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July 2017

Why Women Aren’t CEOs According to Women Who Almost Were
Susan Chira
New York Times, July 21, 2017
https://www.nytimes.com/2017/07/21/sunday-review/women-ceos-glass-ceiling.html
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: Considering just 6% of Fortune 500 companies have female CEOs (and the number has shifted little in past years), C-suite women face significant resistance to their advancement. Interviews with chief officers, HR executives, and other leaders reveal women who are assertive are often labelled as bossy or aggressive by men and not treated with trust and respect. Studies have shown consistent bias against women including their not being given opportunities to achieve large successes or to advance within an organization. Breaking into all-male circles socially and building healthy business relationships continues to be challenging. Women are often overlooked for their accomplishments (such as with the hard metrics of profit generation) especially when their male peers have fallen short. Solutions include bringing more awareness to the subject and recognizing women who continue to break down barriers.
Suggested Questions:
1. How might managers exert an unintentional bias against women in their workplace?
2. What should women do when men undermine and isolate them?
3. What is the best way to lead women in a competitive environment?
4. How can performance metrics impact women positively or negatively in a way that is different from men?
5. How might you define failure similarly or differently between men and women?
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The Hidden Battle of the Sexes at Work
Vanessa Fuhrmans
Wall Street Journal, October 10, 2017
https://www.wsj.com/articles/the-hidden-battle-of-the-sexes-at-work-1507608661
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: Findings from the LeanIn.Org and McKinsey & Co.’s 2017 Women in the Workplace report show that men in the workplace often consider women’s equality to be an accomplished goal while women see equality and advancement as a significant workplace issue needing continued attention and improvement. The report shows at every level of the corporate structure, the disparities between men and women have not changed measurably. Women often feel the workplace is an environment where advancement is a greater challenge for them than for their male colleagues. Some diversity initiatives at companies include affinity groups and mentoring, but women often feel those efforts do not directly impact their careers. A solution is for managers to be trained more deliberately to be sponsors for women to advance through an organization and into roles that matter. 
Suggested Questions:
6. How might managers exert an unintentional bias against women in their workplace?
7. What should women do when they are not getting advancement opportunities?
8. What is the best way for a manager to lead women in a competitive environment?
9. How can managers take more of a “sponsorship” role with women?



Getting to Gender Equality Starts With Realizing How Far We Have to Go
Sheryl Sandberg & Rachel Thomas
Wall Street Journal, October 10, 2017
https://www.wsj.com/articles/sheryl-sandberg-on-how-to-get-to-gender-equality-1507608721
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: Findings from the LeanIn.Org and McKinsey & Co.’s 2017 Women in the Workplace report show that largely men (50%) but also women (30%) see only 1 in 10 positions in higher leadership at organizations held by women as “sufficient” for gender equality. Progress toward gender equality in the workplace is not as fast as many people may think and women are still very underrepresented in higher leadership roles. For women from under-represented groups, the challenge is even greater as they tend to have fewer opportunities and receive less support. Individuals and companies have blind spots where they see a woman in a more visible leadership role and that suggests the issue of women’s equality is solved. The solution is to make a strong business case for how gender diversity in leadership at an organization can positively impact business results and can enhance the organization’s long term success. As well, managers need to be not only trained and encouraged, but also rewarded when they support gender equality. Racial and gender diversity are essential components for a company to remain competitive in a global environment as more and more companies cannot afford to leave talent behind.
Suggested Questions:
1. How might both men and women have blind spots in how they evaluate gender equality at their workplace?
2. What should women from under-represented groups do to develop opportunities to advance?
3. How can a business case be made for the value of racial and gender equality?
4. Name a company with a poor record with gender diversity and discuss how a less gobal corporate culture can be a hindrance to profit and growth. 

Finally More Women are Asking for Raises but There’s a Catch
Michelle Ma
Wall Street Journal, October 10, 2017
https://www.wsj.com/articles/finally-more-women-are-asking-for-raises-but-theres-a-catch-1507608540
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: Findings from the LeanIn.Org and McKinsey & Co.’s 2017 Women in the Workplace report show that women are speaking up and asking for raises and promotions more often, but they suffer from the backlash of being perceived as “pushy” or “bossy.” The next step may be to help women navigate the following conversations about their value to the organization and the business reasons for their raise or promotion. This may include data, specifics, and making a stronger case when negotiating. Women also need more resources for managing repercussions of having spoken up including possible negative reactions.
Suggested Questions:
1. How might a woman’s negotiating stance need to be different than a man’s in the same situation?
2. What should women from under-represented groups do to minimize repercussions and negative reactions to their requests to advance?
3. How can a woman make a solid business case for her advancement and merited pay?
4. How might the way a woman proves her value be different or more challenging than the way a man does? 


