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Founded in 1962, Catalyst is the leading nonprofit membership organization working globally 
with businesses and the professions to build inclusive workplaces and expand opportunities for 
women and business. With offices in the United States, Canada, and Europe, and more than 400 
preeminent corporations as members, Catalyst is the trusted resource for research, information, 
and advice about women at work. Catalyst annually honors exemplary organizational initiatives 
that promote women’s advancement with the Catalyst Award. 
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Table of conTenTs

This product is designed to help you think critically about your formal mentoring program. Catalyst provides 
data and information, assessment checklists for you to rate your efforts, and strategies to help you augment 
your efforts in the form of real-life Diversity & Inclusion (D&I) practices and concrete strategic tools and 
samples. These will help you best assess what steps and measures will be most useful for your organization.
Use the hyperlinks in the Table of Contents to quickly access the content most meaningful for your work.

HOW TO USE THIS PRODUCT AS A PRACTICAL GUIDE AND TOOL
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 • Do both mentors and mentees view formal 
mentoring as integral to career development? 

 • Are mentoring goals outlined, communicated, 
and tracked? 

 • Are all individuals involved holding 
themselves and others accountable for 
mentoring behaviors? 

 • Is there evidence of a successful program 
with solid return on investment (ROI) or other 
tracked outcomes? Are there links to overall 
business goals?

Making MenToring Work

CHARACTERISTICS OF ineFFeCtiVe 
FORMAL MENTORING PROGRAMS

CHARACTERISTICS OF eFFeCtiVe 
FORMAL MENTORING PROGRAMS

 • Mentor and mentee matching is ad-hoc, 
not based on assessment 

 • Mentors and mentees matched based 
on skills/development needs

 • Lacks formal goals or objectives  • Formal goals are outlined and tracked 

 • No clear time frame or time commitment 
required

 • Minimum time commitments are 
designated

 • No monitoring or check-ins  • Formal process exists for monitoring 
the relationship 

 • No accountability  • Both parties are held accountable; 
links to talent management exist

 • No clear tie to business efforts exist  • Links to business strategy, goals exist

Formal mentoring programs have taken their place 
as imperative talent management tools that cutting-
edge organizations are using to gain significant 
competitive advantage by conceptualizing, 
leveraging, and tracking these relationships. When 
effectively designed and managed, formal mentoring 
makes a positive impact on organizations, women 
and men, and mentors and mentees. Research 
shows that well-designed and well-executed 
programs are well worth the investment.1 

SMART COMPANIES ARE ASKING–AND ACTING ON–THESE IMPORTANT 
QUESTIONS

MENTORING
DIVERSITY
INCLUSION

Mentoring is a small word that encompasses a 
large territory. The impact and potential benefits 
of a formal mentoring relationship—those in 
which organizations match mentors and mentees, 
designate minimum time commitments, monitor 
relationships, and evaluate the program—can 
span an entire career. That is why it is important 
to strategically plan and consider the design, 
development, and execution of these programs. 

A common misperception about formal mentoring 
is that it just doesn’t work—that it cannot provide 
the benefits of informal mentoring relationships. 
But this simply isn’t true. Formal mentoring 
relationships can be effective. The misperception 
comes from oversights when planning, designing, 
and implementing formal programs. The good news 
is that savvy organizations can avoid these pitfalls 
with the right knowledge and tools. 
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Mentoring Versus Coaching Versus Sponsorship: What’s the Difference?
In this publication, Catalyst defines “formal mentoring programs” as robust efforts that often incorporate 
elements of mentoring, coaching, and sponsorship. Many practitioners use the umbrella term “mentoring” 
to describe the formal relationships but discuss how both coaching and sponsorship are crucial in order 
to maximize learning and development. 

Mentoring:  Mentoring is a relationship between two people for the purposes of developing themselves 
or their careers in navigating the workplace or a particular field.4 More often than not, the relationships 
are mutually beneficial, with both partners learning and benefiting from the relationship.

Coaching: Coaching is instructional, often with a particular goal or focus,  such as developing technical 
or soft skills or related learning and growth, and can be used as a way to train someone on a discrete 
task or series of tasks.5

Sponsorship: Sponsorship is when one partner, usually someone at a more senior level and/or an 
individual with strong influence within an organization, assists a protégée in gaining visibility for 
particular assignments, promotions, or positions.6 The role is often recognized as having a career, job, 
or opportunity-related purpose with some inherent degree of accountability on the sponsor’s part. 

Formal pairings can enhance retention, help address human resources challenges (such as recruitment 
or succession planning), and ultimately foster cultural change. We have found that cultural context is 
critical when identifying and defining mentoring pairings. The definition of mentoring in one industry, 
country, region or part of the world may not be the same in another. And there may even be variation 
within the same location or organization. This is why it’s vital to determine what will work for your own 
organizational culture. Don’t get caught up in the terms—but instead consider the environment and 
what elements will be most effective for you to make change and benefit both your organization and 
your employees.

Some organizations claim to have an informal 
mentoring culture and believe this will work for their 
organization. However, Catalyst research shows 
that informal mentoring is not always enough. 
Organizations need to specifically include diverse 
populations when designing and examining their 
organizational mentoring efforts. As evidenced by 
our research, lack of mentoring opportunities is a 
frequent barrier to advancement for women and 
people of color.2 Also, women encounter gender-
based barriers that keep them from enjoying the 
full benefits of informal mentoring. Women often 
have decreased access to potential mentors, are 
less successful in finding mentors willing to invest 
in their career development, and/or receive fewer 
benefits from mentoring relationships than men do. 
There are many benefits of formal mentoring that 
can address the lack of naturally occurring informal 
relationships. 

Proper design and implementation of formal 
mentoring programs make them effective. Talent 
with decreased access to influential mentors often 
fall behind. Women, women of color, and men 
of color are especially vulnerable to this. Senior 
leaders—individuals whose experiences and 
positions provide a wellspring for sage advice and 
introductions to influential others—often choose 
to mentor those who “look like” themselves.3 And 
because white men dominate top positions in most 
organizations, by definition women and people of 
color lose out. Smart companies cannot afford this 
loss of talent development and, thus, cannot risk 
leaving mentoring to chance.

FROM A DIVERSITY & INCLUSION PERSPECTIVE
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HoW can forMal MenToring 
supporT career DevelopMenT?

Successful mentoring should not stand alone. It is an 
integral component in a comprehensive development 
program that typically includes many aspects: overall 
talent evaluation (performance evaluations, reviews, 
360-degree feedback); training; succession management 
(slates, succession planning); networking or other 
important career functions. 

There are common organizational links that can be made 
to support career development. For example, employees 
in formal mentoring programs may be assigned certain 
projects to augment skill sets that are then transferable to 
their organizations. In addition, mentors and mentees may 
share their experiences with broader groups of employees 
or even with leadership. These presentations will help 
others understand how important mentoring is in the 
organization’s culture, and reinforce its business benefit. 
Such assignments and critical networking are important 
for all employees’ career development.

Utilizing formal mentoring programs to help employees 
gain key job competencies, expose them to others in 
the organization, or help prepare them for expanded 
job responsibilities can improve employees’ satisfaction 
and the organization’s bench strength. By ensuring 
that career development offerings include mentoring 
efforts, practitioners can better leverage these important 
workplace relationships.8  

Mentoring Matches in 
today’s Business Climate

Formal mentoring provides a unique 
opportunity to leverage relationships 
and diversity elements to support 
positive career and organizational 
outcomes. Among the historical reasons 
for particular mentoring matches (e.g., 
matching a tenured employee with a 
new hire to assist with on-boarding), 
today’s business climate also presents 
unique situations to consider when 
pairing matches, including:

 • gender imbalance in senior 
management: 
Matching men mentors with 
women mentees, because the 
majority of high-level, high-
powered positions are still held 
by men.

