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WIDER GAPS  FOR WOMEN IN STEM

29% 

11.5% 
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Source: NCWIT, 2016

17% 
attrition rate 

for men

41% 
attrition rate 
for women

Source: Catalyst, 2020



BEST PRACTICE

Building the Pipeline of Female Leaders in Technology 

Intel has been taking meaningful steps to support 
the advancement and retention of women for 
decades. Intel’s stated purpose as a company — to 
create world-changing technology that enriches the 
lives of every person on earth — is underpinned by 
their cultural value of Inclusion. The company 
frequently states that their ambition is to be the 
most inclusive company in the world, and this 
cannot be accomplished without a laser-like focus 
on supporting their female employees through 
networking programs like the Women at Intel (WIN) 
Community and a strong commitment to 
empowering the next generation of the female tech 
workforce.

In 2021, the Women at Intel Network (WIN) will 
celebrate its 25th anniversary. Today, the 
community is home to over 

 spread around Intel’s global 
operations. Operating in parallel with WIN is Intel’s 
Network of Executive Women (INEW), a council of 
the senior-most women and allies at the company, 
as well as other communities such as the Black 
Network of Executive Women (BNEW) and the Latin 
American Region Network of Executive Women 
(LARNEW).

Intel’s commitment to women doesn’t just cover its 
current workforce. The company has several 
programs in place, which work to build the global 
pipeline of young girls pursuing careers in STEM — 
empowering them through technology skills and 
hands-on experiences. 

■ In 2015 the Intel Foundation partnered with the 
U.S. State Department and the United Nations 
Foundation to create the Girl Up Women in 
Science (WiSci) program. WiSci seeks to bridge 
the gender gap in STEAM fields through access 
to education, mentorship opportunities, and 
leadership training — in part through STEAM 
camps, facilitated by Intel Employee Service 
Corps volunteers, which have been held in 
Rwanda, Estonia, Namibia and other countries. 

■ As part of the Intel® She Will Connect program, 
the Intel Foundation recently joined forces with 
several other organizations to launch Million 
Girls Moonshot, a transformative movement 
designed to help close the science and 
engineering gender gap by engaging one million 
school-age girls in STEM learning opportunities 
over the next five years across all 50 US States.

The future is bright for Intel’s work to empower 
women — both inside and outside of the company. 

 A diverse workforce and inclusive culture 
are key to Intel’s evolution and its ability to continue 
to attract the best talent to join the company for 
decades to come.

 

Being a part of WIN over the last decade has been a catalyst for amazing things 
in my career. My network has increased exponentially, as the work we do 

within WIN spans all business groups and campuses at Intel. WIN has connected 
me to amazing people and leaders across the company who I’ve leveraged as 
references for key roles — as well as coaches when I was in need of support.

Shelly Lafree, WIN’s Cross-Site Chair and longtime member
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https://girlup.org/programs/wisci
https://girlup.org/programs/wisci
https://www.intel.com/content/www/us/en/corporate-responsibility/social-impact-and-educational-initiatives/she-will-connect.html
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“Our unconscious mind is a powerful thing. 
It makes 90% of our decisions without 
us even knowing it… we’re wired to make 
cognitive shortcuts, using past experiences 
to make assumptions.”

PwC Blind Spots training program

https://www.pwc.com/us/en/about-us/blind-spots.html


“Female recession” threatens women’s advancement 
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■
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Women sustain deeper job losses and increased responsibilities 
for unpaid work

■

■

■

Men’s careers are benefiting more from the shift to remote work, while 
women’s stall

■

■

Pay raise

Percentage of parents with 
positive results of working from home

Source: Qualtrics/theBoardList

Fathers     

Additional 
Leadership

Responsible for 
important projects

Recognition 
inside company

Positive formal 
reviews

Promoted

26%

Mothers      13%

34%

9%

29%

10%

28%

10%

19%
10%

15%

7%

Percentage of employees who have 
considered changing their work 

situation during the COVID-19 crisis
Source: Women in the Workplace 2020

11%
Fathers

16%
Mothers

4%

7%

Compared to fathers, mothers are...

