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About Your Gender Equality Plan

The following Gender Equality Plan was generated using Engendering Industries' online
tool: The Best Practices Framework for Advancing Gender Equality in Male-Dominated
Industries. The best practices listed in this plan were identified and included to fill gender
equality gaps at your organization. The information included in your plan provides an
overview of how to implement best practices, challenges to implementation, and markers
of success. More information and resources for advancing gender equality at your
company are available at EngenderingIndustries.org.

https://www.engenderingindustries.org/resources/best-practices-framework
https://www.engenderingindustries.org/resources/best-practices-framework
https://www.engenderingindustries.org/


5.3 Provide mentoring for women and men

Description

Create high-quality mentorship programs for women and men at different career levels
with specific gender equality and diversity goals

Provide clear structure and dedicate sufficient resources including:

Clear targets and quality standards
One person in charge of coordinating the program, and acting as a point of contact
for mentors and mentees
Mentors who are trained to be aware of and eliminate gender and diversity bias in
supervision and who create a positive environment for both women and men, with
clear instructions on benefits, targets, and roles, and establishing the relationship
Encourage diverse mentor-mentee relationships; in addition to same sex mentor-
mentee relationships (e.g., women mentoring women or men mentoring men),
strategically match men to mentor and help advance women, as well as female
leaders to develop, support, and advance men to orient men early in their careers to
respect women in positions of power
Constant evaluation, integrating feedback and suggestions from mentors, mentees,
and their supervisors
Prioritize standardized selection and matching of mentors and mentees, integrating
as many successful women from the company as possible, and providing a strong
orientation framework for mentors and mentees (e.g., mentoring topics and
boundaries, expected frequency, and format of meetings)

Challenges to Implementation

Senior staff may perceive their role as an additional burden

Senior managers or supervisors may be reluctant to assume a mentoring role for female
employees 

Powerful biases that are the exact reason that this match is critical for transforming
individuals need to be overcome:

Female leaders may be uncomfortable and hesitant to mentor male colleagues



Men may not accept being mentored by a woman
Corporate culture and norms may be unsupportive of men and women establishing a
mentoring relationship

What Success Looks Like

Transparent company-wide mentoring program is established with goals, tools,
guidelines, and metrics to measure achievements

Mentoring relationships are sustainable as can be seen in numbers and frequency of
contacts between mentors and mentees

Women ask actively for mentoring opportunities

Increased number of women who participated in mentoring are perceived as good
performers and/or get promoted to next level

Training for mentors is expanded to include gender-equality and non-discriminatory
practices 

Mentoring candidates, mentors, and supervisors of mentees report high satisfaction with
quality of mentoring and target achievement

Mentor becomes a sponsor of the candidate (see below)

Diverse mentor-mentee relationships are established

Male employees mentored by female leaders become male leaders and champions of
equality, supporting transformation and cultivation of more equitable workplaces

Resources and Tools

Guide (incl. Templates): Mentoring in A Box: Technical Women at Work (NCWIT)

Guide: Mentoring/Sponsorship (Diversity Inc.)

Guide (incl. Self-Assessments): Making Mentoring Work (Catalyst)

Guide: Evaluating a Mentoring Program (NCWIT)

Guide: How to Start a High-Impact Mentoring Program? (Chronus)

Guide: Mentoring Program: Guidance and Program Plan (U.S. Department of Energy)

https://ncwit.org/resource/imentor/
https://www.diversityincbestpractices.com/medialib/uploads/2014/02/MentoringSponsorship.pdf
https://www.catalyst.org/research/making-mentoring-work/#:~:text=Making%20Mentoring%20Work%20offers%20insights,leverage%20existing%20formal%20mentoring%20programs.
https://ncwit.org/resource/mentoringeval/
https://chronus.com/how-to-start-a-mentoring-program
https://www.energy.gov/sites/prod/files/2014/11/f19/DOE_Mentoring%20Guidance%20%20Pgrm%20Plan2_0.pdf


Example: Men, Commit to Mentor Women (Lean In)

Report/Study: Women as Mentors? Does She, or Doesn’t She? (Development
Dimensions International, Inc.)

Report/Study: Modern Mentoring: Emboldening Women in the Workplace (Chronus)

Article: What the Best Mentors Do (Harvard Business Review)

Article: Challenging Our Gendered Idea of Mentorship (Harvard Business Review)

Article: Men Need Mentors too in the #MeToo Era (Inc.)

Article: Workplace Equality Improves When Women Mentor Men (Forbes)

Article: What Happens when Women Mentor Men (CNN Business)

Podcast: Energy Leadership on Mentorship (Zpryme)
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https://leanin.org/mentor-her
https://www.shrm.org/ResourcesAndTools/hr-topics/employee-relations/Documents/womenasmentors_rr_ddi.pdf_ext=.pdf
https://chronus.com/resources/modern-mentoring-emboldening-women-in-the-workplace
https://hbr.org/2017/02/what-the-best-mentors-do
https://hbr.org/2020/01/challenging-our-gendered-idea-of-mentorship
https://www.inc.com/melissa-lamson/how-women-can-and-should-mentor-men-in-metoo-era.html
https://www.forbes.com/sites/adigaskell/2021/02/18/workplace-equality-improves-when-women-mentor-men/?sh=4115bbf215a1
https://www.cnn.com/2018/11/20/success/women-mentoring-men/index.html#:~:text=Men%20will%20mentor%20a%20junior,way%20process%2C%E2%80%9D%20she%20says.
https://zpryme.com/media/podcast/energy-leadership-on-mentorship/