 • Confluence of four generations 
in workforce: 
Matching employees in different 
life or career stages7 (e.g., 
Millennials and Boomers or Gen Y 
and Gen X), pairing an employee 
just beginning to deal with elder 
care issues with an employee who 
has gone through the process, or 
matching a seasoned employee 
with a new recruit for reciprocal 
learning.

 • global expansion: 
Matching an employee in Asia, for 
instance, with one in the United 
States to explore cultural values 
and work styles.

 • growing alumni base: 
Matching an “alumni” or 
“boomerang” employee with a 
tenured employee to leverage 
those networks.

 • Mergers and acquisitions: 
Matching an employee from the 
acquired company to one within 
the acquiring company for better 
cultural integration.

PERFORMANCE
EVALUATION

TRAINING &
DEVELOPMENT

SUCCESSION
PLANNING

MENTORING
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Mentoring BeneFitS

organizational

 • Increased organizational commitment10 

 • Reduced turnover11 

 • Enhanced recruitment efforts12

 • Improved company performance13

 • Increased promotion opportunities14

 • Increased knowledge transfer15

organizational anD inDiViDual

 • increased support for diversity and 
inclusion  

inDiViDual

 • Decreased stress16

 • Increased job satisfaction

 • Improved individual performance; 
increased skill

 • Increased exposure to and decreased 
bias against those who are different17

   

Consider the following when aligning these 
systems: 

 • Gain background information about career 
development needs, perhaps by conducting 
a 360-degree assessment for mentees and 
sharing the outcomes with their mentors to 
support success. 

 • Define the roles for mentor and mentee to 
help reduce ambiguity.9 

 • Ensure performance management systems 
function to allow mentees to solicit career 
feedback from someone other than their 
direct manager. 

LINKING MENTORING TO CAREER 
OUTCOMES
Mentoring should be included as part of the broader 
talent management system. When implementing 
a mentoring program, you may first need to build 
the business case and create mentor/mentee 
action plans for why it is important to consider 
mentoring an overall part of the career development 
portfolio. Doing so will underscore the importance 
and benefits of formal mentoring, which include 
both organizational (e.g., reduced turnover) and 
individual (e.g., decreased stress) outcomes (see 
the Business Case Framework tool). In addition, the 
business case and action plans will showcase the 
ways in which formal mentoring can support the 
work culture and help pinpoint the career outcomes 
that make the most sense to track. 

KEY CONCEPTS FOR BUSINESS 
CASE AND ACTION PLANNING
Take the following actions when developing your 
organization’s business case for formal mentoring: 

 • Provide guidelines, outline appropriate time 
frames, and set expectations.

 • Align critical areas of focus or consideration 
with the business.

 • Maintain strong communication over time.
 • Assess progress/outcomes for the duration 
of the relationship.

 • Link outcomes to job growth, employee 
satisfaction/morale, and retention. 

Consider how to leverage the mentoring match for 
career growth during your planning:

 • Mentor/mentee conversations are a great 
place to explore new ideas in a safe and 
confidential space. This is particularly 
important in environments that may be 
less open or transparent. Employees need 
to be assured that the relationship is a 
place where they can test out new ideas, 
concerns, or fears without risk of retribution. 
The relationship can also be an incubator for 
creativity and development that spills over 
into the mentor’s and/or mentee’s job. 

http://www.catalyst.org/publication/366/making-mentoring-workbusiness-case-framework 
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 • These relationships provide a non-threatening 
venue in which to provide feedback. During 
these discussions, the mentor should work 
with the mentee to identify training needs 
and goals. For example, what do they want 
to accomplish in six months or 12 months? 
Also, what goals or outcomes are important 
to the mentor? These relationships should 
be reciprocal, and learning should be taking 
place on both sides. 

 • Mentor-mentee relationships may include 
emotional or social components and role 
modeling. These relationship elements can 

also help support career development. For 
example, a mentor explaining organizational 
politics or unwritten rules will help the 
employee navigate the work culture better, 
and a mentee discussing her perspectives 
may help a mentor gain different insights into 
the organization’s culture.

 • When pairing diverse matches, whether by 
gender, race/ethnicity, or other variables, 
mentors and mentees will learn from one 
another, reducing potential stereotypes and 
augmenting their D&I knowledge. 

SECTION 2 SUBTOTAL:       /25

Section 1 Subtotal:       /25

SELF-ASSESSMENT 1
How does your organization's formal mentoring program stack up?

The following assessment will help determine if your organization has hit the mark in creating a 
robust formal mentoring program. Complete the following assessment, considering the below 
questions related to integrating mentoring into an overall career development system. Each 
“Yes” answer is worth five (5) points. Each “No” answer is worth zero (0) points. If you are completing 
all sections, tally your subtotal at the bottom of this section. If you are completing only one or 
selected assessments, see the Next Steps section at the end of this guide. If you cannot answer, 
“Yes,” to all parts of a particular question, mark, “No,” for that item.

YeS no

Have you established a business case for formal mentoring? 

Have you identified career development areas for mentors and mentees 
to work on through the program?

Are the formal mentoring program goals and objectives explicit and 
clearly communicated to employees/leaders/managers?  

Have you done the work necessary to ensure that links to career 
development are in place and transparent? For example, are employees 
within a formal mentoring program tapped for important work 
assignments? Do leaders know the employees within formal programs? 

Are mentoring participants meeting their overall career development 
goals (both mentors and mentees)?
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D&i PraCtiCeS
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rBC (royal Bank of Canada)—Diversity Dialogues 
This company-wide reciprocal mentoring program that pairs women or visible minorities with 
executives: 

 • Provides participants with a platform to discuss diverse aspects of themselves.
 • Is integrated as part of the company’s overall talent management program.
 • Allows leaders to get to know diverse talent better in a formalized way.

ernst & Young llP—Employee Advocacy Through Career Planning and Mentoring 
This targeted development, coaching, and mentoring program benefits women and the organization 
by:

 • Pairing women and diverse employees on partnership track with senior leaders as mentors, as 
career advocates, and to assist with career planning. 

 • Empowering senior leaders to challenge assumptions and advocate for optimal development.
 • Aligning overall firm goals with specific career development needs for both the mentor and the 
mentee. 

Planning: Based on the above self-assessment, you may have identified potential gaps in 
what you are currently doing to integrate your mentoring program into career development 
systems. To help you as you consider options for your company or firm, we provide tools 
to guide you; examples for you to tailor to organization’s needs; and D&I practices, which 
Catalyst considers promising models for others to follow. 

the BuSineSS CaSe FraMeWork tool: Action-planning and developing the 
business case are essential business tools that can help eliminate ambiguity and align areas of 
focus as you develop your mentoring program. While the specific plans may vary depending 
on the type of relationship, goal/purpose, or even the organizational climate, this tool should 
be applicable in most settings. It provides you with the foundational research and critical 
questions you should ask and take action on to make the business link to the organizational 
benefits of formal mentoring.

SaMPle Mentor anD Mentee Career DeVeloPMent aCtion Plan: This tool 
provides specific examples of the kinds of questions to consider during important career 
discussions.

M

M

M  indicates a member-only tool or resource.

http://www.catalyst.org/publication/366/making-mentoring-workbusiness-case-framework
http://www.catalyst.org/publication/368/making-mentoring-worksample-mentor-and-mentee-career-development-action-plan
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Metrics can—and should—be gathered 
from a variety of sources, including 
employee surveys, interviews, and focus 
groups.

HoW can organizaTions Measure 
anD assess forMal MenToring?
Properly identifying metrics and providing a 
link between mentoring and goals or outcomes 
highlights the importance of mentoring—both for 
individuals and the organization. These data serve 
as the foundation for demonstrating program 
effectiveness. Many organizations may think they 
are measuring and tracking what’s needed to 
determine the success of their mentoring programs 
and attainment of goals. However, this often is not 
the case. Measurement of mentoring programs can 
be challenging, particularly with respect to goals 
and outcome metrics, both of which are essential 
to determining program effectiveness.     

