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CONFIDENTIAL

Thank you
for your
partnership
in Women
in the Workplace

Women in the Workplace
Women in the Workplace is a multi-year pro bono investment project by
McKinsey & Company. In partnership with LeanIn.org, we publish a
report every year examining the state of women in corporate America.

▪ This year 279 total companies, employing more than 13M
▪
▪

employees, shared their pipeline data and completed a survey
of their HR practices.
In addition, over 64,000 employees were surveyed on their
workplace experiences
11 companies were referred through HBA this year and
received individual company reports with their data
benchmarked against the HBA benchmark, an industry
benchmark and the all companies benchmark

How to use this document
▪ Start a dialog: debrief your executive team

▪
▪

The Women in the Workplace report is
available on: www.womenintheworkplace.com.

and other critical decision-makers about key
findings from this year’s cohort
Share the information: share some or all of
this report with member organizations
Integrate with other data: think about how
this information integrates with other
sources of data you have to shape initiatives
in the future
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WOMEN IN THE WORKPLACE
INTRODUCTION

Main findings1

across all
companies

Women’s representation:

1

Women remain underrepresented across the corporate pipeline, and
progress has been minimal over the years

2

Across companies, this is especially pronounced for women of color – only
about one in five senior leaders is a woman, and one in twenty-five is a
woman of color

3

Women are disadvantaged from the start - today women are less likely to be
hired into entry-level and manager jobs, and are far less likely to be promoted to
manager: for every 100 men who receive the first critical promotion to
manager, only 79 women do

Employee attitudes and actions:

1 For more details, see 2018 Women in the
Workplace report www.womenintheworkplace.com

4

Women get less of the manager support that advances careers and that is
linked to positive outcomes like higher promotion rates and a stronger desire to
stay with a company

5

Women are also more likely to deal with everyday forms of discrimination almost two-thirds of women have dealt with microaggressions and about
one-third have experienced some form of sexual harassment in the workplace

6

Being the “only” woman in a room at work impacts one in five women (vs just
7% of men) making them feel excluded and scrutinized

7

Companies need to take more decisive action. This begins with getting the
basics right – putting in place targets and accountability, getting leaders on
board, ensuring fair hiring and promotions. It also includes more advanced
actions – fostering an inclusive and supportive workplace culture where
managers champion diversity, “Only” experiences are rare, and employees
have flexibility to fit work into their lives
McKinsey & Company 3

Main findings

across
companies in
the HBA cohort

Women representation

1

Companies in the HBA cohort have on average higher women representation
than other companies in our research at all levels of the talent pipeline. The HBA
cohort also has slower declines in women representation all the way up to
SVP/C-Suite level – where the decline is the sharpest. By contrast, companies in
other industries see the highest drop off between entry and manager levels

2

Similarly, women of color representation declines less rapidly in the HBA
cohort up to the VP level – where the decline is the sharpest. At the same time,
share of men of color declines more slowly throughout the pipeline and
at similar rates as other companies in our research

3

Attrition rates for women in HBA companies are either slightly lower or comparable to
those for men in lower levels of the pipeline, but are significantly higher for women
at SVP and C-suite levels

4

Companies within HBA are promoting women at equal or higher rates than men
at most levels across the pipeline, which is significantly better than average across all
companies in our research

5

Fewer women are brought in as external hires at most levels as compared to
men, diluting progress made towards more equal representation through internal
promotions and retention. This is similar to what is seen across other companies

6

HBA cohort companies have significantly higher share of women in line roles
relative to other companies in our research

Policies and programs

7

More companies within HBA offer a bigger set of policies and programs to improve
diversity and inclusion as compared to other companies. In particular, significantly more
HBA companies offer child care support and formal mentorship programs for
underrepresented groups. Half of HBA companies also set targets for race/ethnicity
whilst less than a third of all companies do. However, 25% of HBA companies hold
senior leaders accountable to meet diversity targets vs 42% of all companies
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INTRODUCTION

How to
drive
change

1
2
3

4
5
6

Get the basics right – targets, reporting, and accountability
Set targets, be transparent, and hold leaders accountable

