Women in the
Workplace
HBA Gender Parity Collaborative 2019 report

CONFIDENTIAL

Overview and contents

Women in the Workplace is a multi-year joint research
effort by McKinsey & Company and LeanIn.org. We
have published annual reports for the past 5 years
focusing on the state of women in corporate America

This report consists of the following four chapters.
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This year:

329

13M

68,500

Companies shared
their pipeline data or
completed a survey of
their HR practices

People employed
by participating
companies

People were surveyed
on their workplace
experiences

Your cohort’s talent pipeline by gender and race
benchmarked against your industry and all companies
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~600

22M

250,000+

Companies have
participated

People employed
by participating
companies

People were surveyed

P10

Policies and programs
Your cohort’s corporate policies and programs benchmarked
against your industry and all companies
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Since 2015:

P4

Talent pipeline

P13

Employee experience
Workplace experiences reported by employees from
companies that participated in Employee Experience Survey

4

P24

Next steps
Potential next steps to get full value from this report

McKinsey & Company
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Main findings across all companies

1

Women, particularly women of color, remain
underrepresented in the workplace

opportunity and fairness are the strongest
6 Together,
predictors of employee satisfaction and retention

Women are 48% of entry-level employees and only 21% of C-suite executives. Women of
color are 18% of entry-level employees and 4% of C-suite executives

2 Bright spot at the top

When employees feel they have equal opportunity to grow and advance and think the
system is fair, they are happier and plan to stay at their company longer

7

Close to 45% of companies now have 3 or more women in the C-suite (vs. less than 30% in
2015)

3 Commitment to diversity is on the rise
Almost 90% of companies say gender diversity is a high priority for their company (vs. 74%
in 2015)

4 But women are stuck at the “broken rung”

Compared to last year, almost 10% more employees report having one or more
sponsors. Yet, only 1 in 3 employees have this critical support

8 Day-to-day experiences are worse for women

Women are significantly more likely to experience microaggressions and sexual
harassment. Black women and women with disabilities face even more barriers to
advancement and receive less support than other groups of women

9 Paternity leave has increased but maternity leave has not

Women are getting left behind early in their careers: For every 100 men promoted to
management, only 72 women are promoted – and just 68 Latinas and 58 Black women are
promoted

are more focused on removing bias from
5 Companies
performance reviews at the top
Companies are less likely to provide unconscious bias training for evaluators who participate
in entry-level performance reviews (30%) than in senior leadership reviews (45%)

Sponsorship has increased, but there is room to improve

Paid paternity leave has increased from 4 to 7 weeks in the last three years, but the
average length of maternity leave has remained consistent at 10 weeks

10

Dual career couples are on the rise, but housework hits
women harder
81% of women and 56% of men have a partner who works full-time, but women in
dual career couples are 3x more likely to do all or most of the housework than men in
the same situation
McKinsey & Company
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1. Talent pipeline
McKinsey & Company
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Women representation across the pipeline
Percent of women employees within each level
Men

Women

What to look for:
Entry level
38%

62%

Manager

47%

53%

Senior
Manager/
Director

54%

46%

VP

SVP

59%

41%

C-Suite

1

Board

68%

70%

81%

32%

30%

19%

Women representation
across the pipeline and over
time for your cohort
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2018 EOY

62%

53%

46%

41%

32%

30%

19%

Women representation in
your cohort compared to
your industry and to the
average representation
across all companies

Pharmaceutical
and Medical
Products2

56%

49%

41%

33%

24%

25%

26%

3

HBA1

2018 all
companies

48%

38%

34%

30%

26%

21%

26%

The broken rung: change in
women representation
between entry level and
manager level

1. HBA data set contains 12 Pharmaceutical and Medical Product companies recruited through HBA
2. Data from 21 companies in the Pharmaceutical and Medical Product industry benchmark
Source: 2019 Women in the Workplace pipeline data for U.S./Canada

McKinsey & Company
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Talent pipeline by race and ethnicity
Percent of employees within each level by reported race/ethnicity
HBA

