide and empower the Buddy to ensure her/his full 
readiness to support women (the Mentees). Later on, it also includes a secondary evaluation 
and specialization of the Buddy. Within their work the Buddy receives support and resourc-
es and follows a process for evaluation and monitoring as well as one for peer support. 

The entrance to the program is a Buddy questionnaire as a self-assessment tool and a 
first step of the application process. It gives the applicant and the program team means 
to assess their knowledge, motivation, and initial readiness to support young women in 
their career development and work-life balance.  

As a second step the core team assesses through several methodological instruments 
the capability and conformity of the applicant to be in favor of the young women and to 
fit in the values and the goals of the WomenBridges program. It starts with a personal 
interview and then use one or more of the following:

Application and Initial Assessment

• DISC 

• Competences Model check 

 • Motivation and readiness 

• Group assessment by the Buddies’ network

https://docs.google.com/forms/d/e/1FAIpQLSe1uQss3j1hRGTK6hjKr8RmgLxRbctrsJfsgvImjsL1ehMhcw/viewform
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The approval of an application happens upon an open conversation and thorough justi-
fication of the selection findings, as well as upon mutual agreement about the readiness 
and ability of the applicant to invest in learning and self-development to become a Wom-
enBridges Buddy.

   Competence model check (example)

   Competence area I am not good at that at all   -  I am a master at that

Leadership - how to inspire and motivate others 1 2 3 4 5

Communication skills - listening, getting informa-
tion by asking questions

People management - understanding the different 
management styles depending on the mentees’ 
needs

Prioritization of tasks - how to prioritize based on 
the matrix of important/urgent matters

Restricted believes - how to find them and to navi-
gate them

Delegation - when to ask for help, how to delegate 
tasks and to have a follow-up on them

Presentation skills - how to make an impactful 
presentation

Digital skills (Google Drive, Excel, Canva)

Business model canvas - what is it, how to fill it in

Business model canvas - what is it, how to fill it in

Operational plans - what is it, how to create, how to 
follow up

Pitching deck - how to create it

Team establishment and management - what 
makes a good team and when to be a boss, when 
to be a manager

CV creation - what makes a good CV

...
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Training and Personal 
Development. Motivation. 
Onboarding and Readiness to Start
This step could vary in time and learning needs as each Buddy comes to the program with 
different background, motives, and experience. Besides the organization implementing 
WomenBridges may need to invest a different level of efforts and time to develop a sus-
tainable and effective network of mentors (see the Enabling Buddies’ Network Case Study). 
This step aims to align the Buddy with the WomenBridges values and culture, as well as to 
ensure that the program covers the Buddies needs for: 

1)  Learning and training as there are various options for the Buddy, e.g. 
 

3)  Motivation  

2) Personal development on career connected matters or work-life balance, e.g.  

• Provide training on the learning needs 
determined within the evaluation on 
the competence model 
  • Provide training and resources on 
employment and career path support 
skills 

• Train on practical aspects in mentor-
ing, support group leading, etc. 

• Simulation of mentoring process 

• Identify the Buddy’s personal state of 
matters - define does the buddy need 
support to evolve on and resolve any 
personal issues and provide option the 
Buddy to first pass the WomenBridges 
support process for herself with more 
experienced fellow mentors, before 
becoming a Buddy  
  • Check on the ability to clearly distin-
guish between their personal devel-
opment and balance and the ability to 
lead this process for another person. 

• Check if there are some barriers and 

worries in starting to work one-on-one 
with other person in the capacity of a 
mentor, incl. confidence, young age, 
intensity of work, personal issues, etc. 
 • Provide options for personal talks with 
the program team members and peer 
to peer support groups to address and 
needs for development, as well as a re-
source bank with materials, e.g. “Quick 
manual on how to start a mentoring 
session”. 

• Participation in the online awareness 
events of the program. 

 • Alignment on WomenBridges values 
and vision 

• Articulation of the personal motives 
and goals of the Buddy to be part of 
the program 

• Articulating fears and setbacks
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Buddy-Mentee Practice

Within their field work the Buddy uses a great variety of approaches, tools and methods in 
the best interests of the Mentee. The Buddy relies on their personal and professional expe-
rience to share many stories and examples connected to the Mentee’s needs and goals. To 
ensure that the WomenBridges core team develops process methodologies and a resource 
bank with ready to use materials, inspirational case studies, documents, readings and many 
more. 

The onboarding process completes with final re-evaluation of the Buddy and a Buddy 
profile definition. The Buddy is ready to meet the Mentee. 

4) Specialization and Onboarding 
 • Define and agree on Buddy’s special-

ization and areas of support – there are 
Buddies more oriented to professional 
topics as people management, entre-
preneurship, activism, etc. and ones 
capable to provide support in topics 
as personal balance, relationship and 
partnership, setting boundaries, etc. 

• Aligning approaches and working 
modes (connection with DISC) 

• Ensure the Buddy is familiar with the 
WomenBridges process  

• Prepare the Buddy for the matching 
& mentoring process – defining time, 
modes and technical aspects. 
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Ongoing Support and Monitoring 

Training of Trainers – 
Become a Buddy, Pay it Forward

A community of Buddies, supporting diversity of needs  

We believe WomenBridges to be a community that first supports each other to be able 
to support the others. We trust in the common mind, knowledge and experience and 
know-how to make these fully available for the mentees. The internal support system 
includes, non-exhaustedly:  

The training of trainers (TOT) is a process of building trainers’ competences among the 
Buddies to be able to develop further the WomenBridges mentoring network and cre-
ate peer support basics. WomenBridges - Training of Trainers Course for Youth Workers 
(WomenBridges TOT) is a 5-day training course focusing on the competences (of youth 
work practitioners) needed to work as mentors with young women individually to sup-
port their career path and healthy work-life balance, as well as to support peers into be-
coming WomenBridges Buddies.  