Ensure that hiring and promotions are fair
Develop comprehensive end-to-end processes to reduce bias in hiring and
promotions

Make senior leaders and managers champions of diversity
Bring managers on board and them give them the visibility and tools they need
to be part of the solution

Foster an inclusive and respectful culture
Review and handle reports of harassment or disrespectful behavior promptly
and decisively

Make the “Only” experience rare
Increase representation in groups to reduce the number of women who feel
isolated and under pressure

Offer employees the flexibility to fit work into their lives
Make it easier for women to advance and stay in the workplace by offering
family-friendly policies
McKinsey & Company 5

WOMEN IN THE WORKPLACE
INTRODUCTION

Three types of data covered
in the 2018 Women in the
Workplace report
Description

What has changed this year

Talent pipeline

Talent pipelines, cut by gender and
race with a benchmark for the HBA
cohort and for all companies

▪

Larger dataset, including 279
companies

HR practices
and programs

Summary of corporate policies and
programs at HBA companies and
at all companies

▪

New questions on trainings, program
assessment, and D&I departments

The Employee
Experience
Survey (EES)1

A summary of employees’ attitudes
and experiences regarding career
advancement, diversity, and worklife issues across all companies1

▪

New topics we asked about include:
the “only person in the room”
experience, microaggressions, sexual
harassment, sponsorship

1 2 participants this year in EES from HBA so sample size was too small to show EES for HBA cohort alone
Individual company data, analysis, and results are confidential and not available to parties outside of McKinsey & Co.
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INTRODUCTION

Contents of your report

1

Talent pipeline: key insights

2

Policies and programs: summary

3

Employee experience: key insights

4

Solutions and next steps

5

Appendix

8

15

18

30

38
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1
TALENT
PIPELINE
KEY INSIGHTS
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WOMEN IN THE WORKPLACE
TALENT PIPELINE

Women
representation
across the
pipeline

Entry
level

Manager

Sr Mgr/
Director

VP

SVP

C-Suite Board

% of employees
that are women
Women

Men

Women
in HBA

55%

52%

46%

44%

30%

29%

20%

Women across
all companies1

48%

38%

34%

29%

23%

22%

25%

1 Aggregate results from 279 participating
companies, averaging each company's results and
weighting by industry to the F500 to avoid a skew
toward industries overrepresented in our sample
SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada
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WOMEN IN THE WORKPLACE
TALENT PIPELINE

Talent pipeline
by gender and
race/ethnicity:
2018 benchmark
% of employees within
each level by reported
race/ethnicity

Entry
level
17
37
HBA

Women of Color
White Women

14

Sr Mgr/
Manager Director
16
36
16

13
33
13

VP

SVP

C-Suite

Board

6

4

3

2
17

34

32

12

24
10

24

63

57

10

42

48

54

4
19

4
19

5
19

9

9

13

67

68

63

31

32

17

12

8

6

27

26

24

Men of Color
White Men

NOTE: This page reports the race breakdown only
of those employees for whom race/ethnicity data
was provided, and total percent women/men may
not sum to the same total as the overall pipeline
page. Women and men of color includes
individuals identified as Asian, Latino/Latina,
Black, American Indian, Pacific Islander, and
Mixed race. Individuals identified as “other”
race/ethnicity are not included.
1 Aggregate results from 263 participating
companies who submitted race/ethnicity data.
Weighted by industry to the F500 to avoid a skew
toward industries overrepresented in our sample

31

All
companies1

16

13

12

16
36

46

53

58

SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada
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WOMEN IN THE WORKPLACE
TALENT PIPELINE

Attrition rates1
at each level
by gender:
EOY 2017
benchmark

Entry
level

Sr Mgr/
Manager Director

VP

% of men

1 Attrition rate defined as people who left
the company (voluntarily or involuntarily) / total
number of employees at the beginning of the year
within each level
2 Aggregate results from 269 participating
companies that submitted attrition data. Weighted
by industry to the F500 to avoid a skew toward
industries overrepresented in our sample

C-Suite

36%

25%

% of employees that left
the company by gender
% of women

SVP

22%
HBA

13% 14%

11% 11% 12%

14%

15%
12% 12%

18%
All
16%
16%
16% 17% 15%
2
14% 13% 13% 13%
14%
companies
13%

SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada
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WOMEN IN THE WORKPLACE
TALENT PIPELINE