THE TRICKY BUSINESS OF 
MEASUREMENT AND TRACKING
GOALS 
Some goals are easy to set and track, such as setting 
a specific number of mentor/mentee meetings for 
the year. Others can prove to be more difficult for 
organizations to convert into appropriate metrics. 
For example, companies and firms may have large, 
organizational mentoring goals such as creating 
a more inclusive culture that aren’t translated into 
or tracked using specific metrics. This makes it 
difficult to objectively determine whether a program 
has met success. 

To create a suitable metric for a more difficult goal, 
think about how you will know when you’ve met it; 
what will have happened, what will you see, and 
what smaller goals would make up a larger metric? 
Or consider that there could be several ways to meet 
a goal, and sort through the metric possibilities that 
open up from this line of thinking.

examples of Formal Mentoring goals                   Potential related Metrics You Should Consider

Develop a diverse pipeline, 
ready for leadership                      

Create a more globally or
culturally aware workforce

Help retain talent

How many mentees from different employee 
groups (e.g., Latinas) are receiving important 
assignments?

How many mentoring participants have been 
placed in cross-region matches? How many pairs 
have specific mentee/mentor objectives about 
learning culturally-specific trends? Have these 
objectives been reached successfully?
                 
How many high performers or high potentials 
have been mentored, and how many of them have 
been retained compared to those who have not 
been mentored? (Comparison employees should 
be matched on as many other characteristics as 
possible.)
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OUTCOMES
A large part of the challenge with program 
measurement may be that organizations simply 
focus on, identify, and track “convenience metrics,” 
those that are easy to measure or are traditionally 
measured. While these metrics are important, they 

don’t stand alone, nor will they allow companies 
to fully assess their mentoring program’s 
effectiveness, because many essential metrics, or 
outcome metrics, are missing.

tracked Programmatic Metrics organizational outcome Metrics

 • Participants: How many mentors and 
mentees; how many women and men; 
how many of different racial/ethnic 
backgrounds

 • What percentage of employees in the 
program is from diverse groups? 

 • Structure: In-person, virtual, group, 
circles, or one-to-one

 • What is the effect of mentoring on 
promotion rates? 

 • timing: When and how often mentors 
and mentees meet

 • Do employee survey data show attitudinal 
improvement?  Increased satisfaction, 
retention?  High quality of mentoring 
relationships?

 • Satisfaction: How participants feel 
about, among other things, the program 
and their mentor or mentee

 • Do employees in the mentoring program 
have access to more opportunities?  

Once you’ve decided what you need to track 
and how, you must then make sure measurement 
happens throughout the program. Pre- and post-
program measurements are needed to show 
progress. Also, you will want to revisit your 
measurement strategy and make any necessary 
adjustments over time. You should:

 • Identify what you want and need to measure, 
including larger organizational goals and 
outcomes.

 • Decide how you will measure; translate or 
convert goals into appropriate metrics.

 • Ensure measurement takes place at 
appropriate times (e.g., base or pre-program 
measurement, end of program).

 • Assure you are measuring over time for 
tracking purposes and to show movement.

 • Revisit and adjust metrics each cycle to 
mirror your program evolution.

While it may be challenging to identify the key 
metrics to evaluate formal mentoring programs, 
organizations can do so and can even calculate 
their ROI. 

KEY CONCEPTS FOR PROGRAM MEASUREMENT
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SECTION 2 SUBTOTAL:       /25

Section 2 Subtotal:        /25

SELF-ASSESSMENT 2
How does your organization's formal mentoring program stack up?
The following assessment will help determine if your organization has hit the mark in creating a robust 
formal mentoring program. Complete the following assessment, considering the below questions 
related to metrics and tracking your formal mentoring program. Each “Yes” answer is worth five 
(5) points. Each “No” answer is worth zero (0) points. If you are completing all sections, tally your 
subtotal at the bottom of this section. If you are completing only one or selected assessments, see 
the Next Steps section at the end of this guide. If you cannot answer, “Yes,” to all parts of a particular 
question, mark, “No,” for that item.

YeS no

Have you translated mentoring goals or objectives into specific metrics 
that you are tracking consistently over time?

Do the metrics include programmatic elements, such as measuring and 
tracking by specific employee groups,  including employees at various 
levels or traditionally underrepresented groups (such as women and 
women of color or visible minorities)?      

Do the metrics include measuring and tracking the individual outcomes, 
typically identified as benefits, of mentoring such as increased job 
satisfaction, improved personal performance, and increased promotions? 

Do the metrics include measuring and tracking the quality of the mentoring 
relationships such as whether participants are satisfied with their match’s 
commitment to the program or whether both individuals feel they are 
learning from the relationship? 

Do the metrics include organizational objectives linked to specific 
outcomes/benefits such as the actual increase in qualified pipeline 
employees, decreased regretted loss turnover (the loss of employees that 
the organization wished to retain), and dissemination of organizational 
knowledge?
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Meets and/or exceeds mentee and mentor goals and objectives
WAYS TO DETERMINE THE 

SUCCESS OF FORMAL 
MENTORING PROGRAMS 

High quality of outcomes (e.g., faster promotion rates)

High quality of mentee/mentor relationship

Reduced turnover

Specific benefits (e.g., increased job satisfaction, program 
gaining in popularity, etc.)

Links to higher-level, organizational goals, such as increasing 
employee commitment

Calculating ROI using regretted losses as a comparison

Organizations must examine their formal mentoring program and decide what constitutes success based 
on the organization’s goals. This can only be accomplished through strategic program measurement and 
tracking.

Another way to look at the success of formal 
mentoring programs is to compute mentoring ROI. 
Formal mentoring ROI, put most simply, is what a 
company receives in return for their investment in a 
formal mentoring program. Just as there are several 
ways to determine the definition of success, there 
are many ways to view mentoring ROI. Depending 
on your culture, it’s likely you will find one that 
best suits your organization (see Key Concepts for 
Viewing and Measuring ROI below). 

ROI is a guiding measurement in any organization, 
and it is important to understand exactly how 
the resources your organization is committing 
to mentoring pay off. Though it makes business 
sense to calculate ROI, many organizations fail to 
do so when it comes to formal mentoring, perhaps 
because they lack a strategy or the metrics to tackle 
the task. To aid in the process, we define essential 

concepts and provide a sample ROI tool designed 
to help you assess your mentoring program 
investment. These resources serve as guidelines, 
providing practical ways to illustrate the concrete 
value of formal mentoring programs and initiatives.

In addition to calculating ROI, it’s important to think 
about who needs to review the ROI information, 
how often it needs to be updated, and how you will 
actually use it. You should assign an individual to 
drive the ROI process. ROI data may be leveraged 
to: 

 • Gain further senior leader support and 
participation.

 • Support expansion of the program.
 • Show how things can be improved for a 
better return.  

FORMAL MENTORING: ASSESSING SUCCESS AND EFFECTIVENESS 
There are numerous ways to define a successful formal mentoring program. For example: 

FORMAL MENTORING RETURN ON INVESTMENT (ROI)

http://www.catalyst.org/publication/367/making-mentoring-workformal-mentoring-roi-tool
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CalCulating roi uSing 
regretteD loSSeS aS a 
CoMPariSon:

 • Regretted loss turnover costs are the 
costs related to those who leave that 
the organization would like to keep.

 • Mentoring has been associated with 
decreases in turnover. 

 • It can cost anywhere from 50 percent 
to 250 percent of an employee’s annual 
salary to replace her or him.18

 • If companies can calculate mentoring 
costs and show how they compare to 
the savings generated by mentoring and 
retaining valued, diverse employees, 
practitioners will be able to better 
garner organizational support for formal 
mentoring programs.