3x 
more likely to take 

on majority of 
housework and 

caregiving

2x 
more likely to be 
responsible for 

homeschooling

4x
more women than men 

dropped out of the workforce 
in September 2020
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IMPACT OF COVID-19 ON WOMEN IN THE WORKPLACE
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All Leaders

Women

High-Potential
Women

Source: DDI, 2015

SETTING THE 
FOUNDATION:

PREPARING 
THE PATH: 

NAVIGATING 
THE PATH: 

SUPPORTING 
THE PATH: 

“Companies will not reap benefits 
from diversity unless they build a 
culture that insists on equality. 
Treating differences as a source of 
knowledge and connection lays the 
groundwork for such a culture.” 
Thomas and Ely (HBR, Nov/Dec 2020)
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96%
of organizations 

experience progress 
when men are 

actively engaged 
in women’s 

advancement

“Confronting other men for sexism, bias, harassment, and all 
manner of inappropriate behavior may be the toughest part 
of male allyship. But it’s also utterly essential.”
Smith and Johnson (HBR 10/16/20)



In 2009, in partnership with Harvard Professor of 
Social Ethics Mahzarin Banaji, PwC began to 
develop the foundation of its unconscious bias 
program 4 Real, a series of brief videos geared at 
helping employees to recognize and combat 
unconscious biases — or blind spots — which they 
carry into the workplace. Grounded in the science 
of how the mind develops assumptions and 
stereotypes, the self-administered training aims to 
educate employees about different types of biases 
and the ways in which these influence decision-
making about our networks and who to help, and 
can lead to less-than-optimal business outcomes.

Through a commitment from its new US Chairman 
at the time Tim Ryan, 

 Elements of unconscious bias 
training are embedded and repeated frequently in 
many other PwC manager and leadership training 
programs, including cutting edge virtual reality “soft 
skills” training on inclusion and belonging. 

PwC’s unconscious bias training — along with 
career advancement programs Vanguard and 
Breakthrough Leadership — became the foundation 
for PwC’s first annual Diversity & Inclusion 
Transparency Report released in August 2020. The 
report is part of a larger effort to move beyond 
“segmented programming” towards building a 
“culture of belonging” that is integrated into 
everyday behaviors and operations. 

The report details the representation of PwC’s 
workforce at all levels by gender and 
racially/ethnically diverse groups and highlights key 
milestones, including:  

■

■

■

In 2017, Tim Ryan co-founded CEO Action for Diversity & 
Inclusion  to help elevate the conversation about D&I 
in the workplace among business leaders at the highest 
levels within organizations. With 1,500 CEO signatories 
and counting, CEO Action for Diversity & Inclusion  
requires signatories to share best practices and enables 
organizations to replicate leading edge women’s 
advancement programs. As part of its pledge, PwC 
adapted its unconscious bias program to develop Blind 
Spots

Building on their work together on 4 Real, PwC funded 
Banaji’s Outsmarting Human Minds (OHM) project. 
Through a series of videos, podcasts, articles and tests, 
OHM offers learning modules for free to the general 
public on a range of topics related to uncovering and 
overcoming implicit, unconscious biases. 

UN HeforShe, Women unbound: Unleashing female 
entrepreneurial potential, PwC Women in Tech
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     When you include a diversity of minds in the decision-making process, you 
inevitably have a better and stronger result because the environment in the room 

becomes open. You start talking with people, rather than talking at them. 
Tim Ryan, US Chairman and Senior Partner, PwC

 

BEST PRACTICE

A Deep Commitment to Recognizing 
and Combating Unconscious Bias  

“ ”

https://www.pwc.com/us/en/about-us/diversity/assets/diversity-inclusion-transparency-report.pdf
https://www.pwc.com/us/en/about-us/diversity/assets/diversity-inclusion-transparency-report.pdf
https://www.ceoaction.com
https://www.ceoaction.com
https://www.pwc.com/us/en/about-us/blind-spots.html
https://www.pwc.com/us/en/about-us/blind-spots.html
https://www.pwc.com/gx/en/about/diversity/he-for-she.html
https://www.pwc.com/gx/en/about/diversity/womenunbound.html
https://www.pwc.com/gx/en/about/diversity/womenunbound.html
https://www.pwc.com/us/en/about-us/diversity/women-technology.html
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Mentor
Provide advice, 
support, or 
coaching.

Strategizer
Share “insider 
information” about 
advancing; strategize 
getting ahead.

Connector
Make introductions to 
influential people, talk 
up with peers.

Opportunity Giver
Provide a highly-visible 
opportunity.

Advocate
Publicly advocate 
a promotion; fight 
for her in settings 
where she can’t 
fight for herself.
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In a 2015 study of 
millennial men and 

women,

 access to informal 
mentors and 
networking 

opportunities 
were the most highly 

rated employer career 
support strategies.



While many companies are trying to build more gender-diverse leadership teams and 
workforces, progress remains slow. We knew it would remain slow at Lilly, too, unless we took a 
different approach. So we sought to do something difficult: to understand and address our blind 

spots. Only then could we hope to grow our pipeline of potential women leaders.  
Joy Fitzgerald, Chief Diversity & Inclusion Officer, Lilly (HBR 10/23/18)

 

 

Executive Committee members personally sponsored 
women and people of color and a Women in 
Leadership training program aimed at providing 
high-level executive skills and networking 
opportunities for women poised to become vice 
presidents. 