Internal
promotions
into each level
by gender:
EOY 2017
benchmark
Promotions as % of total
male/female employees
in previous level

Entry
level

Sr Mgr/
Manager Director

VP

SVP

C-Suite
9%

6% 6%

7%

5%

HBA

9%

6%
4% 4%

4%

NA1

% of women
% of men

9%
7%
All
companies2

8%

7%
5%

5%
4%

6% 6%

4%

NA1
1 Entry level not included because employees
are typically hired externally into this level
2 Aggregate results from 266 participating
companies that submitted promotion data.
Weighted by industry to the F500 to avoid a skew
toward industries overrepresented in our sample

Across all companies, women are 21% less likely to be promoted from entry
level to manager than their male peers

SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada
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WOMEN IN THE WORKPLACE
TALENT PIPELINE

External
hires into each
level by gender:
EOY 2017
benchmark
Women’s and men’s
share of total external
hires into each level

Entry
level

53%

47%

Sr Mgr/
Manager Director

53%

47% 44%

VP

SVP

62%

56%

56%
44%

38%

C-Suite

48% 52%

HBA

% women
% men

77%
46%
All
companies2

67%

61%

54%
39%

33%

69%

65%
35%
23%

31%

SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada
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WOMEN IN THE WORKPLACE
TALENT PIPELINE

Distribution
of staff vs line
roles1
by gender
% of staff and line roles
held by women and men
% of roles held by women
% of roles held by men

Entry
level
58%
Women’s
share of
line roles:
HBA

Sr Mgr/
Manager Director

52%

46%

VP

SVP

40%

C-Suite

37%
25%

45%
Women’s
share of
line roles:
all
companies3
1 Line roles: Roles that have P&L responsibility or
focus on core business functions (e.g., operations
and sales). Staff roles: Supporting or enabling
roles (e.g., human resources and IT)
2 Total number of employees in line or staff roles
3 Aggregate results from 279 participating
companies that submitted line/staff data
SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada

37%
31%
25%

20%

17%

Most CEOs come from a line role,
where women are usually underrepresented
McKinsey & Company 14

2
POLICIES
AND PROGRAMS
SUMMARY
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WOMEN IN THE WORKPLACE
POLICIES AND PROGRAMS

Policies and
programs
benchmark (1/2)

Policy description

Prioritize gender diversity

84%

100%

Prioritize racial diversity

74%

83%

Track data on gender representation across levels

92%

100%

Set targets for gender representation across any level (e.g.,
management, senior leadership)

42%

58%

Track data on race / ethnicity across levels

83%

92%

Set targets for race / ethnicity across any level

32%

50%

Share some or all gender metrics with stakeholders
(managers, employees, or the public)

58%

58%

Hold management accountable to meet diversity targets

16%

17%

Hold senior leaders accountable to meet diversity targets

42%

25%

Set clear, consistent criteria for evaluating candidates in
hiring, performance reviews or promotions

72%

75%

Require a diverse slates of candidates be considered for
open positions / promotions

47%

58%

Offer unconscious bias training for employees involved in the
Ensure hiring,
hiring process
promotions,
reviews
Offer reminders about how to avoid unconscious bias before
are fair
the hiring / performance evaluation process begins

53%

67%

35%

58%

Track hiring outcomes / performance ratings to check for bias

61%

75%

Set diversity targets for hiring / promotions

28%

33%

Get the
basics
right –
targets,
reporting, and
accountability

1 Based on all 282 companies that submitted data
on policies and programs

% of companies that offer
Among all Among HBA
companies1 cohort

SOURCE: 2018 Women in the Workplace Pipeline
and Policies and Programs data for US/Canada
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WOMEN IN THE WORKPLACE
POLICIES AND PROGRAMS

Policies and
programs
benchmark (2/2)