 • It is particularly important to calculate 
regretted loss turnover costs to measure 
how these are reduced through formal 
mentoring.

There are several ROI measures, and you will need 
to identify those measures that best apply to your 
program and your ROI “lens.”

Softer measures include but are not limited to: 
 • Simply tracking benefits, such as increased 
job satisfaction, decreased stress, and 
decreased bias toward others who are 
different.

 • Comparing positive outcomes of a group 
that has been mentored to those of a group 
that has not been mentored.

harder measures include but are not limited to: 
 • Comparing the cost of mentoring to the cost 
it would take to reach the same outcomes 
without mentoring through, for example, 
traditional training. 

 • Calculating concrete savings associated with 
the benefits of a formal mentoring program 
and weighing those against mentoring costs. 

 • Analyzing decreased regretted loss turnover 
for mentored employees when compared to 
those employees who were not mentored.

Using the resources provided in this guide, you 
can conduct a focused examination of your 
organization’s mentoring program, engage in 
strategic planning, and compute ROI. This will allow 
you to better leverage and support your mentoring 
program and reap the many benefits and rewards 
mentoring provides.

KEY CONCEPTS FOR VIEWING AND MEASURING ROI
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YeS no

Have you determined your key success factors, such as goals met and 
outcomes achieved, with regard to your formal mentoring program?

Have you identified your organization’s desired ROI outcomes, for example, 
hard and soft measures, greater positive outcomes from mentored 
individuals versus non-mentored individuals, and/or actual mentoring dollar 
costs versus dollar savings? 

Have you outlined the concrete costs of your formal program, including all 
costs related to program start-up and resources to support your mentors 
and mentees? 

Have you determined who will drive the ROI process?

Have you determined who will view the ROI information, how often it will be 
viewed, and what you will do with it?

Section 3 Subtotal:        /25

SELF-ASSESSMENT 3
How does your organization's formal mentoring program stack up?

The following assessment will help determine if your organization has hit the mark in creating a 
robust formal mentoring program. Complete the following assessment, considering the below 
questions related to examining the roi of your mentoring program. Each “Yes” answer is worth 
five (5) points. Each “No” answer is worth zero (0) points. If you are completing all sections, tally 
your subtotal at the bottom of this section. If you are completing only one or selected assessments, 
see the Next Steps section at the end of this guide. If you cannot answer, “Yes,” to all parts of a 
particular question, mark, “No,” for that item.

utilizing roi aS a tool to MeaSure ProgreSS: Based on the above self-assessment, 
you may have identified potential gaps in how you currently measure goals and examine/
determine the roi of your formal mentoring program. To help you consider options for 
your company or firm, the following includes tools to guide you; examples for you to tailor to 
your organization; and D&I practices, which Catalyst considers promising models for others to 
follow. 

the ForMal Mentoring roi SPreaDSheet tool: The tool can be used as a 
template to assess your organization’s mentoring ROI, and should be modified in part or in 
its entirety to suit your organization’s needs. It includes an example showing regretted loss 
turnover savings compared to mentoring costs. When you plug in your company’s data, you 
will see in real terms how formal mentoring can pay off.

TA
KE

 A
CT

IO
N!

D&i PraCtiCe
Sodexo, inc.—Using Return on Investment Results to Measure Executive Mentoring 
Success
Sodexo supports employee development through a variety of mentoring programs, and it closely tracks 
outcomes and results by:

 • Assessing the ratio of monetary gain/accomplishments to the cost of running the mentoring 
program. In 2007, Sodexo had an ROI of 2 to 1, mostly attributable to enhanced productivity and 
employee retention.

 • Asking participants about the impact formal mentoring has on their careers and day-to-day work.
 • Tracking employee job satisfaction, organizational commitment, and other factors to monitor 
program effectiveness.

M

M  indicates a member-only tool or resource.

http://www.catalyst.org/publication/367/making-mentoring-workformal-mentoring-roi-tool
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HoW can organizaTions ensure 
accounTabiliTy in forMal 
MenToring?
To fully reap the benefits of mentoring, both mentors and mentees need to be held accountable for their 
responsibilities to each other and the program. Robust and proper accountability supports the notion that 
mentoring is a shared model of development: 

Mentors and mentees are responsible 
for their own development through 
their work together.

organization supports employee 
development by providing formal 

mentoring.

Understanding and agreeing upon goals and the 
types of accountability methods for the duration of 
the relationship will allow concrete and measurable 
development to take place. Goals help people 
understand the ways in which they are to be 
held accountable to one another and should be 
tracked and monitored at several points throughout 
the course of the process. Many organizations 
with formal mentoring set programmatic goals 
such as specific targets for mentor/mentee 
program satisfaction rates, but holding individuals 
accountable for mentoring behaviors and actions 
can prove challenging. Research on accountability 
and mentoring19 shows that to be successful formal 
mentoring needs to be tracked and the appropriate 
people held accountable for making progress 
toward mentoring goals. Thus, accountability and 
evaluation are crucial elements to integrate into 
formal mentoring efforts in order to reach goals and 
attain success. 

This process should start with identifying the 
organizational-level goals for the program and 
cascading them down to corresponding individual 
goals and responsibilities. The Sample Mentor 
and Mentee Career Development Action Plan tool 
not only serves planning needs but can also be 
used as an accountability mechanism. Mentors 
and mentees can use it to spell out specific goals, 
activities, and a timeline for progress checks along 
the way. Goals and corresponding metrics go 
hand-in-hand, so be sure to identify the proper 
metrics, including gender breakdowns, number of 
completed participant meetings, satisfaction data, 
and promotions, among others.

HOLDING PEOPLE ACCOUNTABLE
It’s also essential to consider factors such as level, 
culture, and most importantly, what will work in 
your organization. For example, would it be a good 
fit to include mentoring objectives on senior leader 
performance evaluations and tie performance in 
this area directly to compensation? Or would it be 
a better fit to require a quarterly report out to the 
CEO on senior leaders’ mentoring responsibilities? 
It’s necessary to indentify who is responsible for 
ensuring that mentoring responsibilities are met and 
accountability measures are working. Think about 
how you hold people accountable for other talent 
management objectives to determine whether 
you can integrate mentoring into those existing 
mechanisms.

Building a formal mentoring scorecard is an 
impactful and meaningful way to combine data and 
provide an informative snapshot of the program 
at a glance.20 By creating and using a mentoring 
scorecard, the likelihood is high that accountability 
will be taken seriously and will be viewed as 
an important aspect of the program. Once 
organizations have tracked important elements 
of formal mentoring programs, it’s imperative that 
these data are viewed by appropriate stakeholders 
and leveraged for continuous improvement.    

http://www.catalyst.org/publication/368/making-mentoring-worksample-mentor-and-mentee-career-development-action-plan
http://www.catalyst.org/publication/368/making-mentoring-worksample-mentor-and-mentee-career-development-action-plan
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As with a diversity scorecard, a mentoring scorecard can be a powerful tool. A mentoring scorecard 
is a brief, visually compact snapshot of formal organizational mentoring displaying specific metrics 
that show how mentoring is adding value to the business and business objectives. Though the 
scorecard is not a comprehensive measurement system, it highlights specific objectives and 
metrics that help show how the formal mentoring program is progressing towards meeting both 
program and business goals formalized at the outset.  Additionally, it serves as an accountability 
tool in displaying the progress of the program over time. 

Your organization should use a mentoring scorecard to: 

 • Communicate mentoring benefits, status, and progress to a wide audience of stakeholders. 
 • Obtain clarity, consensus, and direction around mentoring programs and strategy.
 • Clearly identify the organizational and employee performance outcomes related to mentoring.
 • Set mentoring goals and objectives and better understand the link between formal mentoring 
and business strategy/performance.

 • Serve as an accountability tool.

For more information on how to create an effective, customized diversity scorecard, see Catalyst’s 
Making Change: Creating a Business-Aligned Diversity Scorecard. 

