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The German Economic
Institute — who we are
and what we do
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Our Organization

» Sponsors:  Confederation of German Employers' Associations (BDA)
The Federation of German Industries (BDI)

<> BDI

Bundesverband der
DIE ARBEITGEBER Deutschen Industrie e.V.

> Members: 110 business associations and companies in Germany
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http://www.vda.de/de/index.html

Our Research Units and Research Groups

» Subjects: Everything dealing with the future economic power of Germany
» Methods: State of the art, no ivory tower
» Results: Economically relevant and interesting

Research Units

Labour and Personnel Economics

Research Groups
» Big Data Analytics

Vocational Education and Training
Vocational Rehabilitation and Inclusion

> Macroeconomic
Analysis and Forecast

. . . . Microdata
Education, Migration and Innovation

Research Grou
Financial and Real Estate Markets ) P

Microdata and Method

International Economics and Economic Outlook Development

Public Finance, Social Security Systems, Income and Wealth
Distribution

Structural Change and Competition

Wage Policy and Industrial Relations
Environment, Energy, Infrastructure
Behavioral Economics and Business Ethics
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Gender diversity and
empowerment —an
overview




Four Iayers of diversity (model by Gardenswartz and Rowe)

Level 1: Personality // Level 2: Internal Dimensions — age, gendetr,
sexual orientation, physical and mental ability, ethnicity and cultural

background, race

Source: https://www.gardenswartzrowe.com/why-g-r
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Women‘s empowerment
principles (WEP)

The Women’s Empowerment Principles
(WEPs) are a set of principles offering
guidance to business on how to promote
gender equality and women’s
empowerment in the workplace,
marketplace and community. They were
established by UN Global Compact and
UN Women in 2010.

More than 4,000 companies globally
have committed to the WEPs
community.

Further information and ways to join the initiative WEP:
www.weprinciples.org

Source of the graph: https://www.unwomen.de/fileadmin/user_upload/Flyer WEP.jpg

Guidance to business on how to promote gender equality and women’s
empowerment in the workplace, marketplace and community
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GET IN TOUCH WITH US:

Principle 1

Principle 2

Principle 3

Principle 4

Principle 5

Principle 6

Principle 7

@ www.empowerwomen.org/weps
weps@unwomen.org
B @WEPrinciples

Establish high-level corporate
leadership for gender equality.

Treat all women and men fairly at work
- respect and support human rights and
nondiscrimination.

Ensure the health, safety and well-being
of all women and men workers.

Promote education, training and
professional development for women.

Implement enterprise development,
supply chain and marketing practices
that empower women.

Promote equality through community
initiatives and advocacy.

Measure and publicly report on progress
to achieve gender equality.

WOMEN’S
EMPOWERMENT
PRINCIPLES

Established by UN Women and the
UN Global Compact Office

W
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UN: Sustainable development goal #5

In September 2015 all United Nations Member States adopted the
“2030 Agenda for sustainable development” with 17 goals. Goal No.
5: gender equality with 9 targets (“empowering women and girls”).

\Q\\; A}’ Politics
Proportipn of women in national parlia- 0
S U S T A I N AB LE ments (single or lower house) globally 3 9 /0
DEVELOPMENT 00 | Daauy | e
), I 3 2 /0 23 4 A] tem to increase women's repre-
: ’ A L S . M sentation in politics.
o,

Management
Wenvmbudmomens | [ESSTHAN 47[y
= Achieve gender el I / 3 possalesryio: i 0
“n. | equalityand i held by women. o heyare nfwor
g empower all P pe & sty 96000060 gender quotas on corporate
women and girls "l I!nnnn R

Source: https://sdgs.un.org/themes/custom/porto/assets/goals/global-goals.png and https://sdgs.un.org/goals/goal5 and https://pbs.twimg.com/media/Dn8rAXLXgAEIL L.jpg
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EIGE: Gender
equality index & Key findings for the EU