100
11

100
12

100
13

100
11

27

35

42

48

16

Pharmaceutical
and Medical
Products

16

12

White men

Women of color

100
14

100

55

62

7

5

34

34

27

27

100
13

100
14

100
14

100
12

100
12

100
12

30

38

45

54

63

63

11

38

33

30

27

22

99

101
17

100
14

100
12

100

16
35

45

51

57

64

18

12

7

9

4

Women of color
representation across the
pipeline for your cohort and
in comparison with your
industry and all companies

5
20

Why it matters:

100
10

7

What to look for:

1
5

38

14

White women

7

45

18

All companies

Men of color

10
68

5

4

30

27

26

24

21

18

Entry level

Manager

Senior Manager/
Director

VP

SVP

C-Suite

Women of color (particularly
Black women and Latinas) are
more likely to be held back by
the broken rung and have
worse experiences than
women overall

NOTE: Some levels may not add up to 100 due to rounding
Source: 2019 Women in the Workplace pipeline data for U.S./Canada

McKinsey & Company
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Internal promotions by gender
Percent of employees promoted into each level1
HBA

Men

13

13
10
8

6

4

Pharmaceutical
and Medical
Products

Promotion rates for women
compared to promotion rates
for men at each level

3

2

What to look for:

1

9

3

Women

13
9

2

8

5

6

6
3

2

4

4

Promotion gap by level
between men and women at
your cohort compared to
your industry and all
companies

3

2

All companies
9
6

Manager

6

6

Senior Manager/
Director

VP

1. Entry level not included in promotions because employees are typically hired externally into this level
Source: 2019 Women in the Workplace pipeline data for U.S./Canada

4

3

SVP

5

4

C-Suite

3
The broken rung: promotion
gap between men and
women from entry level into
manager level
McKinsey & Company
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Attrition rates by gender
Percent of employees that left the company at each level
HBA

16

16

15

15

Men

17

16
14

Women

What to look for:

15

13

11
8
6

1
Differences in attrition rates
between men and women for
each level for your cohort

Pharmaceutical
and Medical
Products

16

16

18
14

14

14

15

16

14

16
13

15

2
All companies

19

18
15

Entry level

14

Manager

Source: 2019 Women in the Workplace pipeline data for U.S./Canada

14

15

Senior Manager/
Director

15

14

VP

16

15
12

SVP

11

Differences in levels of
attrition for your company
compared to your industry
and all companies

C-Suite

McKinsey & Company
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External hires by gender
Women’s and men’s share of all external hires at each level

Positive change

HBA

Men

63

61
55

Negative change

58

56

52

48

45

44

42

39

37

Women

What to look for:

1
Share of external hires that
are women compared to
men in your cohort

2
Percent of
women in level

62%

53%

46%

41%

32%

30%

Pharmaceutical
and Medical
Products

54%

49%

41%

40%

33%

37%

All companies

46%

37%

35%

31%

32%

32%

Entry level

Manager

Senior Manager/
Director

VP

SVP

C-Suite

Impact to
pipeline1

Difference between share of
external hires that are
women and current
representation at that level
Why it matters:
External hiring is often
overlooked and can be dilutive
to women’s representation,
especially at early levels of the
corporate pipeline

1. Difference between women's share of external hires at a given level and existing share of women employees at that level; blue = positive difference, red = negative
Source: 2019 Women in the Workplace pipeline data for U.S./Canada

McKinsey & Company
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2. Policies and
programs
McKinsey & Company
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Diversity, hiring, and promotions practices
Power practices correlated with progress on D&I1

Selected practices out of 330 reported

Percent of
HBA peers
that offer

Percent of
Pharma and
Medical Products
peers that offer

Percent of all
companies
that offer

Gender diversity is a top/very important priority

100%

90%

87%

Racial/ethnic diversity is a top/very important priority

100%

86%

77%

Increased communication over the past year on need for a more diverse and inclusive workforce

92%

81%

81%

CEO plays an active role in shaping diversity & inclusion strategy

67%

81%

72%

Other C-level executives play an active role in shaping diversity & inclusion strategy

83%

86%

81%

HR has enough resources to be successful on advancing diversity issues

83%

71%

58%

Company sets numeric targets to track gender representation across all employees

42%

33%

35%

Unconscious bias training is offered for evaluators

42%

38%

48%

Tracking outcomes to check for bias (e.g., percentage of interviewees and hires that are women)