Policy description

Foster an
inclusive and
respectful
culture

Make the
“Only”
experience
rare

Give
employees
the flexibility
to fit
work into
their lives

1 Based on all 282 companies that submitted data
on policies and programs

% of companies that offer
Among all Among HBA
companies1 cohort

Have clear policies and guidelines to prevent discrimination
and harassment

98%

100%

Prioritize training programs for increasing inclusivity or
reducing bias

50%

58%

Offer training on managing or working with diverse teams

29%

33%

Offer formal mentorship program for underrepresented
groups

45%

75%

Have gender-specific employee resources groups / affinity
groups

92%

100%

Have race or orientation-specific employee resources groups
/ affinity groups

77%

100%

Offer child care support (e.g., on-site or emergency back-up
child care)

39%

67%

Offer extended paid maternity / paternity leave

61%

75%

Offer programs to smooth the transition in / out of
extended leave

28%

25%

Offer flexible work policies (e.g., reduced schedule,
telecommuting)

85%

100%

Offer bereavement leave

92%

100%

SOURCE: 2018 Women in the Workplace Pipeline
and Policies and Programs data for US/Canada
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3
EMPLOYEE
EXPERIENCE
KEY INSIGHTS
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Diversity as a
top priority

How much of a priority is gender diversity for companies1?
All companies

Women across all companies2
Men across all companies2

Not an
important
priority

A slightly
important
priority

A moderately
important
priority

A very
important
priority

A top priority

1%

3%

12%

38%

46%

According to employees across all companies2
% who report it is a “very important” or “top” priority for their company

A very
important/
top priority

1 Based on all 282 companies that submitted data
on policies and programs
2 All companies benchmark based on the aggregate
responses of the 81 companies who participated
in the EES, representing over 64,000 respondents

59

44

SOURCE: 2018 Women in the Workplace EES Data
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

The state of
diversity efforts,
according to
employees
across
companies
Across research:
Men are more likely than
women to think that their
company is already
getting it right, as far as
diversity is concerned

Are companies doing what it takes to improve
gender diversity?
% who agree

40
52

How are companies performing on gender diversity?
% who agree

Women across all companies1
Men across all companies1
65

65
55

53

18

1 All companies benchmark based on aggregate of
81 companies who participated in the EES,
representing over 64,000 respondents
SOURCE: 2018 Women in the Workplace EES Data

Ideas are judged
by their quality,
not by who raised
them

36

32

25

Senior leaders
are held
accountable for
their performance
on gender diversity

50

19

Women are
well-represented
at senior levels

Disrespectful
behavior toward
women is quickly
addressed

Managers
challenge genderbiased language
or behavior when
it happens
McKinsey & Company 20

WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Manager
actions:
mentorship and
development
Women across all companies1
Men across all companies1

Steps managers take to support employees:
% of employees who say their managers “often” or “almost always” do the following

44

Promote your contributions
to others

46
42

Provide opportunities for
you to showcase your work

45
45

Provide the resources that
you need to succeed

49
46

Help you balance work and
personal demands
Help you navigate
organizational politics

44
37
41

Come to your defense
when needed (“Have your
back” )

Provide growth and
development opportunities
for team members
Recognize your potential

Coach their employees

56
56
50
58
52
50
68
73

1 All companies benchmark based on the aggregate
responses of the 81 companies who participated
in the EES, representing over 64,000 respondents

Give employees the
flexibility to fulfill their
personal responsibilities

69
76

SOURCE: 2018 Women in the Workplace EES Data
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Manager
actions:
creating inclusive
environments
Women across all companies1
Men across all

companies1

Steps managers take to create inclusion:
% of employees who say their managers “often” or “almost always” do the following
57

Encourage healthy
debate within the team

64
68

Make sure everyone feels
like part of the team

72
62

Recognize each team
member’s unique abilities

65

Require respectful
behavior among team
members

80
83
39

Prioritize gender diversity
47
Ensure that a diversity of
voices are represented in
decision-making

41
53

1 All companies benchmark based on the aggregate
responses of the 81 companies who participated
in the EES, representing over 64,000 respondents
SOURCE: 2018 Women in the Workplace EES Data
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Differences in
ambition to be a
top executive
Women across all companies1