Gender Equality Index 2020

2020 (5th edition)
The European Institute for S
Gender Equality (EIGE) is " e
an autonomous body of s o
the European Union w e
established to strengthen S -
gender equality across the ERE
in the EU since 2010 :: 5:3 ;;
The Gender Equality Index e eading gl iy e condo B o 7 s
2020 mainly consists of 6 e o o s e ;;; )
core areas of scoring: " T
Work, money, knowledge, “° "
time, power and health. | |

Source: http://edge-cert.org/wp-content/uploads/2020/11/EU-EIGE-1.png
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Presence of women and men in politics, EU, 2020

The 2019 European elections saw the proportion of women
Members of the European Parliament (MEPs) break through
the 40 % threshold for the first time, with women occupying
304 of the 747 seats (40.7 %). However, Brexit saw MEPs from
the United Kingdom leave the European Parliament, reducing
the proportion of women from 40.7 % to 39.3 % now.

100 9
EEE S SEESEEEE0EEEEESEREEEER

i SE DK LV LU ST FR MWL PT TE ES AT HRE IT BE HU DE A 2 MT BG EE LT EL 5K RO

m B Women Men

Source; EIGE's Gender Statistcs Database

Source: https://eige.europa.eu/publications/statistical-brief-gender-balance-politics-2020
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Presence of women and men on boards of companies
October 2020, in %

The share of women on the boards of the largest publicly listed
companies registered in the EU member states reached 29.5 %.
In France, Belgium, Germany and Austria the quota was met.

/ Gender balance zone (atleast 40 % of each gender) /
U7 295
— = | L.
0
R

BE IT SE NL DE F DK AT SK ES IE PT MR LV S PL W0 Q& LT EL BG RO Y HU MT EE
m Women m Women (guota met) Men --- National gender quota
Lourcer EIGE's Gender Statistics Database

Source: https://eige.europa.eu/publications/statistical-brief-gender-balance-corporate-boards-2020

iw EIPA conference "Diversity, Equality, Inclusion @ New Work" - 15/09/2021 14


https://eige.europa.eu/publications/statistical-brief-gender-balance-corporate-boards-2020

World Economic Forum: Gender Gap Index 2021

Comparison of indicators in 4 areas: economic participation and opportunity,
educational attainment, health and survival, political empowerment //
Further ranks: Germany: 11, France: 16, USA: 30, Australia: 50, Afghanistan: 156

THE GLOBAL GENDER GAP INDEX RANKING, 2021 ECVWIC
Global, Top 10 e
Norway o (D 0.849  0.007
Namibia o (D 0.809 0025
Ireland < D 0.800  0.002
switzeriand ¢ (D 0798 0.019

Source: http://wef.ch/gendergap21 and https://www.weforum.org/agenda/2021/03/best-countries-women-s-rights-gender-gap/
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WO rI d E conom I C Percent of women in companies' board of directors E%j@'c
Forum (WEF)

over 1/3

France Iceland Norway Swedan Raly Fintand Gemany Belgum Denmark New Zealand

43.4% 43% 42.1% 36.3% 34% 32.8% 31.9% 30.7% 30.3% 30%

Y over 1/5
0 f § ) u:u»?m - - i Unn:n Sa't‘nh .
More than 40 % o e e e S s see ww B D e e
. . l
women in companies 0 000000000 O

board of directors:
only in France, over1/10

Slovak Czech

I C e I a n d a n d N O rW a Austria treland Portugal Repubic Colombia Hungary Republc  Lithuania India Turkey  Luxemborg
19.2% 176% 162% 15.1% 15.1% 14.5% 15.1% 14.3% 13.8% 134% 12%
00060000000

Russian
Greece China Brazi Chile Mexico Estonia Federation Japan Indonesia Korea

113% 97% 84% 82% 75% 7.4% 7% 53% 33% 21%

® © ©® ® © © © 0 o o

Female leadership:

@ Véestorm Ewope and Norm America @ East Asia and the Pacific @ Midclo East and North Atrica @ Enstern Europe and Central Asia @ Sub-Saharan Atica ® South Asa