To add to this, an evaluation process is envisaged every 3 months to reflect on the ad-
vancement in each individual case and upon this a different scenario could emerge for 
the Mentee. A Mentee could have her goals fulfilled, or could need to continue working 
with the Buddy on these goals, or could need to establish new goals. In these specific 
cases another Buddy could also step in to provide specialized support connected to a 
specific field of expertise or to the redefinition of the needs and goals. 

• Continuous support while the Buddy 
executes their field work – resource 
bank, instrumentation and expertise 
from the program experts 

• Provided institutionalized monitoring 
(established process for feedback for 
buddies, mentees, etc.) 

• Self-evaluate, use DISC and similar 
tools and explore self-boundaries 

The TOT provides the WomenBridges methodology of work, as well as allows the future 
Buddy to experience the process of support so that they will be able to genuinely lead it 
afterwards for the young women. It provides the opportunity to:

• Regular monitoring meetings with 
the core team for discussing the prog-
ress and impact on the mentees. 
 • Regular support group meetings to 
ensure support from peer Buddies 
(community)

• Experience flexible working, as well as 
the entrepreneurship and employee’s 
daily agenda 
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•   Empathy•   Emotional intelligence•   Meaningful communication•   People management•   Leadership•   Entrepreneurship•   Personal and operational planning•   Career planning and guidance•   Facilitating learning process to others•   Practical skills to use variety of mentoring, coaching, supporting methods and tools. 

Photo credit: Impact Drive Foundation, Moments from Training of Trainers: WomenBridges, 

Sofia, Bulgaria, 21-27 July 2022

As an experiential learning TOT engages the mentors to first-hand experience of the 
self-evaluation, self-advocacy and self-organizational journey of the Mentee and equip 
them with applicable tools and methods to be used in their work with mentees. None-
theless the TOT builds strong bonds and connection among the mentors (Buddies) and 
gives them a space for peer support and internal support system, which on later stage 
they could build for their mentees.

And builds competencies connected to:

• Develop personal capacity and agenda to be a mentor and a trainer within Women-
Bridges 
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Day 1 – Embracing Togetherness by Being Myself

Sample Agenda of the TOT

Day 2 – Exploring the Career

Day 3 – Being a Leader - or Being Responsible for Others

Day 4 – Being a Buddy - Being in Support

Day 5 – Facilitating Learning of Others

A day dedicated to meet the group and on self-evaluation. A discovery on 
what TOT is. Planning on learning goals and evaluation of the readiness to 
become a WomenBridges Buddy.

Diving into the career path and its diverse opportunities to lead to differ-
ent directions. Exploring what is to be employee, entrepreneur or even a 
freelancer or self-employed. 

Exploring beyond the career and our many roles in life. Talk on the various 
obligations one has socially and personally, as well as talk about balance 
and resilience. Open floor for sharing participants’ ideas, work, methods, 
and approaches – connected with career support and work-life balance. 

The WomenBridges program explained - program goals and way of work-
ing. What is to be a WomenBridges Buddy. Exchange knowledge about 
different methods that a mentor could use to support women in their 
career and healthy work-life balance. 

How to facilitate learning of others and how to design and prepare train-
ing activities for the next Buddies to be included in the WomenBridges 
community of mentors. Exploring on how to work with people with di-
verse abilities and reflection on the 5 days learning process.



WomenBridges Methodology Guide

 27 

THE MATCHING PROCESS
The matching process is organized and performed by the core team and steps on the 
basic understanding that the overall goal of the WomenBridges program is to empower 
young women to be self-sufficient in following their dreams and inner voice and to be 
able to speak up their needs and desires, including when they need support. To do that 
the program with assistance of the Buddy aims to build for each young woman her own 
support system in and around herself.  

Process of matching a Buddy 
with a Mentee
The matching Process includes the following steps: 

• correlation between the Buddy’s and 
Mentee’s backgrounds or occupations 
(NGO, corporate, entrepreneurial, sec-
tor of work): It is strongly believed that 
when the two of them are somehow 
connected, not only are the mentors 
able to understand even the mentees’ 
deepest thoughts, but so are the men-
tees more confident that the mentors 
are going to understand them. In this 
way, fundamental principles such as 
trust are ensured. 

• geographical location: Meetings 
in-person are, by definition, more likely 
to create a strong connection between 
two people, so, given the chance, it 
is preferable to match people from 
the same city, or close regions. Nev-
ertheless, to ensure flexibility online 
mentoring sessions are also an option, 
especially if it is the preference of the 
Mentee and the Buddy.  

• DISC Test results play a significant role 
to ensure a good matching between 
a Buddy and a Mentee based on their 
special characteristics and needs. It 
also provides valuable knowledge for 
the Buddies to find the best approach 
for their mentees.  

• Assessment in both ways of the Men-
tee needs, readiness and definition 
of the primary goal and of the Buddy 
to its competences and readiness to 
support. This is the basic tool to ensure 
the success of the WomenBridges 
process.  