In addition, CEO David Ricks conducted an intensive 
2½-day workshop called  with the top 15 
African American women leaders at the senior director 
level. This program, which has since been replicated 
with Asian and Latina women and Multicultural Men 
Leaders, enabled women to be heard and gain visibility 
at the top of the organization — and reinforced the 
organization’s commitment to advancing a diverse set 
of women.

While Lilly does not have specific quotas for women in 
leadership, they have aspirational targets and have 
seen significant improvement. 

■

■

■
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BEST PRACTICE

A Holistic Approach to Gender-Diverse Leadership 
 

”

In 2015, drug maker Eli Lilly conducted a workforce 
analysis which identified major gaps in women’s 
representation at senior leadership levels (20%) 
despite the fact that nearly half (47%) of the workforce 
were women. Under the leadership of now CEO Dave 
Ricks, 

— and barriers to advancement they 
might face — as they progress in their careers.  

Through anonymous surveys, focus groups, journal 
entries, and recordings, senior management learned 
that some women felt they had to act like men to be 
successful, and that gender bias limited the career 
support they received and factored into promotion 
decisions. In addition, the process revealed that 
women of color had been overlooked and their 
pipeline was limited. Lilly repeated the project to 
understand the journeys of African-American, Asian, 
Latinx and LGBTQ employees as well. 

“It was the stories Lilly women told that really 
connected senior leadership to individual people. I 
think if we'd only had the quantitative data, it wouldn't 
have created so much change,” Steve Fry, Senior VP of 
HR and Diversity, told Gallup in December 2019.

In response, Lilly’s senior leaders committed to a 
range of initiatives aimed at recruiting, developing and 
supporting high potential women at all levels, 
including a formal sponsorship program in which 

“

https://careers.lilly.com/diversity
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2x
 more women than men 
perceived a decrease in 
promotion opportunities 

following leave

“...managers and 
employees are primed to 
associate the subject of 
family with women. This 
makes it more likely that 
what’s really an overload 
problem will be treated as 
a women’s issue.”  

Kelly and Moen
(MIT SMR, 4/27/20)



BEST PRACTICE

Innovative Supports for 
Employees in Transition

Embedded in Morgan Stanley’s core values is a 
commitment to diversity and inclusion. Through their 
various backgrounds, perspectives, ideas and 
experiences, the Firm’s employees help cultivate a 
workplace that is resilient, results-driven and effective. 

Promoting diversity encompasses many dimensions. 
In the Americas Institutional Securities Group (ISG), 
this includes a keen awareness of the needs of 
parents, who require a differentiated level of focus and 
sensitivity from management. In response, 

appointing 
Allyson Bronner, a former Sales and Trading Executive 
Director, to lead the effort. Bronner partners closely 
with colleagues Firm-wide in supporting new and 
expecting parents, managing transitions around 
parental leave, and addressing work/life challenges 
specific to parents. 

Already, 
primarily 

new or young parents. 
from 

events and manager training sessions to a nine-step 
check-in plan for expectant caregivers. 

Supporting those who may have stepped away from 
their professional paths is a separate but related 
emphasis. Launched in 2014, Morgan Stanley’s Return 
to Work initiative is a 12-week program designed to 
give experienced men and women an opportunity to 
restart their careers. Having been away from the 
workplace for more than two years, recruits complete 
internships that best match their backgrounds and 
experience, while participating in various networking 
and enrichment activities.

The program, which began in New York and London, 
now includes cohorts in Mumbai, Glasgow, Budapest, 
Baltimore, Hong Kong, Bengaluru and Tokyo. 

 
Case in point is Suzanne Lindquist — a 

2014 graduate of the Return to Work initiative and its 
first to rise to Managing Director almost five years to 
the day she started.

A corporate culture that is open and inclusive is 
fundamental to Morgan Stanley’s role as a global 
leader. Above all, it allows the Firm to better serve its 
clients while helping employees achieve their 
professional objectives.
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“
”

 The Firm’s recent work in educating managers and supporting 
employees with parental leave has impressed me. When members of 

my team were preparing for leave, they accessed one-on-one guidance 
on what to expect and how best to successfully transition, both before 

and after. It’s really strengthened our culture. 
a Fixed Income Managing Director 

https://www.morganstanley.com/articles/return-to-work-suzanne-lindquist
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Implications  for employers 

For working mothers, 
having their childcare responsibilities 
more visible to their colleagues and 
supervisors — as they may be quite 
literally juggling caregiving during 
work meetings at home — may 
heighten existing biases. If these biases 
are not actively countered, the blurred 
boundaries between work and home 
life may exacerbate the effects of the 
“motherhood penalty.”