42%

48%

42%

Clear and specific evaluation criteria

75%

62%

70%

Blind resume reviews for candidate screening

17%

19%

7%

Unconscious bias training is offered for evaluators

50%

24%

30%

Tracking outcomes to check for bias (e.g., percentage of promotions that are women)

50%

43%

33%

Clear and specific evaluation criteria

75%

71%

66%

Evaluators meeting to discuss employee qualifications

83%

38%

43%

Policy or program
Prioritize gender and
racial diversity

Ensure hiring is fair for
manager level

Ensure performance
reviews are fair for entry
level

1. Policies and programs of 330 total practices reported by HR that show a significant correlation with positive diversity outcomes (e.g., lowest gap in women representation between entry and first manager level, fairness and opportunity)
Source: 2019 Women in the Workplace policies and programs data for U.S./Canada

McKinsey & Company
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Inclusion and flexibility practices
Selected practices out of 330 reported

Percent of
HBA peers
that offer

Percent of
Pharma and
Medical Products
peers that offer

Percent of all
companies
that offer

Fostering an inclusive work environment training for all employees

58%

48%

57%

Unconscious bias training for all employees

67%

48%

52%

Managing or working with diverse teams training for all employees

42%

33%

37%

Sexual harassment training for all employees

100%

86%

90%

Grievance process for employees to raise issues

100%

95%

97%

Gender based employee resource groups

83%

71%

76%

Race/ethnicity based employee resource groups

75%

57%

62%

Employees have at least a fair amount flexibility to set their work schedules

92%

67%

70%

Employees have at least a fair amount of flexibility to work from home

92%

71%

64%

Employees have at least a fair amount of flexibility to take time off for family or personal reasons

100%

95%

95%

Paid maternity leave

100%

95%

82%

Paid paternity leave

92%

95%

79%

Extended maternity leave

83%

67%

59%

Extended paternity leave

92%

71%

59%

Option to work a flexible schedule for new parents returning from leave

83%

67%

64%

Policy or program
Foster an inclusive and
respectful culture

Give employees
flexibility

Power practices correlated with progress on D&I1

1. Policies and programs of 330 total practices reported by HR that show a significant correlation with positive diversity outcomes (e.g., lowest gap in women representation between entry and first manager level, fairness and opportunity)
Source: 2019 Women in the Workplace policies and programs data for U.S./Canada

McKinsey & Company
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3. Employee
experience
McKinsey & Company
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State of diversity efforts according to employees
Men
How much of a priority is gender diversity for your
company?
Percent who report it is a very important or top priority

Women

All companies

How much of a priority is gender diversity for you?
Percent who report it is a very important or top priority

46
59

61

What to look for:

1
Differences between women
and men’s perceptions of
your company’s gender
diversity prioritization

51

2
Differences between your
company’s priorities and
employees’ perception of
progress on diversity

How is your company performing on gender diversity?
Percent who agree or say very often
63

54

50
34

Is your company doing
what it takes to
improve gender
diversity?

26

Senior leaders
are held accountable
for their performance
on gender diversity

Source: 2019 Women in the Workplace employee experience survey data for U.S./Canada

32

Disrespectful behavior
towards women is
quickly addressed

41
25

Managers challenge
gender-biased
language or behavior
when it happens

3
Differences between
hotspots at your company
compared to the all company
benchmark
McKinsey & Company
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Perceptions of barriers to gender parity

Biggest challenges according to
What do you think represents the biggest challenges to getting
equal numbers of women and men in management (manager
level or higher) at your company?

Women at
all companies

There are too few qualified women in the pipeline
Women are less likely to be promoted to first level manager roles

Men at all
companies
1

3

What to look for:

1
Differences between men
and women’s perceptions of
biggest challenges to
reaching parity

Women are leaving the workforce at higher rates than men

2

Women are less likely to aspire to be in management
Women are less willing to do what it takes to be successful
Women are judged by different standards

1

2

2

3

A disrespectful work environment
Women don’t receive as much sponsorship
There are already equal or higher numbers of women than men

None of the options listed

Source: 2019 Women in the Workplace employee experience survey data and policies and programs data for U.S./Canada

Differences between top
challenges identified and
areas where your company
is focusing time and
resources
Why it matters:
It is difficult to mobilize the
organization when there are
different views of the problem
McKinsey & Company
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Commitment from managers and senior leaders
Men

Women

All companies

Percent of managers and percent of senior leaders who say yes

What to look for:

Managers
Commitment

Actions

Is gender diversity a top/very
important priority for you?