• Progress monitoring After each ap-
pointment the mentee sends a re-
view and commitment form to the 
mentor. The Buddy will participate in 
a monitoring meetings with the core 
team for discussing the progress and 
impact on the mentees. This way, the 
core team will be able to monitor the 
procedure, the matching and, general-
ly, if the program is running smoothly 
and to make necessary adjustments. 
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WOMEN BRIDGES PROCESS 
FOR THE MENTEE

Motivational Online Activities. 
Awareness. Building Trust

The process for the Mentee is influenced by many factors and depends on the availabili-
ty and the general attitudes towards such support in the country of implementation. For 
example, within the pilot test of the program (Local Bridges) the Austrian partner had to 
“compete” with other providers of mentorship within communities that had positive at-
titude on mentorship and the Bulgarian partner had to build awareness and trust using 
more creative approaches and to demonstrate to the public such relatively unknown ser-
vice for the local communities. In all cases the most important aspect here is building trust 
and convincing women of the possible benefits they might have from the program.

Pilot tests of the WomenBridges program defined the best way to approach and engage 
women is by creating accessible events (online or at the workplace) on topics that are 
close to everyday agenda of the women – both professional and personal. We call these 
events “conversation starters” as they use a playful or catchy topic to open sometimes 
hard conversations and to bring impactful insights and an opportunity to share with 
other women. Close to our usual women’s circles of exchange (neighbors, kindergarten 
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moms, etc.) such events open the conversation and easily jump from talking about holi-
day diner and wardrobe to relationship between partners, overcontrolling and delegating 
tasks, judging, shaming, and stereotyping, ability to refuse or stand personal grounds. 
These types of events proved to be essential to: 

Besides the event awareness, engagement and trust are built when dedicated efforts on 
community building are set – creating safe spaces on exchanging information, sharing 
personal moments, thoughts and concerns, etc. Today’s digital world provides lots of op-
portunities for this – e.g., a closed Facebook group is used in Bulgaria.

• Develop awareness and engagement 
 • Build trust to the WomenBridges 
team and methods 

Signing to Program. 
Mentee’s Assessment
The entrance to the WomenBridges program comes at this step. At this moment the 
woman had identified her needs and had taken a step forward to search for a solution. 
The program team has to assess the needs, the level of understanding and readiness for 
the mentorship and the appropriateness of the WomenBridges program for the Mentee.  

• Challenge the women to search in-
sights and self-evaluate 

• Prepare the women to make the next 
step and search for support

Photo credit: Jamba Austria, Moments from Local Bridges, Vienna, Austria, November 2022



30 

WomenBridges Methodology Guide

WomenBridges relies on the following tools:    

1) Mentee assessment tests (incl. questionnaire with DISC, etc.) 

2) Mentee interview (one-on-one informal conversation and/or talk to build trust and 
clear the aspects of the program that might not be comprehendible for the Mentee, 
etc.). It is a very important step, which is performed by the Program leader to support the 
mentee to clearly define her primary 3M goal to set as a baseline for the matching pro-
cess and for starting the Mentee-Buddy’s sessions.  

3) Mentee observation within a group support session(s) (most often at the workplace) 
to build save space, provide time in informal women’s space to relax and open to share. 
This is additionally performed in specific cases, or when it is identified as a necessary step 
before entering one-on-one sessions. 

It all starts with the needs assessment that follows a simple approach and aims to assess 
if the Mentee has a clear vision about her need(s) or she might need to be supported in 
this process. Next, core team aims to evaluate her readiness to dedicate time for further 
self-evaluation and process of self-improvement. 

Understanding what the Mentee wants will allow the core team and subsequently the 
Buddy to decide on the topics and areas of the support needed, as well as the methods 
which will be best in each individual case. 

https://docs.google.com/forms/d/e/1FAIpQLSe1uQss3j1hRGTK6hjKr8RmgLxRbctrsJfsgvImjsL1ehMhcw/viewform
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Working with Buddies. 
Setting 3M goals

4) Upon the assessment and the interview/ group session the WomenBridges team as-
sesses the:  

This is the moment after the matching process when the Mentee actually starts working 
with the Buddy. Here also all parts of the preparatory work of the core team are connect-
ed to a) select, and ensure there are mentors with enough experience and competence, 
b) well prepared by the WomenBridges program and c) informed about the Mentee’s 
needs after the d) thorough Mentee’s evaluation by the program and e) clearly defined 
baseline for the primary goal of the Mentee.  

Generally, the Mentee-Buddy work is structured in 3 months (3M) periods with 1 (one) 
session per month or 3 sessions each 3M period. In some cases, when justified, more ses-
sions could be agreed within the 3M period.

• Needs – are they defined accurately, 
are there any hidden needs and is-
sues? 

• The level of understanding of the 
process of mentorship and this of 
the WomenBridges –to be explained 
which further steps could be taken 

• Level of consciousness and readiness 
to enter and devote to the process 
– again the team checks for hidden 
issues and unconscious barriers – in 
some cases a longer process of as-
sessment might be suggested, partic-
ipation on group events or sharing of 
materials, etc. 

• Level of appropriateness of the pro-
gram to the defined needs and com-
prehension of the process – in some 
cases within the assessment phase it 
might be deiced that for the Mentee 
it would be better not to participate 
in this program and to be directed for 
support to other professionals  

• Assessment of the types of knowledge 
needed to answer the Mentee’s need 
and decision on the right mentor or 
team of mentors – preparing for the 
matching process 

• All information should be shared to 
the Buddy in a dedicated preparatory 
talk within the matching process to 
ensure Buddy’s readiness and align-
ment with the Mentee’s needs.
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1. The Mentee-Buddy Sessions include:  

Ex.: Initially a Mentee defines a need to develop certain professional skill, e.g. manage 
people. Within the first 3-month period she works with a mentor and is supported 
in learning, gathering resources and testing approaches. In this process the Mentee 
identifies issues with trust to people and tendency to overtake too many tasks. Com-
pleting the initial goals on people management, the Mentee decides to continue 
working on the newly identified needs. For this she, the Buddy and the project team 
identify another mentor, who is better equipped to support the Mentee in the new 
goals.