Be sure specific goals are in place and that those 
involved in the mentoring program receive the 
support they need to meet their goals. Also, pay 
particular attention to your culture to determine 
what will work.

 • Identify someone to lead the accountability 
process and ensure compliance.

 • Ensure that clear mentoring goals have been 
established and communicated.

KEY CONCEPTS FOR MENTORING ACCOUNTABILITY
 • Identify appropriate measures and metrics 
needed to show progress.

 • Determine specific accountability measures 
(e.g., performance objectives related to formal 
mentoring) and apply them appropriately and 
consistently.

 • Link accountability to talent management 
facets such as performance evaluations.

Mentoring Scorecard

http://www.catalyst.org/publication/43/making-change-creating-a-business-aligned-diversity-scorecard
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TA
KE

 A
CT

IO
N! DeVeloPing a ForMal Mentoring SCoreCarD: Based on the above self-

assessment, you may have identified potential gaps in what you are currently doing to 
integrate accountability and implement tracking mechanisms into your formal mentoring 
program. To help you consider options for your company or firm, the following includes 
tools to guide you; examples for you to tailor for your organization; and D&I practices, which 
Catalyst considers promising models for others to follow.

SaMPle Mentoring SCoreCarD: The Sample Mentoring Scorecard provides 
programmatic and outcome metrics, including data for both employees who have mentors 
and those who do not to isolate mentoring’s effect on outcome scores.

Section 4 Subtotal:        /25

SELF-ASSESSMENT 4
How does your organization's formal mentoring program stack up?

The following assessment will help determine if your organization has hit the mark in creating a 
robust formal mentoring program. Complete the following assessment, considering the below 
questions related to accountability mechanisms of your formal mentoring program. Each “Yes” 
answer is worth five (5) points. Each “No” answer is worth zero (0) points. If you are completing all 
sections, tally your subtotal at the bottom of this section. If you are completing only one or selected 
assessments, see the Next Steps section at the end of this guide. If you cannot answer, “Yes,” to all 
parts of a particular question, mark, “No,” for that item.

YeS no

Do you establish pre- and post-mentoring goals for your formal mentoring 
program? 

Is it clear who is responsible for what and how they should act on those 
responsibilities? For instance, if mentees are responsible for setting 
meetings, are they following through with that duty? Is the person 
responsible for program measurement properly measuring and reporting 
that information? Are senior leaders responsible for talking in support of 
the program at meetings doing so?

Are these mentoring efforts included in performance evaluations or report 
out meetings for the employees involved at all levels, including senior 
leaders?

Have you identified a person responsible for ensuring accountability 
mechanisms are in place and carried out properly?

Do you employ tracking tools to measure program progress, such as 
scorecards, interviews, or employee survey data? 

kPMg llP—Achieving Results Through Mentoring 
This robust, organization-wide mentoring program engages all talent to achieve maximum results 
though: 

 • Establishing links to business benefits and results, like reduced turnover. 
 • Linking accountability for mentoring as part of performance evaluations for leaders and managers.
 • Specifically monitoring and reporting metrics in a variety of forms. 

D&i PraCtiCe

M

M  indicates a member-only tool or resource.

http://www.catalyst.org/publication/369/making-mentoring-worksample-mentoring-scorecard
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nexT sTeps anD overall 
self-assessMenT scores
You now have tools to evaluate your formal 
mentoring program and its effectiveness. You’ve 
learned that critical links to career development, 
measurement, accountability, tracking, and even 
ROI will achieve results in your formal mentoring 
program. Failing to consider these elements could 

result in missed opportunities, including losing your 
edge on your competitors.

Now that you’ve completed the self-assessments, 
it’s time to see how your organization’s mentoring 
program stacks up. 

hoW Can Your organization: 

encourage and train employees on strategic 
mentoring behaviors?
ensure that mentoring is a continuous part of a 
career development portfolio? 
Best track formal mentoring opportunities and 
career outcomes—now and in the future? 
Make the case for expenditures related to 
mentoring? 

iF You CoMPleteD all Four SelF-aSSeSSMentS: 

iF You CoMPleteD FeWer than Four SelF-aSSeSSMentS: 

Final Score (tally of all four subtotals):        /100

If you scored:

90–100  Excellent work. Align your resources to one or two of the priorities discussed earlier 
  in this guide.

70–89  Solid work so far. Keep working at it. Use the tools and practices in this guide 
  to better target your priorities. 

50–69  You’ve obviously made some progress, but you need to think more 
  strategically. Assess areas where you should devote resources.

0–49   You may be earlier on in your formal mentoring journey—revisit all the tools 
  and D&I practices to gather ideas for your program to assess what will work for   
  your company. 

For how many items per self-assessment did you check “No?” 

If it was more than two or three per section, you need to take a closer look at those areas and align 
resources appropriately to achieve the best results. Read the D&I practices that follow for additional 
suggestions or refer back to previous sections for appropriate tools and information to help support 
your program.

One of the greatest attributes of mentoring is that 
it can yield connections that last a lifetime. Formal 
mentoring partnerships can ultimately become 
some of the most rewarding relationships in the 
workplace and provide both mentor and mentee 
with valuable knowledge and expanded skills sets. 
By ensuring accountability and tracking mentoring 
outcomes, organizations can modify or tailor 
their formal mentoring programs to create a more 
inclusive and diverse culture for all employees. 

No matter how you scored, the below questions are meant to guide further discussion and help your 
organization embed these principles into your own mentoring efforts. 
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DiversiTy & inclusion (D&i) 
pracTices

rBC (royal Bank of Canada)—Diversity Dialogues

In the mid-1980s, RBC’s approach to diversity was rooted in compliance, with Canada’s employment 
equity legislation; by the new millennium, RBC’s approach had evolved from managing diversity to 
leveraging it for the benefit of the business. A program RBC uses to leverage diversity and create 
inclusion is Diversity Dialogues. Through 2008, more than 150 executives and diverse employees in 
Canada and the United States have participated. 

Diversity Dialogues is a reciprocal mentoring model that positions mentors and mentees as partners 
in learning about diversity. The program matches mid-level women and visible minority employees 
with senior leaders and executives from across the organization. Participants in Diversity Dialogues 
partner for one year, meeting about once a month, or at least six times. Goals of the program include 
accelerating the D&I learning of senior leaders, ensuring that leaders know their diverse talent, and 
helping diverse employees gain visibility and insight into the organization and their careers.

Matching pairs for Diversity Dialogues is a thoughtful process involving the senior leader, human 
resources (HR) business partners, and the Diversity group. HR business partners have discussions 
with senior leaders about their diversity learning goals and work with the Diversity group to identify 
talented diverse employees who might benefit from the program. Each matched pair is provided with 
the Diversity Dialogues toolkit, which outlines a number of required and optional “steps” or actions 
for the relationship. 

As it has expanded, Diversity Dialogues has become increasingly integrated with talent management 
processes. HR business partners more actively manage the pairing of participants, while still 
leveraging the Diversity group’s expertise and resources. Businesses may turn to Diversity Dialogues 
to help develop diverse employees in an effort to move them into the pipeline for senior leadership 
roles more quickly. 

Leaders who participate in Diversity Dialogues get to know their talent better, learn about the employee 
and client base, and often become strong champions of diversity. Mentees benefit from the coaching 
they receive from their executive mentors and often gain exposure to other executives and leaders.
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ernst & Young llP—Employee Advocacy Through Career Planning and Mentoring

Ernst & Young’s Career Watch program—in which senior leaders act as “watchers” to employee 
“watchees”—helps high-potential women and visible minorities reach their highest promotional 
opportunity within the organization. In particular, participating employees gain valuable guidance 
and advocacy support to leverage their career opportunities and ultimately achieve their career 
aspirations. With a deep understanding of watchees’ careers, watchers are additionally responsible 
for ensuring that the most appropriate and most valuable counseling and mentoring relationships 
are available to watchees. Career Watch is an organization-wide program, but Ernst & Young 
Canada’s implementation includes adaptations to meet the particular needs of the Canadian 
region. 