53

Is racial/ethnic diversity a top/very
important priority for you?

55

Are you actively working to improve
diversity & inclusion at your
company?

Source: 2019 Women in the Workplace employee experience survey data for U.S./Canada

71
65

77
67

63

69

64

Have you participated in
unconscious bias training?

74

69

13
19

1

Senior leaders

79

45

Differences between
managers’ and senior
leaders’ self reported
commitment to diversity and
inclusion

2
Level of conversion from
employee commitment to
actions to understand bias
and improve diversity and
inclusion at your company

47

McKinsey & Company
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Men as champions of diversity
Men

All companies

Percent of men who say yes

What to look for:

1
Passive

Do you think that women are judged by
different standards?

Have you heard or seen biased behavior
towards women in the past year?

Active

14

11

Did you object to that biased behavior either
at the time or later (if you heard or saw
biased behavior)?

In the past two years, have you become
more or less outspoken about how women
are treated at work?

Source: 2019 Women in the Workplace employee experience survey data for U.S./Canada

Share of men engaging in
passive and active behaviors
to champion a more equal
workspace

2
32

Difference between men’s
awareness of bias towards
women and their likelihood to
speak out against bias

Why it matters:
12

When men champion
diversity, everyone benefits,
not just women
McKinsey & Company
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Fairness and opportunity
Men

Women

All companies

Percent of men and women who say they agree

What to look for:

1

51
Fairness

Promotions at this company are based on
fair and objective criteria

The best opportunities go to the most
deserving employees

Differences between women
and men’s perceptions of
fairness and opportunity at
your company

46
48
40

Why it matters:

Opportunity

Compared to my peers in my company, I
have an equal opportunity for growth and
development

Compared to my peers in my company I
have an equal opportunity for advancement

Source: 2019 Women in the Workplace employee experience survey data for U.S./Canada

69
66
59

When employees feel they
have equal opportunity for
advancement and think the
system is fair, they are happier
with their careers and more
likely to thrive

55

McKinsey & Company
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Unbiased hiring and performance reviews
Men

Evaluators have received
unconscious bias training

Women

All companies

Hiring at manager level

Performance reviews at entry level

Percent of managers
who agree

Percent of entry level
employees who agree

35

28

38

Clear and specific evaluation
criteria are put in place before any
candidates are considered

Evaluators meet to discuss
employee qualifications

What to look for:

1
Differences between men
and women’s perceptions of
bias in hiring and
performance reviews

28

56

45

55

44

59

43

59

43

2
The execution gap:
differences in existing formal
practices and employees’
experiences/awareness
Why it matters:

Your company has diversity
targets in place for
hiring/promotions1

32
32

17
14

Bias in hiring and performance
reviews may especially
disadvantage women at the
first step up to manager

1. This question is from employee experience survey. Policies and programs question: company tracks outcomes to ensure fairness in hiring/performance review process
Source: 2019 Women in the Workplace employee experience survey data and policies and programs data for U.S./Canada

McKinsey & Company
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Dual career couples and flexible programs
Men

Employees who are in dual
career couples
Percent who say yes

Employees who have
flexibility to work from
home
Percent who say they have
at least a little flexibility

Women

All companies

Employees who took leave
and experienced negative
impacts
Percent who experienced
negative impacts

23

41
56
81

What to look for:

1
The share of your company’s
employees in dual career
couples

2
Differences between women
and men’s perceptions of
flexibility and leave policies

73
72

Why it matters:
Increasing share of men and
women, particularly earlier in
tenure are in dual career
couples
McKinsey & Company
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Intersectionality: a closer look at opportunities

Differences in women’s opportunities and support networks
Percent of women employees who agree

What to look for:

All companies

Differences in women’s
opportunities to advance and
to have the support networks
necessary to advance