45

Men across all companies1

33

% who want to be a
top executive

Top three reasons for wanting to
be top executive for men and women

1 All companies benchmark based on the aggregate
responses of the 81 companies who participated
in the EES, representing over 64,000 respondents

1. Opportunity to impact the success
of my company
2. Opportunity to influence the culture
of my workplace
3. Opportunity to be a role model for
others like me
3. Financial rewards / security

26

30

% who believe they will
likely become a top executive

Top three reasons for not wanting to be
a top executive for men and women
1. I am not interested in that type of
work
2. It would require too much of my
family
3. Too much politics

SOURCE: 2018 Women in the Workplace pipeline
data for US/Canada
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Equity of
opportunity
Across research:
Men often see the state
of things differently than
women, and are more
likely to think the playing
field is already level

Share of women and men
who believe that they have
an equal opportunity for growth
and development compared
to their peers
% who agree

66 63

Women across all companies1
Men across all companies1

Perceptions of equity in promotions, advancement opportunities
and performance evaluation
% who agree

52

50
43

52
43

43
14

9

1 All companies benchmark based on the
aggregate responses of the 81 companies who
participated in the EES, representing over 64,000
respondents
SOURCE: 2018 Women in the Workplace EES Data

Promotions
are based on fair &
objective criteria

The best opportunities
go to the most
deserving employees

Company requires a
diverse set of
candidates to be
considered for
advancement

Managers
evaluate employee
performance using
standardized, clear
and objective metrics
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Access to
sponsorship
Across research:
Employees with sponsors
are 1.4 times more likely
to say they’ve had a
meaningful interaction
with a senior leader and
1.5 times more likely to
aspire to be a top
executive themselves—
and this is especially true
for women.
Women across all companies1

Share of women and men who
have a sponsor
% who said they have one or multiple
sponsors

24 24

Of employees who have a sponsor, how they found a sponsor
% who said “yes”

Men across all companies1

76

10
1 All companies benchmark based on the
aggregate responses of the 81 companies who
participated in the EES, representing over 64,000
respondents
SOURCE: 2018 Women in the Workplace EES Data

10

Through a formal
mentorship / sponsorship
program

11

79

12

Through informal
networking or a work
event

By working together
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Experience of
being the
“Only” person in
the room
Across research:
Being an Only is a far too
common experience for
people of color and
gay people. They face
more extreme biases and
have a more negative
experience than people
like them who are not
Onlys.

Share of women and men
who report being the only person in
the room of their gender, race or
sexual orientation
% of employees who responded “yes”

19

30

When they are the only person of their gender in the room, women and men
report feeling a certain way
% of employees who responded “yes”

Women across all companies1
Men across all companies1

38
22

25
10
1 All companies benchmark based on aggregate of
81 companies who participated in EES,
representing over 64,000 respondents

31

Left out

8

Closely watched

11

On guard

10

Pressure to perform

SOURCE: 2018 Women in the Workplace EES Data
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Microaggressions
Across research:
Women who experience
microaggressions view
their workplaces as less
fair and are three times
more likely to regularly
think about leaving their
job than women who
don’t.

How often are
your work
contributions
% of employees who
responded “often” or
“almost always”

44

17

46

16
10

Ignored

8

Misattributed to others

Recognized

Women across all companies1
Men across all companies1

During the normal
course of
business, which of
the following have
you experienced?
% of employees who
responded “yes”

36
27
20

17

10

10
1 All companies benchmark based on aggregate of
81 companies who participated in EES,
representing over 64,000 respondents
SOURCE: 2018 Women in the Workplace EES Data

Not being invited to a
social gathering of
coworkers

Having your judgment
questioned in your area of
expertise

Being mistaken for
someone more junior
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Sexual
harassment
policies
Across research:
One in five employees
wants more information
on their company’s
harassment policies,
including what to do if
they’re harassed and how
their company handles
claims—and women are
50 percent more likely to
want this information.
Women across all companies1
Men across all companies1

Employee
perception of
effectiveness of
reporting a sexual
harassment
incident at your
company

70
52

% of employees who
responded “yes”

3
Effective, it would be
fairly investigated and
addressed

1

Pointless, it wouldn’t be
taken seriously

5

2

Risky, I might be
penalized in some way

Incidents of
harassment are
addressed quickly
at this company
% of employees who
agree