 Make sure 
these are sensible and feasible under 
the current crisis and be keenly aware 
of how biases against working mothers 
can impact perceptions of 
commitment and performance. 
According to McKinsey, less than one 
third of companies have adjusted 
performance review criteria during 
COVID-19. 

 While the delivery methods 
for leadership development programs 
must adapt to the new realities of 
working from home, now is not the 
time to put a moratorium on these 
highly valuable programs. Virtual 
opportunities for sponsorship, 
mentoring, and networking both inside 
and outside the organization need to 
be intentionally crafted rather than left 
up to chance.

 
Check in frequently with employees to 
understand the challenges they are 
facing — particularly mothers of young 
children, senior women, and women of 
color, who are most at risk for burnout 
— and work on strategies to promote 
flexibility and mental well-being. This 
may include flexible start and stop 
times, additional time off for self-care 
or caregiving responsibilities, and 
backup or crisis care for dependents. 

IMPACT OF COVID-19 

“...companies need to dive deeper into their beliefs, norms, 
practices, and policies to understand how they position 
women relative to men and how the different positions 
fuel inequality. Seriously investigating the context that 
gives rise to differential patterns in the way men and women 
experience the workplace—and intervening accordingly—
can help companies chart a path to gender parity.”

Tinsley & Ely (HBR, May/June 2018)
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The Boston College Center for Work & Family 
is the country’s leading university-based center focused 
on helping organizations enhance the employee 
experience. By bridging the worlds of academic research 
and corporate practice, the Center helps progressive 
employers find the most relevant, evidence-based 
information available in order to craft the best possible 
workforce management practices.

The Executive Briefing Series addresses topical 
and strategic issues of particular relevance to the current 
business climate. The series highlights research findings, 
data trends, and best practices in a concise format, 
aiming to foster action-oriented dialogue among 
executives within organizations.  

https://hbr.org/2019/09/gender-equality-is-within-our-reach
http://www3.weforum.org/docs/WEF_GGGR_2020.pdf
https://cew.georgetown.edu/cew-reports/genderwagegap/
https://pnpi.org/women-in-higher-education
http://www.bls.gov/cps/cpsaat11.pdf
http://www.bls.gov/cps/cpsaat11.pdf
https://www.catalyst.org/research/historical-list-of-women-ceos-of-the-fortune-lists-1972-2020/
https://www.catalyst.org/research/historical-list-of-women-ceos-of-the-fortune-lists-1972-2020/
https://fortune.com/2020/05/18/women-ceos-fortune-500-2020/
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.americanprogress.org/about/staff/bleiweis-robin/bio/
https://www.americanprogress.org/issues/women/reports/2020/03/24/482141/quick-facts-gender-wage-gap/
https://www.americanprogress.org/issues/women/reports/2020/03/24/482141/quick-facts-gender-wage-gap/
https://www.catalyst.org/research/women-in-science-technology-engineering-and-mathematics-stem/
https://www.catalyst.org/research/women-in-science-technology-engineering-and-mathematics-stem/
https://ncses.nsf.gov/pubs/nsb20201/u-s-s-e-workforce
https://www.ncwit.org/resources/women-tech-facts-2016-update
https://doi.org/10.1108/wimr.2003.18.3.159.1
https://doi.org/10.5465/amle.2010.0046
https://doi.org/10.4159/9780674545991
https://hbr.org/2013/09/women-rising-the-unseen-barriers
https://www.simmons.edu/academics/research/cgo/publications
https://www.catalyst.org/research/advancing-african-american-women-in-the-workplace-what-managers-need-to-know/
https://www.catalyst.org/research/advancing-african-american-women-in-the-workplace-what-managers-need-to-know/
https://hbr.org/2018/03/how-black-women-describe-navigating-race-and-gender-in-the-workplace
https://hbr.org/2018/03/how-black-women-describe-navigating-race-and-gender-in-the-workplace
https://www.catalyst.org/research/advancing-latinas-in-the-workplace-what-managers-need-to-know/
https://www.catalyst.org/research/advancing-latinas-in-the-workplace-what-managers-need-to-know/
https://hbr.org/2016/10/u-s-latinos-feel-they-cant-be-themselves-at-work
https://www.catalyst.org/research/women-of-color-in-the-united-states/
https://nwlc-ciw49tixgw5lbab.stackpathdns.com/wp-content/uploads/2020/10/september-jobs-fs1.pdf
https://nwlc-ciw49tixgw5lbab.stackpathdns.com/wp-content/uploads/2020/10/september-jobs-fs1.pdf
https://nwlc.org/resources/all-of-the-jobs-lost-in-december-were-womens-jobs/
https://nwlc.org/resources/all-of-the-jobs-lost-in-december-were-womens-jobs/
https://www.bloombergquint.com/global-economics/u-s-recovery-women-s-job-losses-will-hit-entire-economy
https://www.bloombergquint.com/global-economics/u-s-recovery-women-s-job-losses-will-hit-entire-economy
https://www.catalyst.org/research/covid-effect-gender-racial-equality/
https://www.catalyst.org/research/covid-effect-gender-racial-equality/
https://www.catalyst.org/research/workplace-inclusion-covid-19/
https://lernercenter.syr.edu/2020/06/04/ds-18/
https://www.qualtrics.com/blog/inequitable-effects-of-pandemic-on-careers/
https://www.catalyst.org/research/the-bottom-line-connecting-corporate-performance-and-gender-diversity/
https://www.catalyst.org/research/the-bottom-line-connecting-corporate-performance-and-gender-diversity/
https://www.ddiworld.com/research/global-leadership-forecast-2015
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.bc.edu/bc-web/schools/carroll-school/sites/center-for-work-family.html