I have an equal opportunity
for growth and development

69

56

62

63

1
54

70

66

2
My manager advocates for
new opportunities for me

37

29

35

35

28

35

37

Underrepresented groups
experiences compared to
majority groups
Why it matters:

I have the sponsorship
needed to advance my
career

31

24

31

27

20

29

30

White

Black

Latina

Asian

With disabilities

Lesbian

Bisexual

Source: 2019 Women in the Workplace employee experience survey data for U.S./Canada

There is no one story of
women in the workplace.
Some groups of women
receive less support and have
fewer opportunities to
advance
McKinsey & Company
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Intersectionality: a closer look at workplace experiences

Differences in women’s workplace experiences
Percent of women employees who experience this during the normal course of
business

What to look for:

1

All companies

Microaggressions
experienced by women at
your company and frequency
of being an only of their
gender

Needing to provide more
evidence of your competence
than others do

28

40

28

30

42

34

46

Hearing demeaning remarks
about me or people like me

15

18

16

12

27

24

25

2

26

Underrepresented groups
experiences compared to
majority groups

Feeling like I can’t talk about
myself or my life outside of
work

Being the only, or one of the
only, people in the room of
your gender very often

10

12

9

8

21

23

Why it matters:
18

14

18

21

16

22

22

White

Black

Latina

Asian

With disabilities

Lesbian

Bisexual

Source: 2019 Women in the Workplace employee experience survey data for U.S./Canada

Women are not having the
same experience. Solutions
should directly address the
unique challenges facing each
different group of women
McKinsey & Company
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4. Next steps
McKinsey & Company
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There is a proven journey companies are taking to set and achieve their
D&I aspirations

Assess

Aspire

Architect

Act

Advance

Ground approach in a
solid fact base and
benchmarks,
understanding the data
and underlying
mindsets

Align the top
team on why D&I
matters, set clear
aspirations and
leadership
accountability
for making progress

Rigorously prioritize
initiatives based on
your context, and take
an agile approach
to prototype and
rapidly iterate to get
points on the board

Engage colleagues
throughout the journey,
sharing a compelling
change story linked to
the business strategy
and the five sources of
meaning; build
capabilities along
the way

Recognize that
achieving your
aspiration is a journey;
put in place a regular
operating rhythm and
regularly reassess
your priorities based
on outcomes

You have a great head start by participating in this study!

McKinsey & Company
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Typically the journey involves a full suite of tools and interventions

Assess

Aspire

Architect

Act

Advance

 Clear objectives: Define

 Analysis: Assess current

 KPIs: Translate aspiration



 Pilots scale-up: Refine

and commit to a tangible
aspiration

 Call to action:
Communicate aspiration,
starting with CEO
commitment and supported
by other business voices

 Infrastructure: Establish
responsibility and
governance approach,
mobilizing business leaders
across the company to play
critical role

state, qualitatively and
quantitively

 Benchmarking: Gather and
compare company to best
practices on both diversity
and inclusion

 Business case: Build
company-specific business
case for diversity

Aspire and Assess are often done in parallel or in an iterative fashion,
as each informs the other.

into clear KPIs that initiatives
should collectively drive,
e.g.,
− Representation
− Hiring
− Promotions
− Attrition

 Initiative design: Create
and prioritize portfolio of
initiatives1 based on ease
and impact; flesh out plans
for prioritized initiatives, both
enterprise-wide and pilot-first

 Roadmap: Develop view on
timing of pilots and full rollout, including resources and
any cross-cutting support
required (e.g., governance
infrastructure)



Enterprise-wide nonnegotiables launch: Begin
roll-out of prioritized
enterprise-wide initiatives by
working with relevant
functions responsible across
full enterprise (e.g., working
with HR on new diverse
talent dashboards) and/or
engaging full cross-section
of leaders (e.g., working with
all N-1 leaders to craft
compelling change stories)
Pilot program launch:
Work with select business
units and corporate functions
to launch test-and-learn
pilots with eye towards
improving – not killing –
efforts before taking them
full-scale

piloted initiatives based on
learnings and roll out across
the company

 KPI accountability: build
use of D&I dashboards into
regular management
routines; link KPI outcomes
to positive and negative
consequence management

 Report out: Share learnings
internally and/or externally to
celebrate success and foster
further momentum