T
Source: https://assets.weforum.org/editor/S4v_T3mtxmjr5-BAW2sIP3XIcPZAtmibNezMjctw3Mo.png
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OECD countries:
female managers,

2016

OECD average: 32 %

43 %
11 %

United States:
Korea:

Today there are 38 OECD
member countries; most recent
memberships: Columbia (2020)
and Costa Rica (2021)

Source of the graph: https://pbs.twimg.com/media/DUJg6sFWsAEafrn.jpg

‘\f“\x Female share of managers

N\
)
p’g) OECD and partner countries®, 2016 or latest available year

Latvia

United States
Slovenia
Poland
Sweden
Hungary

Lithuania®

Norway
Australia

United Kingdom
Mexico

Estonia

Costa Rica”

Portugal
Switzerland
Ireland
Canada
Slovak Republic
Israel
Finland
lceland
France
Belgium
OECD
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Spain
Germany
Italy
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Denmark
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Netherlands
Czech Republic
Turkey
Japan
Korea

Costa Rica and United States: 2013, Canada: 2014, Korea: 2015.
Source: OECD estimates based on ILOSTAT database.
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One third of the managers in the EU are women

Managers in the EU

Q32020 0 Highest shares:
34% of managers LATVIA  45%

3.3 million POLAND 44%

BULGARIA
HUNGARY 42%

- SLOVENIA

4~ SWEDEN

v|¢

...dre women e

#InternationalWomensDay ec.europa.eu/eurostati

Source: https://ec.europa.eu/eurostat/documents/4187653/11571499/Managers_in_the EU_2019data-01.jpg
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Female managers in the EU

In Q3 2020, more than 9.5 million people held a managerial
position in the EU: 6.2 million men and 3.3 million women.

Women in management

Q3 2020 (% of all managers)
50

40
30
20

10

*Q4 2019 instead of Q3 2020

#InternationalWomensDay ec.europa.eu/eurostatid

Source: https://ec.europa.eu/eurostat/documents/4187653/11571499/Managers_in_the EU 2019data-02.jpg and https://ec.europa.eu/eurostat/web/products-
eurostat-news/-/edn-20210305-2
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Share of women in tech and leadership

Women in leadership jobs  fobs at maior tech companies
at major tech companies,
2017 and 2020/2021

In 2017 in most of the Silicon Valley
tech companies women had between
25 and 30 % of the leadership positions. |«

Apple

Intel

Google

Microsoft

N ., Women's Representation
ow It IS in Big Tech

Percentage of female employees in the workforce Twitter
a rO u n O r of major tech companies”

M Total Workforce ™ Leadership Jobs ™ Tech Jobs

a b Ove 3 O % . 45%—— [ U.S. Civilian Labor Force 47% ———— K 30%

37%34% 34%
33%
29% 2l 28% 29%

24% 24% Rak 23% Il womenintech [l Women in leadership

Source: companies' most recent annual diversity reports;
zender data are global.

amazon  facebook (¢ Google B Microsoft

* latest available data as of June 2021 Im

Source: Company reports

©@®6 statistaa

Source: https://apps.voxmedia.com/at/recode-share-of-women-in-tech-and-leadership-jobs-at-major-tech-companies-1/screenshots/screenshot s@2.png and
http://cdn.statcdn.com/Infographic/images/normal/4467.jpeg
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Daimler: diversity and inclusion

Successfully attracting female talents

S

Work
culture

Diversity and inclusion in
three areas of action:

2&% Best Mix
Putting together the best teams — that
offer equal opportunities and are free

of discrimination

Work culture

Creating a supportive and inclusive
working environment

Customer access
Understanding, appreciating, and reaching
customers as individuals

. Vielfalt ist unser Motor fir Ideen und
Innovationen und seit 15 Jahren fester
Bestandteil unserer Unternehmensstrategie.
Diversity Ziele sind in der Unternehmensfiihrung
verankert, wir haben in der Personalentwicklung
und Talentférderung klare Ziele gesetzt, um
eine Kultur der Wertschatzung und des
Respekts zu starken. So kdnnen wir einen
gesellschaftlichen Beitrag leisten, wichtige

(RN
ITY

DIVERS

0,

As early as 2006, Daimler set
itself the target of increasing the
share of women in executive
management positions in the
Group to at least 20 percent by
the year 2020.