39
26
5
1 All companies benchmark based on aggregate of
81 companies who participated in EES,
representing over 64,000 respondents

Very often

3

Sometimes

3

1

Rarely

SOURCE: 2018 Women in the Workplace EES Data
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WOMEN IN THE WORKPLACE
EMPLOYEE EXPERIENCE

Dual career
couples
In a dual career couple1

Dual couple status for
entry-level employees
across all companies5

Dual couple status for
manager-level
employees across all
companies5

Dual couple status for
senior-level employees
across all companies5

% of employees at entry
level

% of employees at manager
level

% of employees at senior
level

In a non-dual career couple2
Not living with partner3

28

Other4

40
50

44
55

56

5

37
14

19
8

15

38

10

17
32
1 Employees who said they live with their partner
who works full time
2 Employees who said they live with their partner
who does not work
3 As the survey does not ask about marital status,
“Not living with partner” is current proxy for being
single
4 Employees who said they live with a partner who
works part time or is a student
5 All companies benchmark based on the aggregate
responses of the 81 companies who participated
in the EES, representing over 64,000 respondents

28

25

20

17
Women

19

4
Men

11

8
Women

Men

Women

Men

From our research: As they move up in their careers, senior-level women are
27% more likely to be in dual-career relationships than their male peers

SOURCE: 2018 Women in the Workplace EES Data
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SOLUTIONS
DEEP DIVE
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WOMEN IN THE WORKPLACE
SOLUTIONS AND NEXT STEPS

Get the basics
right

Why this matters

▪ It’s hard to fix what

Set targets, track and
share metrics with
employees, hold leaders
accountable

▪

1

▪

you don’t measure:
Define clear KPIs to
track, as murky data
makes it hard to
identify the most
critical challenges or
tell which efforts are
working
Setting goals is the
first step toward
achieving any
business priority:
Develop concrete
targets for KPIs to
increase likelihood of
achievement
Transparency is a
powerful signal of a
company’s
commitment to real
change: Build
accountability
through increasing
transparency and
sharing diversity
metrics with
employees

What you can do

▪ Define the top 3 to 5 highest impact areas for
improvement (e.g., gender equity in promotions)

▪ Identify specific KPIs linked to the those areas
and build a replicable dashboard to monitor
and track improvement

▪ Set targets for these KPIs and hold leaders
accountable for reaching these targets

▪ Share key findings broadly to all employees to
drive accountability

Bolder actions example

▪ Share key findings broadly with the public at
large to communicate commitment and

▪ Create incentives for leaders to hit targets by
including gender diversity metrics into
performance review process
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WOMEN IN THE WORKPLACE
SOLUTIONS AND NEXT STEPS

Ensure that
hiring and
promotions
are fair
Develop comprehensive
end-to-end processes to
reduce bias in hiring and
promotions

Why this matters

▪ Hiring and

▪ Remove bias from the hiring and

promotions are the
two biggest levers
for changing the
representation of
women. Yet
companies are not
hiring and
promoting women
and men at equal
rates, especially at
the entry and
manager levels

▪ Most companies

2

What you can do

are taking steps
to reduce bias in
recruiting and
reviews, but very
few companies
have comprehensive
approaches in
place to ensure
that hiring and
promotions are fair

▪

evaluation/promotions process
– Make sure that every step of the process
is unbiased, from ensuring that job
descriptions do not use biased language to
using clear, consistent criteria for evaluating
candidates
– Ensure managers have access to and are
taking unconscious bias training – this
helps managers be more aware and fair
throughout the employee life-cycle from
recruitment through promotions. Share
reminders on unconscious biases before key
hiring and promotions decisions
Mandate a diverse slate of candidates.
Set targets for representation in hiring and hold
recruiters accountable for hitting those goals

Bolder actions example

▪ Work with subject matter experts to design
evaluation and assessment materials which:
– Require managers and peers to slow down
and think critically about their
assessments
– Involve more automated screening tools to
reduce bias
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Make senior
leaders and
managers
champions of
diversity