McKinsey & Company
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Getting started often includes 1-2 short sprints to understand the nature
and scale of change required
Thought starter list of short sprints (not exhaustive)

Use data to inform your
strategy and priority
initiatives

Debias hiring and
promotions

Engage employees at all
levels

Nurture your
pipeline

Evolve the workplace
environment

Strategy diagnostic to
identify focus areas and
key initiatives

Deep dive on strategy to
recruit women of color

Digital course on unlocking
potential of women

Develop sponsor match
tool and formal sponsorship
initiatives

Diagnostic to identify
flexibility initiatives to test
and expand

Refresh of your company
business case to tie to key
outcomes

Diagnostic and change
management plan on bias
in hiring and promotions

Training on unconscious
bias and/or conscious
inclusion

Capability building
workshops for diverse
groups

Deep dive on strategy to
integrate flexibility by reconfiguring roles

Program teardown
workshop to align
resources to hotspots

Embed to rapidly develop,
test, and pilot de-biasing
interventions in hiring and
promotions

Diagnostic of manager
toolkit and current practices
(e.g., building an inclusive
workplace)

Networking workshop for
women (e.g., building a
networking map)

Inclusion assessment to
measure levels of
belonging, openness, and
equality

McKinsey & Company
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How to stay connected and learn more

Additional research
The Future of Women at Work: Transitions and opportunities for women in the
age of automation
https://www.mckinsey.com/featured-insights/gender-equality/the-future-of-womenat-work-transitions-in-the-age-of-automation
Delivering through Diversity: The business case for diversity
https://www.mckinsey.com/business-functions/organization/our-insights/deliveringthrough-diversity

All Women in the Workplace
reports are available at
www.womenintheworkplace.com

Women Matter: Ten years of insights on global gender diversity in corporations
https://www.mckinsey.com/featured-insights/gender-equality/women-matter-tenyears-of-insights-on-gender-diversity
Power of Parity: Economic advantages of advancing women’s equality in the US
www.mckinsey.com/featured-insights/employment-and-growth/the-power-of-parityadvancing-womens-equality-in-the-united-states
How Dual Career Couples Find Fulfillment at Work
https://www.mckinsey.com/business-functions/organization/our-insights/how-dualcareer-couples-find-fulfillment-at-work
Other publications: Research on the gender gap and the case for greater
diversity in the workplace

Get in touch with one of our D&I
experts if you have additional
questions
workplacesurvey@mckinsey.com

www.mckinsey.com/featured-insights/gender-equality
McKinsey & Company
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Methodology and data collection
Data collection
Methodology
Part 1:
Talent
pipeline

•

Companies submitted data on representation, promotion, attrition, and hiring
o Promotion rates: dividing the number of promotions of that gender into a level by the start-of-year number of
employees of that gender in the level below

o Attrition rates: dividing the number of each gender who left the company at a given level by the number of
employees of that gender in that level at start-of-year

Your industry
benchmark:

All companies
benchmark:

12

320

Companies in
HBA submitted
data

Companies
submitted data

12

323

Companies in
HBA submitted
data

Companies
submitted data

o Hiring shares: dividing the number of hires of that gender by the total number of hires at that level
o Women and men of color: individuals who identified as Asian, Latino/Latina, Black, American Indian, Pacific
Islander, and Mixed race

Part 2:
Policies and
programs

Part 3:
Employee
experience
survey

•

Industry benchmarks: Averaged results from all companies in an industry

•

All companies aggregated benchmarks: Averaged industry results, then weighted each industry’s data by the
composition of the Fortune 500 in 2018

•

Human resource professionals provided information on gender diversity policies and programs for their company

•

Industry benchmarks: Percentage of companies in an industry that have a policy/program out of all companies that
submitted this data from the industry

•

All companies aggregated benchmarks: Percentage of companies that have a policy/program out of all companies
that submitted this data

•

Employees completed a survey covering multiple themes (e.g., the state of diversity, manager actions) as well as
demographic questions (e.g., age, tenure)
o Senior leaders: VP level and above

•

77
Companies
submitted data

All companies aggregated benchmarks: Unweighted pooled average of responses across companies

McKinsey & Company
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Thank you for
participating!