Career Watch began in 2003 when Ernst & Young noticed there were gaps in several areas related 
to performance and talent management, including retention and career progression of women and 
visible minorities. It was developed to bring senior leaders and high-potential women and visible 
minorities together in a performance and talent management program designed to promote a 
diverse range of talent for the benefit of both individual employees and the organization. It is also 
an excellent planning tool, as it allows senior leaders to get to know their talent in an in-depth way 
and understand who is in the leadership pipeline. The senior leaders participating in the program 
are expected to challenge assumptions and provide advocacy for the optimal development of 
their assigned employees. 

Ernst and Young has a number of mentoring programs in Canada; the Canadian program functions 
differently than Career Watch programs in other Ernst & Young regions in that it engages the most 
senior leaders in the firm as watchers. Other regions use a matchmaking process to optimize 
rapport within a line of business, but Ernst & Young Canada has had good results using its pairing 
strategy, which sometimes pairs individuals in different lines of business in order to challenge 
assumptions and broaden exposure. Another difference between the Canadian and the U.S. 
programs is the number of participants. There are as many as 200 participants in some Career 
Watch programs, with each senior leader being assigned one or a few employees. Ernst & Young 
Canada limits its program to 48 participants, with each leader being assigned six employees.

Employees normally participate in the Career Watch program for two years before graduating, 
although this time frame is flexible depending on the needs and goals of the employee. Career 
Watch has helped to retain Ernst & Young’s talented women and visible minorities by ensuring that 
they have access to a range of opportunities to both develop their potential and bring success to 
the firm.
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kPMg llP—Achieving Results Through Mentoring

Mentoring has existed at KPMG LLP (KPMG), the U.S. member firm of KPMG International, for 
decades. Prior to 2004, however, the mentoring program focused primarily on assisting employees 
with the transition to partnership. In 2004, KPMG’s former Chairman and Deputy Chairman, 
recognizing the critical role mentors played over the course of their own careers, set out to expand 
the program to all KPMG employees regardless of functional area, level, or partner-track status. 

Mentor-mentee pairs are expected to formulate and monitor goals for the relationship. Setting 
goals helps better define the relationship and ensure expectations are met for both parties. The 
mentoring program is also entrenched in KPMG’s performance management system. There is a 
general expectation that employees will become mentors as they advance within the firm, and 
partner-track employees are expected to specify mentoring as one of their formal career goals. 
Based on 2008 employee data, nearly 60 percent of KPMG’s workforce across all levels (9,862 
mentees; 5,990 mentors) participates in the mentoring program and there are 1.6 mentees for 
every mentor. These data show that the majority of KPMG professionals value mentoring. 

Mentees are encouraged to use Dialogue, KPMG’s firm-wide, computerized performance 
management system, to track their mentoring relationships. While this is not required, most mentees 
and mentors do use the system so that mentees can engage their mentors in important career 
processes, such as reviewing performance management goals or client engagement reviews. 
Employees identify their mentors on their profile pages, which allows KPMG to track and analyze 
mentoring. Employees are also able to use Dialogue to document their mentoring relationship. 
Mentor-mentee pairs are also expected to formulate and monitor goals for the relationship. Setting 
goals helps better define the relationship and ensure expectations are met for both parties. 

KPMG is able to analyze the mentoring data provided by employees in a variety of ways, including 
by gender, race/ethnicity, practice group, functional level, and age. The firm is also able to compare 
turnover rates of people with mentors to those without to better understand the relationship 
between mentoring and career development. In 2008, turnover among staff and managers with 
mentors was 17 to 18 percent lower than it was for those without mentors. Among partners, those 
with mentors experienced 50 percent less turnover than those without. KPMG also views the 
annual increase in mentor relationships as evidence that the program is successful and valuable 
to employees.

By closely tracking these data, KPMG is able to show the impact mentoring has on the overall 
culture. In KPMG’s 2008 employee survey, 77 percent of employees reported that they agree that 
firm management actively supports and encourages mentoring relationships, an increase from the 
previous year. Through the success of the initiative, KPMG has been able to show the positive 
impact that mentors have on mentees, many of which are women or from underrepresented 
groups. These pairings also encourage inclusion and foster a work environment that KPMG is 
proud of. 



Making Mentoring Work | 2020  |  Making Mentoring Work Making Mentoring Work | 21

Sodexo, inc.—Using Return on Investment Results to Measure Executive Mentoring 
Success  

Sodexo, Inc. launched its North American mentoring initiative in 2005 based on strong empirical
evidence regarding the importance—for both employee development and business success—
of corporate mentoring programs and linking mentoring to positive Return on Investment (ROI).
Sodexo’s initiative, Spirit of Mentoring, comprises three mentoring opportunities that aim to
cultivate a diverse, inclusive culture; increase overall strength and diversity of the leadership
pipeline; improve employee retention; and foster connections for employees dispersed across the
continent.

Sodexo’s formal mentoring program, called IMPACT, is tied to ROI results. It is a structured, 
yearlong initiative designed for mid-level managers and above, including the C-suite level who 
serve as mentors. Mentors are typically at least two job grades above mentees. A cross-functional 
implementation team that is chaired by the Director of Diversity & Inclusion Initiatives administers 
the program, and two executive sponsors at the President level are leveraged to sustain the 
initiative over time.

As part of its commitment to diversity, Sodexo strives for cross-cultural and cross-gender mentoring 
partnerships. In 2008, 70 percent of pairs were composed of individuals from different cultures or 
of different genders, exceeding Sodexo’s goal of 60 percent. In addition, 90 percent of pairs were 
employees from different operational and administrative business areas. Finally, approximately 40 
percent to 50 percent of participants were women, reflecting Sodexo’s employee composition.

Research demonstrating that corporate mentoring is linked to positive ROI is the business case
IMPACT is based on. Sodexo examines ROI directly related to mentoring activities three to six
months following the conclusion of an IMPACT cycle, when it gathers qualitative and quantitative
feedback from both mentees and mentors. This process aligns the mentoring programs with other
internal diversity, inclusion, and business strategies and determines exactly how IMPACT has
affected company D&I initiatives and the business itself.

To assess ROI, Sodexo examines the ratio of the cost to run IMPACT to the financial gains made by 
IMPACT participants, particularly mentees. Participants are asked to estimate: how the program 
affected and continues to affect their day-to-day work; the business accomplishments that they 
are able to attribute to contacts made during their participation in IMPACT; and their confidence 
levels related to these estimates. In 2009, the program received an ROI of 2 to 1, which is largely 
attributable to enhanced productivity and employee retention. 

In addition to quantitative ROI results, Sodexo collects information on qualitative indicators of 
success, such as job satisfaction, organizational commitment, diversity awareness, teamwork, and 
decisiveness. Both mentees and mentors, as well as their teams, have demonstrated substantive 
increases in these areas since the program’s inception.
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resources anD references
lack of access to Mentors:  a theme in Catalyst 
research

 • Women of Color in U.S. Securities Firms—
Women of Color in Professional Services 
Series cites that women of color face an 
exclusionary workplace, which leads to 
difficulties connecting with mentors and 
results in fewer business development 
opportunities.

 • Leaders in a Global Economy: Talent 
Management in European Cultures links 
lack of mentoring opportunities for pipeline 
and senior leaders in Europe to low job and 
company satisfaction and high turnover 
intentions. 

 • Career Advancement in Corporate Canada: 
A Focus on Visible Minorities ~ Critical 
Relationships found that visible minority 
women and men lacked access to mentoring 
relationships and this created barriers to 
career advancement. 

 • Women and Men in U.S. Corporate 
Leadership:  Same Workplace, Different 
Realities? reports that having an influential 
mentor was among the top career 
advancement strategies for senior women 
executives.