Why this matters

Offer visibility, support and
incentives to enable
leaders and managers to
challenge bias and be role
models for diversity

▪ Senior leaders

3

▪ When
leaders/managers
show a high
commitment to
diversity,
employees are also
more committed
signal what is
important: yet, only
30% of women and
44% of men think
that senior leaders
at their company
provide guidance
on how to improve
gender diversity

▪ Managers also
have room for
improvement:
currently only 39%
of women and 47%
of men think that
gender diversity is
a high priority for
their manager

What you can do

▪ Invest in formal training and communication

▪

▪

programs to ensure managers and leaders have
the know-how to support women’s career
development. One example is unconscious bias
training
Encourage leaders to role model day-to-day
actions, like sharing a “change story” that
highlights benefits of focusing on gender diversity
for the company, customers, teams or employees
personally
Develop formal sponsorship programs that
commit individual leaders to advocate for, make
connections with, and create opportunities for
women or others in underrepresented groups

Bolder actions example

▪ Develop a sponsorship survey. Have all

▪

employees take part in a survey on sponsorship,
in which each employee self-reports their
sponsors and sponsorees. Use the results of this
survey to identify and address gaps in
sponsorship for individual employees
Track calendar time senior leaders dedicate to
diversity and inclusion matters – if this is a top
priority for your company, ensure that adequate
time is spent on it
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Foster an
inclusive and
respectful
culture
Develop structures to
include everyone, and
address reports of
disrespectful behavior
promptly and decisively

Why this matters

▪ The status quo has
significant room for
improvement: 58% of
all employees
experience some type
of microaggression

What you can do

▪ Develop clear guidelines for what collegial

▪

▪ Managers have a long
way to go in helping:
only a third of
employees say their
managers typically
challenge genderbiased language and
behavior

▪

▪

▪ Employees who

4

believe that
disrespectful behavior
towards women is
often quickly
addressed at their
company are happier
in their role and less
likely to think about
leaving

and respectful behavior looks like – as well as
what unacceptable and uncivil behavior looks
like. Hold periodic refreshers to drive the
guidelines home
Empower managers and employees to
identify problematic behavior and step in early
through training on unconscious bias and
microaggressions
Take a critical look at company and team
norms and whether they are inclusive e.g., work
events centered on outdoor activities can leave
out employees with disabilities
Refine the structure to report and effectively
address disrespectful behavior – Create clear
consequences for harassment, and ensure
employees know how to report disrespectful
behavior

Bolder actions examples


Develop structures to include everyone –
Evaluate who is invited to meetings and events
to make sure everyone has a chance to
participate and be heard
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Make the
“Only”
experience
rare

Why this matters

What you can do

▪ Women who are

▪ Hire and promote women in cohorts to reduce

Increase representation in
groups to reduce the
number of women who
feel isolated and under
pressure, and create
opportunities for women
Onlys to connect with
other women

5

▪

Onlys have a
worse experience
than women who
work with more
women: they are
25% more likely to
be on the receiving
end of
microaggressions;
more likely to have
their abilities
challenged, and to
be subjected to
unprofessional and
demeaning
remarks
Women Onlys are
1.5 times more
likely to think
about leaving their
job vs women as a
whole

the experience of being the only woman in the
room

▪ Support managers in thinking through the
day-to-day interactions of their teams and
create opportunities for women to work together

▪ Offer networking groups so women can find
support and community

Bolder actions example

▪ Cluster women on teams – but think deeply
about where to create opportunities for clustering
of women. Endeavour to create opportunities in a
variety of functions across the organization,
rather than in functionals traditionally dominated
by women, to avoid reinforcing gender
stereotypes
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Give
employees
the flexibility
to fit work into
their lives

Why this matters

What you can do

▪ Managing the

▪ De-risk participation in flex programs.

complexities of
raising children
and running a
household while
building a career is
a juggling act for
many employees:
41% of employees
have children at
home and 17% of
them do not
benefit from
support of a
partner in the
house

Make it easier for women
to stay in the workplace
by offering family-friendly
policies

6

▪

Women are far
more likely than
men to do most or
all of the
household work, in
addition to their
day jobs

