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About this document 

The purpose of this document is to help individuals prepare for giving presentations and facilitating 

conversations about gender balanced leadership. This document addresses questions that could be posed by 

the audience. This is only a guide. A presenter should brainstorm what questions they might be asked and 

tailor answers to reflect their company’s current state with regard to gender equity best practices. The 

questions generally follow the order of topic appearance in the ShowMe50TM “Boss presentation.” This 

document refers readers to the ShowMe50.org for additional information.  

Q: Why do you say the vast majority of corporations have not implemented the changes 

required to achieve representation at the top?  

A: According to numerous reports, Catalyst being the most widely quoted, women hold less than 5% of 

CEO positions and 17% of Board seats in the Fortune 5001. While companies implement various diversity 

initiatives, they have yet to successfully address the root causes that disadvantage women. They have 

not begun the company-wide candid gender-intelligence dialogue required. They have not changed 

talent management practices effectively or added the accountability that drives change. Effort is not 

enough. Results are what count.  See Appendix A, Dimensions of Gender Equality. Read the HR 

Presentation speaker notes. 

Q: What do you mean you want to collaborate with HR?  

A: True collaboration is asking people their input up front, during the early ideation process when what 

is done and how it’s done get decided.  Collaboration is about using the best ideas not just the ideas of a 

few.  According to Mary Jo Asmus’ smart blog on Leadership, when people collaborate they: give up 

their vested interests for the greater good, work through differences and change their minds. That’s the 

kind of experience we want to engage in to level the playing field for women in the S&P 500. 

Q: What do you mean by building a timed roadmap?  

A: We want to lay out a sequenced path of changes with a time component for each.  A roadmap on 

paper with a timeline is a visual and effective accountability tool. Read the HR Presentation speaker 

notes.  

Q: What is the call to action? 

A: We are calling on individual men and women in S&P 500 companies to get educated about the root 

causes of the un-level playing field in career advancement that has a disproportionate effect on women. 

We are calling on them to take actions to compel change from within their own organizations. We are 

calling on company executives and the HR function within our companies to examine the formal and 

informal policies and practices with us and to accelerate changing them to the best in class versions. The 

                                                           
1 Catalyst 2014 census.  Catalyst changed their methodology in January 2015 and now report from the S&P 500. 
Statistics are similar. Refer to Toolkit 1 for more information. 

http://www.showme50.org/
http://www.catalyst.org/knowledge
http://smartblogs.com/leadership/2014/11/05/collaboration-its-not-what-you-think-it-is/
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ShowMe50TM Win-Win Checklist contains the components of a best in class organization with a level 

playing field for career advancement. See Appendix B. 

Q: Why are you focused on the S&P 500? 

A: These are the largest and most influential companies. If they change, smaller companies will too. In 

addition, these companies must file public disclosures that will help us measure and monitor progress. 

Lastly, these public owned companies provide platforms for applying pressure from interested parties, 

for example through their boards, socially responsible investors and traditional and social media.  Keep 

in mind the ShowMe50TM ideas can be used by individuals in any company. We hope private and / or 

smaller companies leverage our approach to drive change in their companies too. (Complying with 

intellectual property laws of course.) 

Q: Women may be 50% of management positions but as they climb the corporate ladder, they 

choose to raise children and they either cannot or don’t want to keep climbing the corporate 

ladder. 

A: This is a great example of a stereotype that produces gender bias at work. There have been 

numerous studies disproving the myth that women don’t want to ascend to high level corporate jobs, 

for child rearing reasons or otherwise. In the 90’s Deloitte & Touche hired Harvard to study this 

hypothesis and it was proved wrong. Deloitte initiated changes which dramatically improved gender 

representation in the partner ranks. In 2014, Harvard once again studied the matter and published the 

article Rethink what you know about high achieving women.  Their work from studying data from more 

than 25,000 Harvard Business School graduates revealed again that it simply isn’t true that women “opt 

out” of their careers to care for children. Women want meaningful work where their contributions are 

valued and their pay is on equal footing with men. 

