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DiversityInc 
MEETING IN A BOX

Succession Planning
• • For D&I staff, HR staff, recruiters, talent-acquisition departments, legal staff, diversity-council 

members, employee-resource-group leaders

 II  Talent Development/Mentoring/Sponsorship

Once you have the talent on board, are you fully realizing its potential? DiversityInc Top 50 data 
show that even at progressive companies, people from underrepresented groups often have 
higher rates of voluntary attrition. Why do they leave? Usually because they feel their chances 
of getting to the top are slim to none, and because they don’t perceive the corporate culture as 
welcoming.

What’s essential in the talent-development process is accountability from the top of the 
organization, often in the form of an executive diversity council, in setting and measuring goals. 
At most companies, the leaders also are directly involved in programs in which they meet with 
and help develop high-potentials from underrepresented groups.

DiversityInc Top 50 data show a direct correlation between increased management 
participation in formal, cross-cultural mentoring programs and increased diversity in executive 
levels. Mentoring is the most essential way to make a direct connection with senior executives 
and to help high-potentials mature. The cross-cultural element enables both the mentors and 
the mentees to better understand each other. Having cultural-competence training for both 
mentors and mentees is increasingly important, as are metrics to assess the success of the 
relationships. 

Increasingly, organizations also are emphasizing sponsorship, political advocacy of a person 
from an underrepresented group. While formal sponsorship is difficult or impossible (since 
you can’t order someone to lobby for another person), companies increasingly are requiring 
their senior executives to sponsor a specific number (usually one to three) of people from 
underrepresented groups. 

For more information, see our recent Web Seminar on Mentoring and Sponsorship, featuring 
CVS Health and Accenture.

      Guided Questions for Staff

	Is your mentoring program effectively reaching high-potentials from  
underrepresented groups? 

 How many people are participating and do you measure race/ethnicity/gender of mentors 
and mentees? Are you giving them the right training to ensure they effectively communicate 
across cultures?

	How are you measuring mentoring success?
 Are you assessing retention, engagement and promotions of mentees versus those who 

don’t participate? Who is held accountable for mentoring progress? Are the metrics shared 
with senior executives?

	How much exposure do your high-potentials from underrepresented groups have to your 
senior executives?

 Have you considered other ways to encourage them to meet and get to know each other? Are 
the senior executives responsible for initiating and furthering sponsorship relationships?

???

http://diversityincbestpractices.com/diversitycouncils/6-steps-to-start-an-executive-diversity-council/
http://bestpractices.diversityinc.com/talent-development-mentoring/the-difference-between-mentoring-coaching-and-sponsorship/
http://bestpractices.diversityinc.com/how-tos/how-tos-mentoring/web-seminar-mentoring-and-sponsorship-with-cvs-health-and-accenture/