 • Women in Financial Services: The Word 
on the Street found that lack of mentoring 
opportunities is the leading barrier to 
women’s advancement in this sector.

 • Women and the M.B.A.: Gateway to 
Opportunity cites that less than one-half of 
white women (46 percent) and even fewer 
African-American women (37 percent) are 
satisfied with the availability of mentors.

 • Women of Color in Corporate Management: 
Opportunities and Barriers reports that not 
having an influential mentor or sponsor is the 
top advancement barrier for women of color.

http://www.catalyst.org/publication/280/women-of-color-in-us-securities-firmswomen-of-color-in-professional-services-series
http://www.catalyst.org/publication/280/women-of-color-in-us-securities-firmswomen-of-color-in-professional-services-series
http://www.catalyst.org/publication/280/women-of-color-in-us-securities-firmswomen-of-color-in-professional-services-series
http://www.catalyst.org/publication/281/leaders-in-a-global-economy-talent-management-in-european-cultures
http://www.catalyst.org/publication/281/leaders-in-a-global-economy-talent-management-in-european-cultures
http://www.catalyst.org/publication/50/career-advancement-in-corporate-canada-a-focus-on-visible-minorities-critical-relationships
http://www.catalyst.org/publication/50/career-advancement-in-corporate-canada-a-focus-on-visible-minorities-critical-relationships
http://www.catalyst.org/publication/50/career-advancement-in-corporate-canada-a-focus-on-visible-minorities-critical-relationships
http://www.catalyst.org/publication/145/women-and-men-in-us-corporate-leadership-same-workplace-different-realities
http://www.catalyst.org/publication/145/women-and-men-in-us-corporate-leadership-same-workplace-different-realities
http://www.catalyst.org/publication/145/women-and-men-in-us-corporate-leadership-same-workplace-different-realities
http://www.catalyst.org/publication/90/women-in-financial-services-the-word-on-the-street
http://www.catalyst.org/publication/90/women-in-financial-services-the-word-on-the-street
http://www.catalyst.org/publication/86/women-and-the-mba-gateway-to-opportunity
http://www.catalyst.org/publication/86/women-and-the-mba-gateway-to-opportunity
http://www.catalyst.org/publication/57/women-of-color-in-corporate-management-opportunities-and-barriers
http://www.catalyst.org/publication/57/women-of-color-in-corporate-management-opportunities-and-barriers


Making Mentoring Work | 2222  |  Making Mentoring Work Making Mentoring Work | 23

1.  Catalyst, Creating Successful Mentoring Programs: A Catalyst 
Guide (1993).

2.  For more information on these publications, see the Resources 
and References section of this guide.

3.  Erik H. Erikson, Childhood and Society, 2nd ed. (New York,NY: 
W. W. Norton & Company, Inc., 1963).

4.  http://www.au.af.mil/au/awc/awcgate/mentor/mentorhb.htm;
 http://www.ala.org/ala/mgrps/divs/l lama/committees/

LAMAMentoring_Committee/Mentor_Fact_Sheet.pdf; http://
www.mentoring-association.org/DefM&Coach.html; http://
www.coachingandmentoring.com/Articles/mentoring.html

5. http://www.coachingandmentoring.com/Articles/mentoring
    html; http://www.mentoring-association.org/DefM&Coach.html
6. http://www.nytimes.com/2003/10/28/jobs/q-aexpectationsfor-

a-mentor-and-yourself.html?scp=1&sq=%2Expectations%20
For%20a%20Mentor%20And%20Yourself&st=cse; Alison 
Stateman, “Helping Women RiseThrough the Ranks,”Public 
Relations Tactics, vol. 5, no. 5 (May 1998):p. 30.

7. Life stages can be defined in terms of an individual’s phase 
in life–such as being single, being a parent of young children, 
retiring from the workforce or becoming an empty nester (those 
whose children have recently left home). It is also suggested 
that different psychological tasks have to be undertaken as 
the individual matures and transitions between life stages. 
See Work-Family Research Newsletter, “The Cornell Center 
for Employment and Family Careers Institute: Developing a 
Work/Family Methodology” (Winter 1999). http://wfnetwork.
bc.edu/The_Network_News/1-1/winter99/article_cefci.html. 
Career stages are typically seen as evolutionary phases of 
working life, often linked to background, experience, and life 
stage. See Krysia Wrobel, Patricia Raskin, Vivian Maranzano, 
Judith Leibholz Frankel, and Amy Beacom, “Career Stages” 
(Sloan Work and Family Research Network, 2003). http://
wfnetwork.bc.edu/encyclopedia_entry.php?id=222. It has 
also been defined as career development that takes place 
across one’s entire life-span and can be divided into five 
stages or “maxicycles:” Growth (4-to13); Exploration (14-
to-24); Establishment (25-to-44); Maintenance (45-65); and 
Disengagement (65 and over). See Donald E. Super, “A Life-
Span, Life-Space Approach to Career Development,” Journal 
of Vocational Behavior, vol. 16, no. 3 (June 1980): p. 282-298.

8. Tammy D. Allen, Lillian T. Eby, and Elizabeth Lentz, 
“The Relationship between Formal Mentoring Program 
Characteristics and Perceived Program Effectiveness,” 
Personnel Psychology, vol. 59, no. 1 (Spring 2006): p. 125-
153; Belle Rose Ragins, John L. Cotton, and Janice S. Miller, 
“Marginal Mentoring: The Effects of Type of Mentor, Quality 
of Relationship, and Program Design on Work and Career 
Attitudes,” Academy of Management Journal, vol. 43, no. 6 
(December 2000): p. 1177-1194.

9. For guidance on the types of formal mentoring relationships,or 
for more information on mentor/mentee roles, see Creating 
Successful Mentoring Programs: A Catalyst Guide.

10. Christine S. Koberg, R.W. Boss, David Chappell, and Richard 
Ringer, “Correlates and Consequences of Protégé Mentoring 
in a Large Hospital,” Group & Organization Management, 
vol. 19, no. 2 (June 1994): p. 219-239; Ragins et al, 
“Marginal Mentoring: The Effects of Type of Mentor, Quality 
of Relationship, and Program Design on Work and Career 
Attitudes,” Academy of Management Journal, vol. 43, no. 6 

enDnoTes
(December 2000): p. 1177-1194; Human Capital Institute, 
Achieving ROI to Sustain and Expand Your Mentoring 
Initiative (2008).

11.  Ralph E. Viator and Terri A. Scandura, “A Study of Mentor-
Protégé Relationships in Large Public Accounting Firms,” 
Accounting Horizons, vol. 5, no. 3 (September 1991): p. 
20-30; Terri A. Scandura and Ralph E. Viator, “Mentoring 
in Public Accounting Firms: An Analysis of Mentor- Protégé 
Relationships, Mentorship Functions, and Protégé Turnover 
Intentions?” Accounting, Organizations & Society, vol. 19, 
no. 8 (November 1994): p. 717-734; M. Hewett, D. Lepman, 
J. Bethe, and G. Pierson, “Don’t Eat Your Young, Mentor 
Them—Retention Grant Project,” Critical Care Nurse, vol 
28, no. 2 (April 2008): p. e28; “Using Mentoring to Develop 
Leaders and Improve Retention,” IOMA’s Report on 
Managing Training & Development, vol. 4, no. 9 (September 
2004): p. 6-10.

12. Belle Rose Ragins and John L. Cotton, “Gender and 
Willingness to Mentor in Organizations,” Journal of 
Management, vol. 19, no. 1 (Spring 1993): p. 97-111.