A 2007 study by Hudson Global found that more than 75% of female middle managers aspire to senior 

executive positions. http://us.hudson.com/Portals/US/documents/White%20Papers/women-ambition-

career-aspirations.pdf 

Today’s workforce, women and men, want to work more flexibly. At different times in their lives they 

have different priorities for different reasons.  If companies are to remain competitive and keep 

turnover costs low, they must adapt to new ways of working.  The concept of Work-Life Effectiveness 

(WLE) is a way to optimize the contemporary workforce.  WLE initiatives are part of the ShowMe50TM 

Win-Win Checklist. WLE focuses on the long term- how to support agility and sustainable performance. 

See the ShowMe50TM Win-Win Checklist Speaker Notes at ShowMe50.org. 

Q: What do you mean by an authentic environment and being authentic?  

A: An authentic environment is one where employees can be themselves without negative career 

consequences.  Individuals are not pressured to conform to ways of leading and executing according to 

rules defined by homogeneity. The Holden Leadership center says that authentic leadership is all about 

being the person you know in your heart you have always been destined to be. Authentic leadership 

does not come from your title or from the size of your paycheck. Ten traits of authentic leaders: speak 

https://hbr.org/2014/12/rethink-what-you-know-about-high-achieving-women
http://us.hudson.com/Portals/US/documents/White%20Papers/women-ambition-career-aspirations.pdf
http://us.hudson.com/Portals/US/documents/White%20Papers/women-ambition-career-aspirations.pdf
http://www.showme50.org/
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the truth, lead from the heart, have rich moral fiber, are courageous, build teams and create 

communities, know themselves deeply, are dreamers, care for themselves, commit to excellence rather 

than perfection and leave a legacy. Source: 

http://leadership.uoregon.edu/resources/exercises_tips/leadership_reflections/10_things_authentic_le

aders_do 

Retrieved January 2015 

Q: What is gender-balanced leadership? 

A: Senior leadership team (director level and above) that reflects the gender demographics of the 

employees and customers. Based on current statistics, about 50% of senior leadership should be 

women. Social science suggests that gender bias and institutional policies and practices are obstacles 

that disadvantage women at work and limit their ascension to senior leadership levels. See Toolkit 3, 

Learn About Gender Bias. See speaker notes of the HR Presentation for numerous study citations. 

Q: What is gender bias? 

A:  Gender bias is unequal treatment due to attitudes based on gender. 

Q: Isn’t that illegal?  

A: It could be. However, litigation is expensive and scary. Employees need their jobs. Women just accept 

that workplace gender bias is a business reality. They focus on performance. They convince themselves 

that eventually their performance will be rewarded and when they have a seat at the table they will fix 

things. Unfortunately this just hasn’t happened. Cultural and institutional roadblocks prevent their 

ascension into senior leadership positions in adequate numbers that give them a real voice at the table. 

Q: Can men not represent the woman’s point of view?  

A: Not fully.  A Center for Talent Innovation study summarized in the 2013 Harvard Business Review 

article, How Women Drive Innovation and Growth, explains that companies fail to realize the full 

innovative potential of women because, “leadership either doesn’t know how to elicit their insights or 

lacks the perspective necessary to endorse their ideas.” 

“Women have valuable insights when it comes to devising products or services that better serve female 

clients and customers. Teams with even one woman come to feel the pain point necessary to perceive 

new opportunities and act on them. For companies tasked with understanding female consumers, 

leveraging women improves the likelihood of their success by 144%.  

But women’s ideas won’t translate into marketable products or services unless leadership backs them. A 

speak up culture where all voices get heard and everyone feels welcome to contribute is crucial to 

unlocking women’s insights. 

Leaders who make sure women get equal airtime are 89% more likely than non-inclusive leaders to 

unleash women’s innovative potential. Leaders who are willing to change direction based on women’s 

input are more than twice as likely to tap into winning ideas. And leaders who make sure each female 

http://leadership.uoregon.edu/resources/exercises_tips/leadership_reflections/10_things_authentic_leaders_do
http://leadership.uoregon.edu/resources/exercises_tips/leadership_reflections/10_things_authentic_leaders_do
http://www.talentinnovation.org/
http://blogs.hbr.org/2013/08/how-women-drive-innovation-and/
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member on the team gets constructive and supportive feedback are 128% more likely to elicit 

breakthrough ideas.” 