• confirming the primary goal defined 
within the Mentee assessment test 
and Mentee interview - defining 
needs, analyzing on desires, vision, 
barriers and allies, defining a woman’s 
personal support system  

• development of individual 3M plan 
and activating the personal commit-
ment of the Mentee to change and 
development in the desired direction  

• planning sessions according to the 
goals – the Buddy selects methods 
and tools, asks questions and listens, 
as well as uses stories and examples 
from personal experience to best 
support the Mentee in her goals. In 
some cases, the Mentee might need 
to evaluate the “pros and cons” of an 
employment area like nonprofit and 
entrepreneurship. In others, she might 
need support in mapping her roles 
and obligations and activating sup-
port at home for balancing.  

• when appropriate, the Buddy could 
suggest participation in joint support 
group sessions or even in learning op-
portunities 

• filling individual recap and commit-
ment form upon session progress 
work and decisions. This form is filled 
in by the Mentee, provoking her per-
sonal dedication to the process. It 
asks to self-reflect on the session talk 
and identify the commitment she is 
making for her development towards 
the desired goals. This step allows the 
Mentee to ensure time for reflection 
and to focus on the things she needs 
to reach her goals.     

• review sessions and adjustment of 
goals or setting new ones – after each 
3M period (3 sessions) the Mentee and 
the Buddy make a reflection and the 
level of the achievement of the goals. 
Upon that the Buddy and the Mentee 
could decide to continue working to-
gether for the same goals or new ones 
or the Mentee could be matched with 
another Buddy if she needs a different 
expertise of type of support.

https://docs.google.com/forms/d/e/1FAIpQLSeiQalCHfhNR6JnzPN4tcLWJF-fpVgA-S5piBYJFsBMDsNsgg/viewform
https://docs.google.com/forms/d/e/1FAIpQLSeiQalCHfhNR6JnzPN4tcLWJF-fpVgA-S5piBYJFsBMDsNsgg/viewform
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2. Support Groups  

The Mentee could decide to participate in support groups at any time before, within or 
after the one-on-one sessions. In some cases, this approach could be advised within the 
initial assessment and the Mentee interview with the Program leader and the Mentee 
could be directed to a support group format before entering a one-on-one session. In 
other cases, it might be within the one-on-one sessions with the Buddy to be identified 
the possible added value of a support group participation.  

Participation in the organized support groups is always free and available for the Men-
tees and they are welcome to join at any time. Within WomenBridges there are two 
types of support groups available for the Mentees.

• Support groups on individual par-
ticipation upon pre-defined topics 
following online events – these are 
most often in-person gatherings, 
following pre-defined topics and 
structure. Support groups are led by 
experienced facilitator – to be able to 
guide the participants into the topic, 
to ask questions and to ensure equal-
ity, respect and inclusion to all in the 
conversation. Most important support 
groups have to create a safe space 
and equality between all participating 
women to build trust and confidence 
and to open up toward sharing per-
sonal issues and searches and to allow 
support from the cumulative knowl-
edge and experience of the group. 
These support groups could include a 
wide variety of topics from profession-
al (work) to personal (life) topics.  

• Support groups at the workplace – 
similar to all the support groups, these 
are also in-person gathering, led by fa-
cilitator with a pre-defined topic. They 
are most often organized with the par-
ticipation of the employer (most often 
through the HR department) and are 
part of the internal system of support-

ing and engaging employees within 
the CSR or HR policies. It is best to be 
a live event, yet a hybrid is also accept-
able. Unlike the first type of support 
groups, these are more connected to 
the work life and the work-life balance. 
The topics should be as the online 
events with a light title, to make peo-
ple comfortable to join. An experi-
enced moderator is required to guide 
the group process through the topic, 
timing and the discussion. The sup-
port group starts with group activities 
so that the participants are set in the 
appropriate mode. It then continues 
with sharing personal experience from 
the moderator to set the tone that 
it is OK to share without judgement. 
When the employees start the sharing 
process it is vital that moderator sets 
the tone of voice so that the discussion 
continues respectfully to all partici-
pants. Participants need more careful 
work on the side of the facilitator, as 
often being among colleagues (and 
even in some cases subordinates), 
people will be more careful in sharing 
personal information and might find 
it challenging to feel in a completely 
safe space.  
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Initial Support Group at the Workplace 
at SAP Bulgaria
Case study

“Is it possible to find a balance between the personal and professional life of working 
mothers in Bulgaria? How? 

We truly believe that work-life balance is possible. Through our project WomenBridg-
es, developed together with our partners Jamba (Austria) and Women Do Business 
(Greece) and funded by the Erasmus+ program, we found the right way for women to 
support each other. 

We create a space where women: 

• we support each other.• we talk about the things in life that we usually try to hide even from ourselves• we realize together that we are not alone 

Feel for yourself what we’ve created. Be with us on 28.11.2022 from 10:30 to 12:30.”

This is the announcement for the welcoming support group, initiated by the HR team of 
SAP Bulgaria. This is the local branch of a multinational company that has over 1000 em-
ployees in Sofia alone and over 400 of them women. 

The event was the first of this kind for the company and targeted all employees. The 
design included, besides the focus topic, also some interactive parts to allow the partici-
pants to feel at ease and to step gradually into the topic. Having about 15 participants the 
group size was quite alright for such an event. The WomenBridges team provided a fa-
cilitator and a trainer, as well as the program leader on site for the support group. Within 
the 2-hour-event the following were included 1) A brief WomenBridges program presen-
tation, 2) An interactive mapping of paid and unpaid work, performed by the participants 
and 3) A support group on the main topic: Is it possible to find a balance between the 
personal and professional life of working mothers in Bulgaria? How? 