Impulse setzen und uns nachhaltig

weiterentwickeln.”

Ursula Schwarzenbart,

Leiterin Talent Development und Diversity Management der

Daimler AG

Share of women in executive
management positions

1 percent point

annual growth
20%

2000 2005 2020
= Support by means of aspirational guidelines

Assumed “natural development”

2069

Source: https://sustainabilityreport.daimler.com/2020/pics/files/diversity-compass.svg and https://pbs.twimg.com/media/Ei_oMdAXYAIUhYk.jpg:large and

https://sustainabilityreport.daimler.com/2020/pics/files/develop-women-exec-mgmt.svg and

W
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Award 2012 for BOSCH

The Bosch Group was named the most family-friendly large
corporation in Germany and presented with first prize by Federal
Chancellor Angela Merkel and Federal Minister for Family Affairs
Dr. Kristina Schroder for its exemplary efforts to help associates
combine career and family life.

Worldwide, the
proportion of female
executives across all
management levels in
the Group has risen to
17,2 %; the target is
20 % by the end of
2020.

Source of the picture: https://assets.bosch.com/media/global/history blog/first female department head/merkel-award-ceremony res 800x450.jpg
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Bloomberg Gender Equality Index 2021

The 2021 Index represents 380 global companies headquartered across 44
countries and regions. The reporting framework includes over 70 metrics, each
allocated to one of five pillars: « Female leadership & talent pipeline ¢ Equal pay
& gender pay parity ¢ Inclusive culture e Anti-sexual harassment policies e Pro-
women brand. On average, 39% of revenue-producing roles at the companies
were held by women. The majority (69%) of companies had a strategy for
recruiting women, and more than half (59%) conducted a global gender-based
compensation review. There are several German companies listed.

Bloomberg

Blosrsrg Bloomberg
Gender-Equality

.:. Gender-Equality Index Gender-Equality

Index
Allianz @) 202

2021

We are listed in the 2021 Bloombarg
Gender-Equality Index
for the &th year in a row

Allianz SE Deutsche Telekom AG SAP SE

Source: https://www.bloomberg.com/gei/resources/ and https://www.allianz.com/en/sustainability/ratings.html#tabpar 3330 0Tab and

https://www.telekom.com/en/corporate-responsibility/news-corporate-responsibility/deutsche-telekom-again-in-the-bloomberg-gender-quality-index-619668 and
https://mobile.twitter.com/LifeatSAP/status/1406703402290188294/photo/1
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Large companies have to set up targets

New German law (,,gender quota bill“) for larger companies in 2015:
About 3,500 companies have to set up targets concerning the percen-
tage of female managers and publish it - first time by Sept. 30, 2016.
The second part of this law recently was approved by the parliament:
Listed companies with four executives or more must appoint at least
one woman to their boards.

Company Board of directors Upper executive Second executive
(percentage of guota as of level — quota as of | level - quota as odf
women in staff) 31/12/2020 31/12/2020 31/12/2020
(target quota) (target quota) (target quota)
Allianz SE 20.0% 28 % 23 %
(56 %) (30.0 %) (30 %) (30 %)
Telekom AG 37.5% 27.1 %: upper and middle management
(35.2 %) (29.0 %) (30 %)
SAP SE 28.6 % 27.5 %: upper and middle management
(33.6 %) (22.2%) (30 %)

Sources: https://www.allianz.com/content/dam/onemarketing/azcom/Allianz_com/investor-relations/en/results-reports/annual-report/ar-2020/de-Allianz-SE-Geschaeftsbericht-
2020.pdf and https://www.telekom.com/resource/blob/617740/24d788ebfa297ad28f68dele22bd6e3f/dI-2020-geschaeftsbericht-data.pdf and
https://www.sap.com/docs/download/investors/2020/sap-2020-annual-report-form-20f.pdf
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Successful HR policies