Source: http://blogs.hbr.org/2013/08/how-women-drive-innovation-and/ 

Retrieved August 2013 

Q: What are diverse slate policies? 

A: Diverse slate policies require that positions are filled from a pool of qualified and diverse candidates. 

It’s up to the company to decide how it defines diversity (gender/race, etc.) It’s critical that the pool is 

filled utilizing clearly defined and publicized criteria. All employees must understand how you get into 

the pool and there must be checks and balances engrained in the process to prevent errors in judgment 

from unconscious bias.  

Diverse slate policies are a best-practice and have been proven to be one way to level the playing field 

for career advancement. Many companies use these policies to fill board positions. 

Q: What are examples of the internal company practices that create barriers for women’s 

ascension into senior leadership  positions? 

A: Filling talent pools with hand-picked, familiar people through a process that is not understood by all 

employees and is susceptible to unconscious bias; not posting all jobs; not interviewing candidates; not 

using a diverse panel of interviewers; not requiring a diverse slate of candidates for senior management 

jobs; not disclosing what professional development programs exist; not disclosing selection criteria for 

those programs; not holding senior leaders accountable to mentoring and sponsoring women at the 

same rate as men; not having formal mentoring and sponsorship programs; lack of vocal support for 

gender representation from the CEO and his/her direct reports; lack of modeling of inclusive behavior 

by senior leaders; performance measurement systems that lack checks and balances for bias; lack of 

written descriptors for performance levels; lack of a well-communicated performance measurement 

appeals process… to name a few. See the ShowMe50TM Win-Win Checklist Speaker Notes at 

ShowMe50.org. 

Q: We just don’t have the budget to change everything right now. New talent management 

systems and processes cost a lot of money.  Don’t you see our hands are tied?  

A:  The cost of turnover and a sub-optimized workforce is expensive too, arguably more expensive.  

Retaining talent saves money and retaining a diverse group of talent increases innovation.  Failure to 

change also puts the company at risk for increased litigation expense from EEOC complaints and 

employment lawsuits as well as tarnishing the brand’s reputation. Companies can do a cost/benefit 

analysis and work with employees to collaborate on a win-win roadmap phased in over time to make 

gender balanced leadership a reality. 

 

http://blogs.hbr.org/2013/08/how-women-drive-innovation-and/
http://www.showme50.org/
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Q: What are examples of the growing body of evidence that companies with sustained 

diversity in leadership outperform those without?  

A: There is an enormous volume of business case material on the internet.  Two documents which 

condense evidence are:  (1) Financial Times, The evidence is growing- there really is a business case for 

diversity (Tim Smedley, May 15, 2014), and (2) Catalyst: Why diversity matters (July 2013).   

The UK organization 30% Club has numerous European perspectives on the business case for gender 

diversity in senior leadership on their website. CEOs in the UK and the US have signed on to their 

initiative to achieve 30% women on boards.  They list the CEOs on their website. 

Also reference the ShowMe50TM “Why we should care about gender balanced leadership” infographic 

on the website and the ShowMe50TM Boss Presentation. 

Q: What do you mean by a two-gender solution? 

A: Men are a critical part of the conversation. Gender balanced leadership is not a woman’s issue, it’s a 

business issue. Both men and women benefit and both men and women must contribute to the 

solution. Recall that in the Fortune 500, more than 95% of CEOs are men. More than 80% of board 

members are men.  These are the people who control the decisions and the budgets.  

Q: How can men be a part of the solution? 

A: Learn about gender bias- what it is and how it creeps into daily decision making. Talk to professional 

women about the bias they experience. Speak up when you see gender bias at work. Be more inclusive 

in your management and leadership style. When you are in charge of meetings make sure your 

meetings are diverse. Be authentic not political. Vouch for the competence of talented women leaders 

you know. When you are involved in the job selection process, demand a diverse slate to choose from 

and use a diverse panel of interviewers. 