As expected, the two initial activities allowed the auditory to step out of their daily work-
ing routine and to dive into the question. Thus, during the support group, with the help 
of the facilitator the women could talk about their work-life balance. There were some 
strong initial voices, but within the total time most of the participants found courage 
and joined the conversation. Again, as expected, there were different storylines present-
ed – the ones of the parents, the single young woman, the aunt, that was concerned for 
her overwhelmed sister, even one of an ex-social worker with a lot of stories of caregiving 
(even if not to own children). Slowly but carefully the guided conversation got personal, 
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Disability inclusion means understanding the relationship between the way people func-
tion and how they participate in society and making sure everybody has the same and 
equal opportunities to participate in every aspect of life to the best of their abilities and 
desires.  

Barriers to full social and economic inclusion of PwD include inaccessible physical en-
vironments and transportation, the unavailability of assistive devices and technologies, 
non-adapted means of communication, gaps in service delivery, and discriminatory prej-
udice and stigma in society. 

To be able to tackle these barriers and provide an accessible environment for all we need 
to be informed as individuals, as a community and as a society. Although surprising, our 
practice to date has shown that there is a large section of our society of people who, for 
one reason or another, have never had the opportunity to communicate with people 
with disabilities. This, on their part, leads to the construction of further barriers and inse-
curity.  

participants were listening with empathy and some personal “recipes” for sharing the 
burden of the unpaid work were shared. Soon enough there was the warm feeling of 
feminine talks, sharing and supporting each other. This was given as feedback from one 
of the participants, stating how important is the sharing in a group and to feel part of a 
group and being able to open up and be heard. 

Despite the light start it seems the discussion did touch pains for the participants, 
and it was a great opportunity to start their own process in the group one. Even 
though WomenBridges was only scratching the surface of the possibilities for these 
women, and the fact that they were at work, and didn’t fully open to the process, they 
got a touch of what and how it might be.  

At the present moment Impact Drive, within the WomenBridges, is developing a full set 
of 12 support group events on different topics to be performed for the SAP Bulgaria em-
ployees within one year. 

Such support groups (live and/or hybrid) turn out to be very necessary, especially after 
the Covid crisis, because in many cases the isolation has deepened the problems and the 
needs for sharing. 

Inclusion and Accessibility
Working with Mentees with disabilities
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In your role as trainers, you may get the opportunity to work with people with disabilities 
for the first time, but you should not be nervous about the journey ahead. It will be ex-
tremely enriching and valuable for both your Mentee and yourself. The disability culture 
and each specific establishment holds extremely interesting details that will enrich your 
knowledge and outlook. Perhaps you will have the opportunity to learn sign language, or 
Braille. The important thing is to approach with an open mind and be ready to immerse 
yourself in the diverse and colorful world of people with disabilities.  

In addition to inclusion, it is important to address the topic of accessibility. Often, many 
of us take many things for granted, such as getting around in the physical world.  Curbs, 
thresholds, stairs, sidewalk grates, various small obstacles, narrow passageways - these 
are barriers that we cross, bypass, or walk through many times a day.  Perhaps we rare-
ly think about the signs, loudspeaker announcements, traffic signals and other sources 
that direct us or give us the information we need. 

For people who have physical impairments, however, a few stairs or thresholds can be 
major obstacles. Announcements over loudspeakers in airports are often difficult for peo-
ple with excellent hearing to understand; those who are deaf or hard of hearing may not 
hear them at all. Signs, no matter how well placed and how much information they carry, 
are of no use to a blind or visually impaired person unless they are in predictable places 
and cannot be read by touch.  

In other words, physical features that people without physical disabilities take for granted 
can present serious problems for PwD, mostly because their needs haven’t been consid-
ered in designing those features.  

The same thing is observed in the online environment. If the images, tables or graphics 
on an online presentation or a website do not have a visual description, they are not ac-
cessible and unusable by blind people.  

This is why it is important in your role as trainers when working with mentees with dis-
abilities to have a basic knowledge that will help you to communicate more easily and 
ensure accessibility.  

In the following paragraphs, we will present basic tips and guidelines that will be able to 
prepare the Buddies to provide an accessible environment for their Mentees with disabil-
ities: 
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Physical disabilities 

Accessibility in buildings  

• Entrance• Ramps• Elevators• Door widths• Toilets 

Navigation 

• Easiest and most accessible way to reach the 
place of meeting 

Equality 

• Shake hands with the Mentee and then sit in a 
chair to talk and be eye-level 

Intellectual Disabilities 

Communication 

• Communicate directly with the patron when 
possible, not the caregiver; 

• Determine the preferred communication 
style (verbal, sign language, written notes, a 
communication board); 

• Keep your language simple and concrete. 
Avoid idioms and multipart directions; 

• Rather than telling a patron with ASD what 
not to do, instead be positive, advising the 
patron about acceptable behavior; 

• Be flexible. Allow some noise making if this 
helps the person with ASD organize him- or 
herself and participate; 

• Provide information in advance. 

Environment 

• Provide quiet, private interview/work areas; 

• Ask patrons what disturbs the environment, 
and avoid or alter these environmental stress-
es; 

• Avoid unnecessary sounds and lights; 

• Positive attitude. 