13. Human Capital Institute.
14. Terri A. Scandura, “Mentorship and Career Mobility: An 

Empirical Investigation,” Journal of Organizational Behavior, 
vol. 13, no. 2 (March 1992): p.169-174; Alexandra Kalev, 
Frank Dobbin, and Erin Kelly, “Best Practices or Best 
Guesses? Assessing the Efficacy of Corporate Affirmative 
Action and Diversity Policies,” American Sociological Review, 
vol. 71, no. 4 (August 2006): p. 589-617.

15. Hewett et al.; Human Capital Institute.
16. Sarah Coles, “Build a Better Boss,” Employee Benefits 

(December 2001): p. 37-38.
17. Rebecca R. Hastings, “Mentoring Done Right” (Society for 

Human Resource Management, March 2007). 
18. Sasha Corporation, “Compilation of Turnover Cost Studies.” 

http://www.sashacorp.com/turnframe.html; Bliss & Associates 
Inc., “Cost of Turnover.” http://www.blissassociates.com/html/
articles/cost_of_turnover15.html; Leigh Branham, Keeping 
the People Who Keep You in Business: 24 Ways to Hang 
On to Your Most Valuable Talent (New York, NY: AMACOM, 
2000).

19. Triple Creek Associates, Mentoring’s Impact on Mentors:    
      Doubling the ROI of Mentoring (2007).
20. Shaker A. Zahra, “The Changing Rules of Global 

Competitiveness in the 21st Century,” Academy of 
Management Executive, vol. 13, no.1, (February 1999): p.36-
42.

http://www.catalyst.org/publication/70/creating-successful-mentoring-programs-a-catalyst-guide 
http://www.catalyst.org/publication/70/creating-successful-mentoring-programs-a-catalyst-guide 
http://www.catalyst.org/publication/70/creating-successful-mentoring-programs-a-catalyst-guide
http://www.catalyst.org/publication/70/creating-successful-mentoring-programs-a-catalyst-guide


Making Mentoring Work | 2222  |  Making Mentoring Work Making Mentoring Work | 23



Making Mentoring Work | 2424  |  Making Mentoring Work Making Mentoring Work | 25

This report is the result of the teamwork and 
dedication of many Catalyst staff. Catalyst 
President & Chief Executive Officer Ilene H. Lang 
provided leadership in the development of the 
project and report. Nancy M. Carter, Ph.D., Vice 
President, Research, oversaw the report and 
provided considerable input and guidance that 
were instrumental in producing this piece.
 
Sarah Dinolfo, Senior Associate, Research, and 
Julie S. Nugent, Director, Research and Chair, 
Catalyst Award Evaluation Committee, co-led and 
co-authored the report. Special thanks go to Jan 
Combopiano and Katherine Giscombe, Ph.D., for 
their assistance in designing the report and their 
service as advisors throughout the process. We 
are grateful to other Catalyst experts and team 
members who reviewed and contributed to the 
overall report, including: Michael Chamberlain; 
Serena Fong;  Deborah Gillis; Eleanor Tabi Haller-
Jordan; Meryle Mahrer Kaplan, Ph.D.; Deborah M. 
Soon; and Emily Troiano.
 

Nancy Hendryx, Associate Editor, edited the report. 
Sonia Nikolic, Graphic Designer, designed the
report and illustrated the cover. Cheryl Yanek, 
Emily Troiano, and Michelle Bernard contributed 
resources and support to the report. Liz Swinehart 
fact-checked the report.
 
We thank Jodi Davidson of Sodexo for her helpful 
comments and insights on the ROI member tool.
 
Finally, this project would not have been possible 
without the generous support of report sponsor 
Nationwide.

acknoWleDgMenTs



Making Mentoring Work | 2424  |  Making Mentoring Work Making Mentoring Work | 25

Chair
James S. Turley
Chairman & CEO
Ernst & Young LLP

Secretary
Anne M. Mulcahy 
Chairman 
Xerox Corporation

Treasurer
Susan Arnold  
Retired President, 
  Global Business Units
The Procter & Gamble 
  Company

Sharon Allen
Chairman of the Board
Deloitte LLP

Brenda C. Barnes 
Chairman & CEO
Sara Lee Corporation

Lloyd C. Blankfein
Chairman & CEO
The Goldman Sachs  
  Group, Inc.

John H. Bryan
Retired Chairman & CEO
Sara Lee Corporation

J. Michael Cook
Retired Chairman & CEO
Deloitte & Touche LLP

Thomas J. Engibous
Retired Chairman & CEO
Texas Instruments 
  Corporation

Chairs Emeriti Honorary Directors

Ian M. Cook
Chairman, President 
  & CEO
Colgate-Palmolive 
  Company 

Mary B. Cranston, Esq.
Firm Senior Partner
Pillsbury Winthrop Shaw 
  Pittman LLP

David B. Dillon
Chairman & CEO
The Kroger Co.

Jamie Dimon
Chairman & CEO
JPMorgan Chase & Co.

William A. Downe
President & CEO
BMO Financial Group

Thomas Falk
Chairman & CEO
Kimberly-Clark  
  Corporation

Mary Beth Hogan, Esq.
Partner & Management 
  Committee Member
Debevoise & Plimpton  
  LLP

Jeffrey R. Immelt
Chairman & CEO
General Electric 
  Company

Ann Dibble Jordan
Consultant

Andrea Jung 
Chairman & CEO
Avon Products, Inc.

Muhtar Kent
Chairman & CEO
The Coca-Cola 
  Company

Jeffrey B. Kindler
Chairman & CEO
Pfizer Inc

Ilene H. Lang 
President & CEO
Catalyst

Murray Martin
Chairman, President &  
  CEO
Pitney Bowes Inc.

Joseph Neubauer
Chairman & CEO
ARAMARK

Indra K. Nooyi
Chairman & CEO
PepsiCo, Inc.

Kendall J. Powell
Chairman & CEO
General Mills, Inc.

Stephanie A. Streeter
Acting CEO
United States Olympic 
  Committee

Richard K. Templeton
Chairman, President & 
  CEO
Texas Instruments 
  Incorporated

Rick Waugh
President & CEO
Scotiabank

Maggie Wilderotter 
Chairman & CEO
Frontier Communications  
  Corporation

Thomas J. Wilson
Chairman, President & 
  CEO
Allstate Insurance 
  Company

Charles O. Holliday, Jr.
Retired Chairman & CEO
DuPont

Reuben Mark
Retired Chairman & CEO 
Colgate-Palmolive 
  Company

John F. Smith, Jr.
Retired Chairman & CEO
General Motors 
  Corporation

Tony Comper  
Retired President & CEO
BMO Financial Group

Michael J. Critelli
Retired Chairman & CEO
Pitney Bowes Inc.

Thomas J. Engibous
Retired Chairman & CEO
Texas Instruments 
  Corporation

Ann M. Fudge  
Retired Chairman & CEO
Young & Rubicam 
  Brands

Charles O. Holliday, Jr.
Retired Chairman & CEO
DuPont

Karen Katen 
Retired Vice Chairman
Pfizer Inc

Reuben Mark
Retired Chairman & CEO
Colgate-Palmolive 
  Company

Barbara Paul Robinson,Esq.
Partner
Debevoise & Plimpton
  LLP

G. Richard Wagoner, Jr.
Retired Chairman & CEO
General Motors 
  Corporation



Making Mentoring Work | 2626  |  Making Mentoring Work

NEW YORK 

120 Wall Street, 5th Floor

New York, NY 10005

tel (212) 514-7600

fax (212) 514-8470

SUNNYVALE 

165 Gibraltar Court

Sunnyvale, CA 94089

tel (408) 400-0287

fax (408) 744-9084

TORONTO

8 King Street East, Suite 505

Toronto, Ontario M5C 1B5

tel (416) 815-7600 

fax (416) 815-7601

ZUG 

c/o KPMG AG

Landis+Gyr-Strasse 1

6300 Zug, Switzerland

tel +41-(0)44-208-3152

fax +41-(0)44-208-3500 

www.catalyst.org

expanding opportunities

for women and business