https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://hbr.org/2019/02/research-when-gender-diversity-makes-firms-more-productive
https://doi.org/10.1177%2F027046769401400247
https://hbr.org/2020/10/how-men-can-confront-other-men-about-sexist-behavior
https://hbr.org/2020/10/how-men-can-confront-other-men-about-sexist-behavior
https://hbr.org/2018/10/how-men-can-become-better-allies-to-women
https://www.simmons.edu/academics/research/cgo/publications
https://www.bcg.com/publications/2017/people-organization-behavior-culture-five-ways-men-improve-gender-diversity-work
https://www.bcg.com/publications/2017/people-organization-behavior-culture-five-ways-men-improve-gender-diversity-work
https://psycnet.apa.org/doi/10.1037/0033-295X.109.3.573
https://psycnet.apa.org/doi/10.1037/0033-295X.109.3.573
https://hbr.org/2018/09/how-we-describe-male-and-female-job-applicants-differently
https://hbr.org/2018/09/how-we-describe-male-and-female-job-applicants-differently
https://psycnet.apa.org/doi/10.1016/j.obhdp.2007.12.002
https://www2.deloitte.com/us/en/insights/industry/financial-services/diversity-and-inclusion-in-financial-services-leadership.html
https://www2.deloitte.com/us/en/insights/industry/financial-services/diversity-and-inclusion-in-financial-services-leadership.html
https://www.workingmother.com/company-policy-research
https://doi.org/10.1080/09585192.2011.610336
https://doi.org/10.1080/09585192.2011.610336
https://mobilityexchange.mercer.com/insights/article/the-path-to-diversity-women-on-assignment
https://mobilityexchange.mercer.com/insights/article/the-path-to-diversity-women-on-assignment
https://hbr.org/2010/09/why-men-still-get-more-promotions-than-women
https://hbr.org/2010/09/why-men-still-get-more-promotions-than-women
https://hbr.org/2019/08/a-lack-of-sponsorship-is-keeping-women-from-advancing-into-leadership
https://hbr.org/2019/08/a-lack-of-sponsorship-is-keeping-women-from-advancing-into-leadership
http://dx.doi.org/10.4135/9781412976619
http://dx.doi.org/10.4135/9781412976619
https://doi.org/10.4324/9781315747569
http://dx.doi.org/10.4135/9781412976619
http://dx.doi.org/10.4135/9781412976619
http://dx.doi.org/10.4135/9781412976619
https://doi.org/10.1177/1059601115579567
https://doi.org/10.4324/9781315747569
https://doi.org/10.4324/9781315747569
https://doi.org/10.2307/258823
https://hbr.org/2010/09/why-men-still-get-more-promotions-than-women
https://hbr.org/2010/09/why-men-still-get-more-promotions-than-women
https://www.bc.edu/content/dam/files/centers/cwf/research/publications/researchreports/how-millennials-navigate-their-careers.pdf
https://www.bc.edu/content/dam/files/centers/cwf/research/publications/researchreports/how-millennials-navigate-their-careers.pdf
https://www.bc.edu/content/dam/files/centers/cwf/research/publications/researchreports/how-millennials-navigate-their-careers.pdf
https://www.simmons.edu/academics/
https://www.simmons.edu/academics/
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1108%2F01425451111153871
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