Blind or visually impaired 

Navigation & communication 

• Orientation or navigation when there is no 
assistant - we can offer support; 

• Handshake and description of the environ-
ment, who is who and where are the different 
people located; 

• If the Mentee prefers to use his/her own tablet/
phone/laptop, it is advisable to give him/her a 
chance to use it in the course of the meeting; 

• Accessible design & software 

• Selection of color combinations - contrast, etc.; 

• Suitable fonts - Arial, Calibri, no serif and hard-
to-read fonts, and different fonts should not be 
mixed. Size - 12 pt, recommended 14 pt. Bold to 
emphasize individual parts, but not capitalize. 
Without highlighting and using italic; 

• No abbreviations &#s.; 

• Avoid images; 

• Descriptions, Braille, Accessible documents /
PDF, word docs, etc./, Screen readers /JAWS, 
NVDA/, Accessibility software /Recite/

Deaf and hearing impaired 

Communication 

• In most cases, a telephone or online meeting 
would be impossible 

• Meeting between the Mentee and the Buddy, 
as well as to provide an interpreter 

• Ask for the most appropriate means of com-
munication 

• Only one person at a time has to speak• No unnecessary noise 

• The Buddy has to be illuminated by the sun/
light 

• Never talking while turning your back - lip 
reading 

• Repeat, ask again, you can even write your 
question to be sure that everything is clear 
and there is no confusion 

• Use simple and short sentences. Mother lan-
guage - sign language. 

Accessibility 

• Closed captions, Sign language interpreta-
tion, Presentation Translator, etc.
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SUPPORTING BUDDIES 
AND COMMUNITY

As said before, WomenBridges is based on a community trust in the common mind, 
knowledge and experience connected to the cause of supporting young women. Wom-
enBridges maintains a network of Buddies with diverse competences and establishes 
a mechanism to best meet the needs of the Mentee – e.g., finding the best Buddy in 
the right moment to support her. The internal support system among the Buddies is 
essential for the program. It supports the work of the Buddies, enhances their own com-
petences. It also is of great benefit for the evaluation process every 3 months to reflect 
on the advancement in each individual case and to the possible different scenarios that 
could emerge for the Mentee.

The WomenBridges core team and trainers developed a resource bank available for 
the Buddies. It contains learning materials, guides and information, as well as tools and 
resources for direct use in their work with Mentees. The resource bank is constantly 
updated and developed, open to share freely between the Buddies. Contributors to the 
resource bank could be either the core team or the Buddies themselves. 

The internal support system builds on the resource bank, adding the opportunity to rely 
on peers of Buddies and the core team, as well as providing flexibility and diversity in the 
Buddies profiles and the process to answer a variety of Mentee’s needs.   

Being There for Each Other – 
Peer Support to Buddies 

WomenBridges Resource Bank 

Internal Support System

In general, the resource bank includes: 

• Methods and approaches (devel-
oped on various training/sharing 
experience activities, guidelines, 
etc.) 

• Tools and ready to use guides and 
templates upload  

• Diversity and Inclusion at the work-
place materials 

• Research materials, presentations, and 
general information regarding the 
career guidance, unpaid work and the 
“double burden” structure, work-life 
balance. 

https://drive.google.com/drive/folders/1ztwRLev134wdb6HTYTxrHw1B1UmQXImo
https://drive.google.com/drive/folders/1ztwRLev134wdb6HTYTxrHw1B1UmQXImo
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1. Peer-to-peer support 

• Its main driver are the support groups for the Buddies held once per month for at least 
1 hour. The Buddies will have space to discuss issues and specific cases, to ask peer sup-
port for issues and challenges and to share results and developments, as well as lessons 
learned and success stories. The support groups will be led by a facilitator, provided 
by the core team, to ensure common grounds for discussion and safe and equitable 
space, as well as uniformity to the WomenBridges program goals and values.  

2. Specialization and substitution  

There are several aspects of this process that provide flexibility and diversity to the process of 
support: 

• Ensuring variety of topics and expertise 
to be covered – different models of labor 
(freelance, entrepreneur, employee), 
sectors (nonprofit, social business, cor-
porate, public work) and competences 
(career guidance, professional skills and 
know-how, coaching and mentoring, 
personal development and work-life 
balance, etc.). 

• Covering different role models to ad-
dress issues like being a young woman 
in business/work as opposite to all the 
‘mom/family woman issues’, or wom-
an executive in corporates vs. business 
owner, or socially engaged activist, etc. 
Young women have often different 
challenges like glass ceiling (relevant 
to all women), non-work tasks in the 

office like getting the coffee for the 
staff meeting and organizing company 
events as they have ‘more spare time’, 
finding a woman mentor, discrimina-
tion for the possibility to be a mom soon 
and go on maternity, etc. Parents on the 
other hand could experience issues of 
being blamed that are using the kids to 
have less duties or be pressed to con-
stantly catch up with the rhythm of the 
non-parents.  

• Allowing mentors to overstep, when 
different expertise is needed – if it is 
identified different needs within the 
mentor session, or when new goals are 
added by the Mentee in the 3M review 
sessions.   

3. Competence Building 

There are several aspects of this process that provide flexibility and diversity to the process of 
support: 

• Established and constantly developed 
WomenBridges methodology with 
guidelines to its application• Trainings (WomenBridges TOT and ad-
ditional ones). Within the WomenBridg-
es project partners developed trainings 
on topics like the LinkedIn use, Commu-
nity Mobilizers, Smart Advocacy) 

• Mentoring for Buddies from the core 
team, whenever a need is identified• Alignment sessions (support groups) 
– the Buddies meet with their peers to 
discuss cases and approaches• Monitoring process
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Enabling Buddies’ Network
Case study

Introduction

Three different storylines. Greek case:

This case study monitors the mentors’ networks formed throughout the WomenBridg-
es project by the 3 partners organization. We aim to map the process of engagement, 
development and motivation of the Buddies, as well as their needs and consideration 
before they start working with Mentees within the WomenBridges methodology. It is 
important to acknowledge the different experience of the partners with mentors, volun-
teers and mentorship as a whole. This gives a different base wherefrom the process starts 
and is essential for the timing and continuation of the process. 
This case studies follows the period of piloting and validation of WomenBridges method-
ology and the link between the Training of Trainers (action 2) and Local Bridges (action 3) 
of the project. 
On the other hand, mapping the process gives quality insights on the steps needed to be 
performed, so that a strong, capable, aligned and motivated group of mentors is enabled 
to work with mentees.  
Finally, following the process in the 3 countries will give us grounds to make conclusions 
on how to continue and further develop our work with WomenBridges and recom-
mendations for our colleagues to the implementation of similar programs following our 
methodology.