▪
▪

▪

Interview employees about barriers to success
and encourage leaders to signal acceptance
of flexible working styles
Develop childcare services e.g., dedicated
on-site childcare or emergency backup care
services
Encourage open dialogue. Ensure that parents
feel comfortable “bringing their whole selves”
to work and discussing what policies are and
aren’t working for their and their family’s needs
Make it easier for women to come back.
Offer extended parental leave and programs
to smooth parents’ transition back to work
(e.g., ramp on/off programs)

Bolder actions example

▪ Develop specific programs to facilitate
reintegration after family leave. Reserve
a set of high profile, high visibility projects
for employees recently returned from leave
to reintegrate them into the workplace
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How to stay
connected

Partnering on Women in the Workplace 2019
▪

Signal your commitment to gender diversity by partnering with us again next
year

▪
▪

Provide feedback to help shape next year’s study
Contact us at workplacesurvey@mckinsey.com with any questions

Other McKinsey resources and forums
▪ Advisory on Comprehensive Diversity & Inclusion strategy, Diagnostics and analytics
interventions, Leadership aspiration development and culture change

▪

Direct support and execution of specific initiatives, such as setting up sponsorship
programs, designing and executing unconscious bias programs, revamping hiring and
promotion strategies

▪

McKinsey Academy: Distinctive eight-week digital course to help empower male and
female business leaders to recognize and deliver the full potential of women in the
workplace.

▪

Change Leaders Forums: Two-day working session that empowers senior executives to
drive organizational change

▪

Women’s Leadership Forums: Networking and skill-building events for female executives
and high-potential leaders

▪

Additional research on the business case for why gender and ethnic diversity matters, the
economic power of parity, and women in the workforce available at:

–
–

Women Matter: www.mckinsey.com/global-themes/women-matter
Diversity Matters: www.mckinsey.com/business-functions/organization/ourinsights/why-diversity-matters

–

Power of Parity: www.mckinsey.com/featured-insights/employment-and-growth/thepower-of-parity-advancing-womens-equality-in-the-united-states
Other publications: www.mckinsey.com/featured-insights/gender-equality

–
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Talent Pipeline
methodology
and key definitions

Survey methodology
▪
▪
▪
▪
▪
▪

Each company’s talent pipeline data was provided by an HR representative
North America data is used for benchmarking
In calculating averages across companies, each company received equal weighting to avoid
a skew favoring the results of the largest employers
Static EOY fields use a December 31, 2017 snapshot from each company’s HR database
Static BOY fields use a January 1, 2017 snapshot from each company’s HR database
Longitudinal categories use calendar year 2017 (e.g., # of employees who left the organization)

Employee levels definition
▪

▪

A standard set of 8 levels was used to categorize all employees across participating companies
– Board (L0): Official Directors of the Board, responsible for the organization and management
– C-suite (L1): CEO and direct reports to CEO, responsible for company operations and
profitability
– SVP (L2): Senior leaders of the organization with significant BU or functional oversight
– VP (L3): Leaders of the organization who report directly to SVPs
– Sr Mgr/Director (L4): Seasoned managers with responsibility for multiple teams and discrete
functions/operating units
– Manager (L5): Employees who have management responsibility over a store, team, or project
– Entry level (L6): Employees who carry out discrete tasks and participate on teams, typically
in an office or corporate setting
– Field/frontline (L7A - hourly): Operational or customer-facing roles; usually trained on the job
and not requiring specialized credentials; compensated with hourly pay
– Field/frontline (L7B - salaried): Operational or customer-facing roles; usually trained on the
job and not requiring specialized credentials; compensated with salaried pay
Levels C-suite to Entry level are the focus of benchmarking

Function definition
▪
▪
▪
▪

Each employee was categorized by participating companies as “line” or “staff” depending on role
Line roles are revenue-generating, often with P&L responsibility (e.g., CEO, General management,
Operations, Sales and marketing, R&D, Product development, Engineering)
Staff roles are supporting or enabling (e.g., HR, Office admin, IT, Finance, Legal, Strategy and
business development, Risk, Investor relations, Government affairs)
Optional – Some companies also submitted a supplemental “Engineering and Product
Management” pipeline breakdown
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