Q: How do you propose holding leaders accountable to women? 

A: What doesn’t get talked about and measured doesn’t get done.  Companies must show a 

commitment to diversity and inclusion and to increasing the percentage of women in senior leadership 

positions through the visible and vocal personal actions of the CEO and his/her direct reports. 

Hold senior management accountable for diversity within all business activities and evaluate managers 

based on their ability to achieve diversity goals for senior leadership representation across all business 

units. Tie compensation to the goals. 

Q: How are you going to influence or compel change?  

A: As Jack Welch said about how to make change… we are going to talk about change every day. We will 

educate those around us. We will talk about the business case for diversity. We will talk about personal 

bias stories. We will work collaboratively with HR.  We will build support through our internal and 

external networks. We will create momentum by leveraging the power of large numbers of like-minded 

http://www.ft.com/intl/cms/s/0/4f4b3c8e-d521-11e3-9187-00144feabdc0.html#axzz3V25Gmv00
http://www.catalyst.org/knowledge/why-diversity-matters
http://30percentclub.org/30-club-activities-in-the-us/
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individuals. We will challenge behaviors. We will contact the board of directors. We will use social 

media. 

Q: What is gender intelligence? 

A: Barbara Annis, a global leader in gender diversity and inclusive leadership training for organizations, 

defines gender intelligence as understanding and appreciating the natural talents that men and women 

bring to the table. She has said that gender intelligence allows us to understand the contributions of 

both men and women.  In essence, it’s shorthand for the notion that “great minds think unalike.”  

As men and women come to understand each other’s ways of thinking and acting, they step up to a new 

and powerful level of conversation. They begin to include each other more confidently and more 

willingly.  

Source: http://baainc.com/gender-intelligence/what-is-gender-intelligence/ 

Retrieved January 2015 

Q: Some diversity organizations and governments are advocating for quotas to com pel change. 

What is the ShowMe50TM  position? 

A: We are not ready to give up on voluntary progress. We believe there is still the possibility of gender 

balanced leadership happening through individual enlightenment that compels systemic change. For 

now, we do not advocate quotas. 

Q: What are the ways stereotypes lead to gender bias at work?  

A: There is an enormous volume of research on this available on the internet. Two sources that 

summarize gender stereotype and bias: (1) Shelley Correll’s 19-minute video Creating a level playing 

field and accompanying discussion guide on the Lean In website, and (2) Pantene’s two-minute Labels 

against women video.   

Sources: http://leanin.org/education/creating-a-level-playing-field/ 

http://www.ispot.tv/ad/7fLH/pantene-labels-against-women 

Retrieved January 2015 

Q: What do you mean by command-and-control cultures? 

A: A number of usually unspoken assumptions drive the use of the command-and-control leadership 

style: 

 Leaders know best 

 Leaders should know where they are going (goals, outcomes) and must predetermine the plan 

for how to get there (process) 

 Controlling human behavior and action during implementation—so there is minimal variance 

from the predetermined plan—is a requirement of success 

http://baainc.com/gender-intelligence/what-is-gender-intelligence/
http://baainc.com/gender-intelligence/what-is-gender-intelligence/
http://leanin.org/education/creating-a-level-playing-field/
http://leanin.org/education/creating-a-level-playing-field/
http://www.ispot.tv/ad/7fLH/pantene-labels-against-women
http://www.ispot.tv/ad/7fLH/pantene-labels-against-women
http://leanin.org/education/creating-a-level-playing-field/
http://www.ispot.tv/ad/7fLH/pantene-labels-against-women
http://www.ispot.tv/ad/7fLH/pantene-labels-against-women
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 The environment/marketplace won’t change enough to be a factor during implementation, and 

if it does, leaders can and must control its influence 

 If leaders encounter unplanned variables, they must quickly control the negative impacts on the 

change effort through problem solving and then return to the implementation of their current 

plan 

 Employees won’t naturally contribute positively to the change effort, so leaders must “help” 

them by commanding and controlling their behavior and involvement. Leaders must force 

people’s cooperation. 