Women Do Business promotes women’s entrepreneurship and the elimination of stereo-
types and acknowledges as its main pillar and approach mentoring-guidance. The orga-
nization enters the WomenBridges project with an established network of experienced 
mentors, who have readiness and confidence to support working women.  Mentors have 
developed specific specializations and practice in areas like career guidance, esp. in busi-
ness and entrepreneurship, work-life balance. They confidently use mentoring, coaching 
techniques and approaches.  

Entering the project our partner had already established strong bonds with the mentors 
of its network - having passed through several events and initiatives, most significant of 
which is a mentorship program “Find your mentor” for working women. The network of 
mentors has become a team of colleagues. 

Having this level of development of its network the Greek participants used the TOT ac-
tion of the project to “...to align with our partners, to build our motivation and the strategy 
for the following steps. In addition, it was an opportunity for team building and exchang-
ing tools with experienced mentors.” (Internal report on Local Bridges, action 3 of Wom-
en Do Business).  
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Three different storylines. Austria case:

The Austrian partner has been working for about a year to develop its team and a net-
work of volunteers to support them. As their work is connected to inclusion and em-
powerment of people with disabilities, their team and volunteers have been prepared to 
provide support, knowledge and connection to employers for their beneficiaries. Starting 
participation in the WomenBridges project Jamba Austria activated their team and most 
engaged volunteers to develop their skills as mentors and to connect these competences 
to the ones they already have in diversity, accessibility, and inclusion. The Austrian team 
of mentors did not have previous experience and know-how on mentoring but had a 
strong motivation and developed internal links and working processes. 
 
The team of trained in the TOT mentors was very actively involved in the planning, the 
creation of the Local Bridges strategy and the actual implementation of the activities at 
local level. “7 planning meetings were held, responsibilities were allocated among team 
members, and everyone performed their duties on time.” (Internal report on Local Bridg-
es, action 3 of Jamba Austria). “One very positive aspect of the dynamics in Austria, we 
note that all of the trained trainers were either Jamba team members, volunteers or pre-
vious participants in our training programs and activities. Therefore, their commitment 
at the local level was very high, they continuously gave ideas and actively contributed at 
every moment.”

Mentorship is well accepted in the country and there are some traditions in it. 

Within the Local Bridges (Action 3) the team organized 7 impactful webinars led by ex-
perienced mentors and instructors of WDB network. More than 200 women participated 
in the webinars. Another 150 people attended an in-person event focused on female role 
models from the local community. The Greek partners conclude that the events were 
successful, giving “opportunity to many women to build their confidence and soft skills, 
feel more empowered and part of a supportive community. There are really important 
factors to having financial independence.” (Internal report on Local Bridges, action 3 of 
Women Do Business). 

“I was in the bottom when you invited me to this event, for once again I feel inspired, empowered 
and that there is hope”, “it’s amazing what you are doing for our community! I don’t believe I didn’t 
know about it earlier! Thank you!” 

( feedback from participants in the Local Bridges events in Greece).

Regarding the one-on-one mentoring approach, the Greek partner claims there is need-
ed more time and subsequent step by step from group approach events) that is why 
they choose to start with group events. “…from the perspective of resources it was more 
productive to plan webinars in order to attract more women and put at least the “seed” 
of empowerment to their minds.” 
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The lack of lesser experience in one-on-one mentoring and developed mentoring ser-
vices in Austria influenced the Local Bridges implementation. The Jamba Austria team 
acknowledges hardship to recruit Mentees within the period of the Local Bridges (3 
months from September to December 2022) due to “the fact that there are already sev-
eral very well-established mentoring and coaching programs in Austria that have been 
running for many years (e.g., Professional Women Network, Female Founders) and have 
their own mentoring programs, also entirely focused on women. On the other hand, the 
community in Austria needs more time to trust new initiatives, which is why we think 
that in the case of Local Bridges, in the long term the program has potential, but more 
activities are needed to promote and build a brand that people will seek out and trust”. 

Some of the mentors even opened up, discovered and started to work on personal issues 
within the experiential learning process. “I feel more calm and comfortable with the new 
changes in my life. I am open to creating and taking space for myself. I feel more com-
fortable with setting boundaries and have better understanding of the state of my work-
life balance (or lack thereof).” (final evaluation form after TOT) 

The mentors graduating from TOT started to bond and connect among themselves and 
with Impact Drive (as implementing organization). They needed more time to process 
and align with the program and WomenBridges concept. Mentors were engaged in the 
planning of the Local Bridges activity and in their implementation.  

The project coordinator Impact Drive, though having a good expertise in professional and 
career guidance mentoring in its team, needed to start developing a network of mentors 
from scratch. In this regard the recruitment of mentors (future Buddies) started little 
before the TOT. The recruitment was made through Impact Drive’s and its Momgotajob 
initiative, targeting colleagues and volunteers dedicated to supporting women in various 
initiatives in Bulgaria, e.g. support against toxic relationship and GBV, support to young 
girls to develop their potential, etc. Future mentors came to the TOT with different expe-
rience and background and the group included women with experience and knowledge 
in mentoring, both personal and professional and ones with limited knowledge on how 
to do this. All participating women were youth workers with experience in civic work. All 
mentors, though, came with very high motivation to learn and to provide support for oth-
er women. The TOT process was awakening for the mentors and they passed a self-learn-
ing process on their personal balance and career, competencies on working with young 
people, and ones for mentoring and training activities.  