How Companies Can Guard Against Gender Fatigue
Dominic Barton and Lareina Lee
Wall Street Journal, October 10, 2017
https://www.wsj.com/articles/how-companies-can-guard-against-fatigue-about-gender-equality-1507608600
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: Findings from the LeanIn.Org and McKinsey & Co.’s 2017 Women in the Workplace report show that 90% of companies say they are committed to gender equality and are taking action in some way. To step up their efforts, companies can start with the basics of developing a business case and tracking gender representation across the organization. As well, senior leaders can hold themselves personally accountable for recognizing and advancing women in their workplace. Making men a part of the solution includes not only training and awareness, but also direction and oversight from their next level leaders including recognizing diversity include gender and race with greater awareness of how these impact organizational success.
Suggested Questions:
1. How might a company develop and circulate a business case for women’s equality and representation across the organization?
2. What should managers do to hold themselves accountable for recognizing and advancing women in their work groups?
3. How can senior leaders direct and oversee lower level managers in improving gender equality and diversity?
4. Create a plan for how to improve gender equality and diversity at your own organization or at an organization of your choice.  

Now Joining Corporate Women’s Groups: Men
Kelsey Gee
Wall Street Journal, October 10, 2017
https://www.wsj.com/articles/now-joining-corporate-womens-groups-men-1507608301
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: To promote more women and workplace diversity, many companies support professional networks and affinity groups and while that resource has been useful, more is needed to achieve greater gender equality in the workplace. Some companies are lessening the focus on internal networking groups and anti-bias training for employees in favor of making managers more directly responsible for the advancement of women as part of their performance. As well, with opening affinity groups to global membership, companies are finding another means to bring employees into a more encompassing experience of inclusion and enhance the identity of the affinity groups.

Suggested Questions:
1. How might making a manager’s performance based partially on his or her development of women be beneficial to an organization?
2. What responsibility do individual managers have to advance women in their work groups?
3. How can open affinity groups with global membership improve gender equality and diversity?
4. Why is anti-bias training not enough to bring inclusion into the workplace?  

Women of Color Have High Ambition But Little Help
Alina Dizik
Wall Street Journal, October 10, 2017
https://www.wsj.com/articles/women-of-color-have-high-ambition-but-little-help-1507608481
TOPICS: Lead ethically, management, culture
DISCIPLINES: 	All
SUMMARY: While minority women are more likely to speak up and indicate they are striving for higher leadership roles, they often face more obstacles. Only 3% of higher leadership roles are filled by minority women compared to 16.7% of entry-level roles. Minority women often do not have the social opportunities including networking and activities outside the office that man may have. As well, managers are often less likely to support them in navigating the politics of an organization in order to advance. Managers are also less likely to be explicit about what it takes to succeed. A solution is day-to-day coaching by managers and more informal mentorships including sponsorship where a manager advocates for a particular woman employee. The women need to be educated on how to find better allies and gain entrance to more opportunities to make connections and to be visible higher up in the organization. Diversifying leadership at the top needs to be part of senior leaders’ job descriptions.

Suggested Questions:
5. How might making a manager’s performance based partially on his or her development of women be beneficial to an organization?
6. What responsibility do individual managers have to advance women in their work groups?
7. How can open affinity groups with global membership improve gender equality and diversity?
8. Why is anti-bias training not enough to bring inclusion into the workplace?  
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Women Cracked Wartime Codes. They Can Fix Tech Today Too.
Liza Mundy
The New York Times, November 12, 2017
https://www.nytimes.com/2017/11/11/opinion/sunday/female-veterans-code-breakers-world-war-ii.html
SUMMARY: During WWII, women had the opportunity to stand out in new ways and have their skills and intellectual accomplishments noticed. This inclusive mindset played a part in helping the Allies to defeat the Nazis. Women’s activity in intelligence, communication, and code-breaking gave women the opportunity to employ their skills in fields such as math and engineering where they were traditionally shut out. Research has proven that varied teams get consistently better results because inclusion increases the pool of talent.  
Suggested Questions:
1. How might employees and managers support more opportunities for women in tech?
2. How can a company’s leveraging relationships and expertise of varied workers relate to greater innovation and growth?
3. How can perceptions of women’s roles within a company culture limit opportunities for women?
4. How might you refresh your own perceptions about women in STEM and tech fields?
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