 Needing to alter change plans connotes leadership failure and means that the change leaders 

did not plan thoroughly enough 

Source: http://changeleadersnetwork.com/free-resources/how-command-and-control-as-a-

change-leadership-style-causes-transformational-change-efforts-to-fail 

Retrieved January 2015 

Q: What is at the root cause of gender bias?  

A: It’s very complicated. The Gender at Work Framework describes the factors across two axes- from the 

individual to the systemic and from informal to formal. The factors include individual beliefs and 

unconscious behavior that remain unchecked, access to resources, internal cultures and company policy 

and procedures. See Appendix A, Dimensions of Gender Equality. 

Q: What is the ShowMe50TM  Win-Win Checklist? 

A: The ShowMe50 Win-Win Checklist represents comprehensive and deep institutional change.  It is a 

set of best practices across four areas that have been shown to make a dramatic positive impact on 

gender representation in leadership.  The four areas are:  

 Education of employees and managers about stereotyping and gender bias 

 Objective and transparent performance evaluation and talent management systems 

 Work-Life Effectiveness (WLE) approach to workplace flexibility 

 Accountability 

WLE is from Catalyst. It is described in more detail on the next page. 

Q: What are some of the companies that have implemented these kinds of best in class 

practices?  

A: Two sources for best in class companies for women are (1) The National Association for Female 

Executives (NAFE) Top 50 companies for executive women (The top 5 in 2014 were: AstraZeneca, Ernst 

& Young, General Mills, Grant Thorton & IBM), (2) Diversity Inc Top 50  (The top 5 in 2014 were: 

Novartis, Sodexo, Ernst & Young, Kaiser Permanente & PricewaterhouseCoopers) 

ShowMe50.org has Best in Class Snapshots of companies leading the way including Ebay, ANZ, Edelman 

and Unilever; the latter two have publicized a time-anchored 50% gender leadership goal.   

http://changeleadersnetwork.com/free-resources/how-command-and-control-as-a-change-leadership-style-causes-transformational-change-efforts-to-fail
http://changeleadersnetwork.com/free-resources/how-command-and-control-as-a-change-leadership-style-causes-transformational-change-efforts-to-fail
http://www.showme50.org/
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Sources: http://www.workingmother.com/best-company-list/151009/7271 

http://www.diversityinc.com/the-diversityinc-top-50-companies-for-diversity-2014/ 

Retrieved January 2015 

Q: What is Work-Life Effectiveness (WLE)?  

A: The WLE name is from Catalyst. It’s an approach to working flexibly that advances the historic 

practice of flexibility from a request for “me” to an organizational tool for “us.”   Workplace flexibility is 

about an individual accommodation. But WLE is flexibility in tandem with process improvements to 

support individuals, teams and businesses.  WLE is built on a mutually beneficial partnership between 

businesses and employees that aims to identify solutions to common challenges such as a lack of 

business agility, team inefficiencies, and employee burnout.  WLE is a management tool not a burden. 

This table below from Catalyst compares conventional flexibility with WLE. 

 

 

 

 

 

 

 

 

 

 

Alice H. Eagly and Linda L. Carli, in the Harvard Business Review article Women and the Labyrinth of 

Leadership also have suggestions similar to Catalyst’s on workplace flexibility including the need to 

establish alumni programs for women who need to step away from the workforce temporarily to tap 

their expertise and show that returning is possible.  

Sources: http://www.catalyst.org/knowledge/making-change%E2%80%94beyond-flexibility-work-life-

effectiveness-organizational-tool-high 

https://hbr.org/2007/09/women-and-the-labyrinth-of-leadership/ar/1 

Retrieved November 2014 

 

 

http://www.workingmother.com/best-company-list/151009/7271
http://www.diversityinc.com/the-diversityinc-top-50-companies-for-diversity-2014/
http://www.catalyst.org/knowledge/making-change%E2%80%94beyond-flexibility-work-life-effectiveness-organizational-tool-high
http://www.catalyst.org/knowledge/making-change%E2%80%94beyond-flexibility-work-life-effectiveness-organizational-tool-high
https://hbr.org/2007/09/women-and-the-labyrinth-of-leadership/ar/1
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Q: What do you mean by 360 ◦  accountability? 