“I was in the bottom when you invited me to this event, for once again I feel inspired, empowered 
and that there is hope”, “it’s amazing what you are doing for our community! I don’t believe I didn’t 
know about it earlier! Thank you!”

(final evaluation form after TOT)

Three different storylines. Bulgaria case:
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In the dynamics of the Local Bridges events and action Impact Drive’s team monitored 
fluctuations into mentors’ motivation and engagement.  Project team had to put addi-
tional efforts to engage and be connected with the mentors, to support them into be-
coming active mentors and to start working with the mentees. 

Unlike the situation in Greece and Austria, mentoring in career development and work-
life balance is rare as a service and as an attitude towards searching for support. 
  
Conclusion and Recommendations 

TOT process and subsequent work showed that some of them are ready to work, others 
needed more time, more training, more resources, motivation and self-confidence. 

0 2 4 6 8

7-(100%)1:1 buddy

Support group 
buddy lead

Training 
of buddies

4-(57.1%)

3-(42.9%)

• An analysis of the country specifics 
and context is needed and upon this a 
plan for engaging a Buddies’ Network 

• The WomenBridges methodology 
should be adapted in timing and se-
quence of the program steps for each 
country and for the specific needs of 
the participating actors – mainly the 
Buddies and the Mentees 

•  Communication efforts should be 
planned as well as additional mea-
sures for engaging on permanent 
base the Buddies with the program 
and the implementing organization.
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GENERAL RECOMMENDATIONS 
TO THE WOMENBRIDGES
IMPLEMENTATION
WomenBridges project was a learning journey that in the end of the day allows us as 
youth workers to develop an effective support system to women for better career and 
healthy work-life balance. Thus to allow the effective inclusion of young women in public 
life by providing quality and balanced employment as entrepreneurs, self-employed or 
employees and stress-free personal life. 

Stepping on the process of development of the WomenBridges program, which includ-
ed a) development of a methodological framework, b) engagement of allies (Buddies’ 
network), c) testing the methodology (Local Bridges) and d) validating what works and 
what needs adjustment to finally e) update and finalize the WomenBridges methodolo-
gy of work, our team recommends to the future users of this guide:

• Be sure to plan enough time to  
develop your Buddies network (see 
the case study “Enabling Buddies’ 
Network”). One recommendation is to 
start working with potential buddies 
before the TOT. This way they will gain 
experience in the mentoring process. 
During TOT they will benefit more on 
building other competences. If the 
buddies are already linked to the orga-
nization prior to the TOT their involve-
ment and commitment are higher in 
the process.  Personal relationships 
need to be built and active commu-
nication and engagement work to be 
done so that the Buddies are willing to 
devote time to actually practice what 
they have learned during their train-
ing.   

• It is advisable to try to engage and 
select a variety of Buddies that will be 
able to cover diverse role models and 
needs, e.g., young single/non-parents 
women in education or early in their 
career, caregivers with small children/
older children, entrepreneurs, execu-

tives and corporate managers, non-
profit professionals and activists, etc. 
The best bond between the Buddy 
and the Mentee happens, when they 
find benefits from the common com-
munication and can have a discussion 
on real life examples.  

• Have in mind the country specifics 
and context and adjust the meth-
odology to these. It is important to 
have a common plan on how many 
workshops (the number) or events are 
advisable to take place, as well as the 
best period for their execution. Choose 
when in the approach the mentoring 
process should start and select the se-
quence of the mentoring types (one-
on-one mentoring or group mento-
ring) execution. It is important since 
with every approach (a) webinars, 
b) mentoring one-on-one, c) group 
mentoring) the impact is different on 
stakeholders. In this process it is im-
portant to acknowledge the personal 
needs and the context in which are 
the participating players  



WomenBridges Methodology Guide

 45 

• Provide time for communicating the 
program and specially to build trust in 
the mentees. Prior to the whole pro-
cess of Local Bridges and all the initia-
tives the WomenBridges project team 
undertook we estimated the optimal 
period for developing the program to 
be two years. On one side, if the orga-
nization does not have an established 
mentoring process, it needs to raise 
awareness through online events. 
The recommended period for online 
events is one event per month for a 
period of at least 12 months. The sec-
ond step is to start with one-on-one 
mentoring to be offered to women 
in need. The third step is to organize 
support groups for the women in the 
one-on-one mentoring, which groups 
could be let by the Buddies/mentors.  

• The program should have a thorough 
communication plan. Each program 
development step should be launched 
separately with a launch period of at 
least 3 months in between, so the ben-
eficiaries do not get confused of all the 
options for support communicated to 
them. Live support groups for personal 
topics require time to build trust and 
to engage people who form a commu-
nity of personal exchange. To attract 
buddies and mentees, it is advisable to 
start with online events to raise aware-
ness.
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Contacts: 

Impact Drive Foundation 

info@impactdrive.eu 

Web sites: 
 

www.impactdrive.eu, www.momgotajob.eu 
 

FB page:

 www.facebook.com/impactdrive.eu 

FB group: 

 https://www.facebook.com/groups/momgotajob 

www.impactdrive.eu
www.momgotajob.eu
www.facebook.com/impactdrive.eu
https://www.facebook.com/groups/momgotajob