A: Everyone is accountable to everyone through either formal or informal means.  Formally, the CEO 

should add achieving gender balanced leadership as a metric for his/her direct reports.  Informally, all 

employees should speak up when they see bias behavior from others.  Employees should actively 

monitor their own behavior to prevent bias from creeping in and they should model inclusive practices.  
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          Appendix A – Dimensions of Gender Equality 
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             Appendix B – The ShowMe50TM Win-Win Checklist 

 

 

 Education of employees and managers about stereotyping and gender bias1 
o Provide skill based training to educate managers about stereotyping 
o Teach techniques to override automatic tendencies to use stereotypes, learn to recognize the conditions that 

place them at risk for stereotyping and have opportunities to practice interacting with people who are different 
from themselves 

o Equip employees with skills to self-monitor their perceptions 
o Implement a system of checks and balances to safeguard against stereotypic bias 

 Objective and transparent performance evaluation and talent management systems2 
o Clearly define and communicate performance evaluation and candidate job selection criteria 
o Create explicit decision rules about how evaluation criteria are weighted and applied for performance 

evaluations and candidate job selections 
o Post and effectively communicate all jobs internally 
o Implement diverse slate policies 
o Utilize panels of diverse, bias-trained interviewers for candidate selection 
o Publish career development programs and their qualifications 

 Work-Life Effectiveness (WLE) Approach to Workplace Flexibility3 
o Establish work practices that create business agility including flextime, job sharing, and telecommuting  
o Use employee needs, interests and concerns about burnout as a catalyst for creatively designing work 
o Give employees with significant parental responsibilities more time to show they’re qualified for promotion  
o Establish alumni programs for women who need to step away from the workforce; tap their expertise to show 

that returning is possible  
 Accountability 

o Demonstrate a commitment to diversity and inclusion and to increasing the percentage of women in senior 
leadership positions though the visible and vocal personal actions of the CEO and his/her direct reports 

o Commit and sustain financial resources to internal employment diversity programs and culture change efforts 
o Hold senior management accountable for diversity within all business activities and evaluate managers based on 

their ability to achieve diversity goals for senior leadership representation across all business units 
o Show results: move statistics meaningfully toward achieving 50% women in director and above positions 

 
1 Adapted from Catalyst: Women Take Care, Men Take Charge: Stereotyping of U.S. Business Leaders Exposed 
2 Partially adapted from Catalyst: Women Take Care, Men Take Charge: Stereotyping of U.S. Business Leaders Exposed and A Bright Spot Case Study: 

How Diverse Slate Policies Help Close the Gender Gap 
3 Adapted from Catalyst: Beyond Flexibility, Work-Life Effectiveness as an organizational tool for high performance and Alice H. Eagly and Linda L. Carli, 

Women and the Labyrinth of Leadership. 
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Disclaimer 

Show Me 50, Inc. is a 501(c)(3) corporation whose mission is to provide a platform to engage individuals in actions that level the playing field 

for women. We encourage individuals to actively collaborate with their companies to inform and implement a culture of gender equality that 

leads to the achievement of 50% women in senior leadership positions. 

Show Me 50, Inc. retains any and all intellectual property rights in these materials and requires the retention of the copyright mark on all pages 

reproduced. 

Show Me 50, Inc. is not able to independently verify information contained in this document. This document is provided solely for 

informational purposes and is not to be construed as providing advice, recommendations, endorsements, representations or warranties of any 

kind. Neither Show Me 50, Inc. nor any of its directors, employees or agents accept any responsibility or liability with respect to this document. 

“Never doubt that a small group of 

thoughtful, committed, citizens can change 

the world. Indeed, it is the only thing that 

ever has.” 

- Margaret Mead 