Business
Targets culture Support
e Set up targets and e Diversity and e Mentorship and
measure inclusion policies sponsorship
e Recruitment e Female role programs
policies attracting models e Facilitate women’s
talents e Company’s values networks
e Promotion e Training programs
strategy

If the companies implement these HR policies they signal their

commitment to accelerate the progress, and to support women’s
advancement to leadership positions.
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Mentoring is very successful

A combined 95% of women surveyed say that a mentor/advisor was key to
their success (source: KPMG LLP Women Entrepreneur Survey 2015/2016)

Who helps you most?
Importance of mentors, informal Importance of friends and family Importance of other women (mentors,
advisors, and others in your bosses, colleagues, role models)
professional network
3% 2% 2%
@ cExtremely @ Extremely @ cExtremely
‘ Very . Very . Very
[ Somewhat () Somewhat @ Somewhat
@ Mildly O Mildly @ Mildly
No impact No impact No impact
Not sure/doesn’t apply Not sure/doesn’t apply Not sure/doesn't apply
The perspectives of survey respondents do not necessarily represent the views of KPMG LLP.
The information contained herein is of a general nature and is not intended to address the circumstances of any particular individual or entity.
® 2015 KPMG LLP, a Delaware limited liability partnership and the U.S. member firm of the KPMG network of independent member firms
affiliated with KPMG International Cooperative (“KPMG International “), a Swiss entity. All rights reserved. Printed in the U.S.A. The KPMG
name, logo and “cutting through complexity” are registered trademarks or trademarks of KPMG International. NDPPS 507399

Source: https://assets.kpmg/content/dam/kpmg/pdf/2016/02/kpmg-women-entrepreneurs-passion-purpose-perseverance.pdf

W
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Successful mentoring: CEO Mary T. Barra, GM,
since 2014

"I've had many mentors in
my 38-year career; without
the mentors and
dedication to diversity, |
wouldn't sit as CEO of
General Motors today.”

Source: https://www.inquirer.com/philly/business/gm-
ceo-mary-barra-wharton-self-driving-cars-mentoring-
meto0-20180324.html

Source: https://www.gm.com/content/public/us/en/gm/home/our-company/leadership/mary-t-barra/jcr:content/image.img.resize.maxw_638.ipg/1610483179274.jpg
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Gini Rometty, CEO and president of IBM from 2012-2020

Gini Rometty had several mentors: Her predecessor as CEO at
IBM, Samuel Palmisano, taught her the value of mentoring.

Ginni's Contributions and
Diversity Programs

Ginni Rometty has supported and implemented many programs to
support diversity during her time at IBM. Many of these programs
have mentorship components and focus on developing useful
networking connections and furthering women's confidence in
business settings.

She was mentored by Samuel Palmissano, who was her predecessor
as CEO at IBM. Ginni credits him with being a strong advocate and
teaching her the value of having a mentor--he has publicly supported
her for many years and was quoted as saying that she "deserved" her
promotion to CEO and that it had "zero to do with progressive politics".

So urce: https://www.welt.de/img/bildergalerien/mobile106155203/3701357517-ci16x9-w1300/IBM-Names-Rometty-to-Succeed-Palmisano-as-First-Female-CEQ.jpg
and https://prezi.com/uvdlugjtrq4p/ginni-rometty-and-ibm/
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Recommendations by the OECD

o Increase the representation of women in
decision-making positions by encouraging
measures such as voluntary targets that
enhance gender diversity on boards and in
senior management

o Introduce mechanisms to improve the gender
balance in leadership positions in the public
sector, such as target setting or quotas for
women in senior management positions

o Promote family-friendly policies and
working conditions which enable fathers and
mothers to balance their working hours and
their family responsibilities and facilitate
women to participate more in private and
public sector employment

Source: https://www.oecd.org/gender/C-MIN(2013)5-ENG.pdf and https://farm2.staticflickr.com/1537/25673817125 fc4d8d6633 m.jpg
https://www.oecd.org/media/oecdorg/directorates/directorateforpublicgovernance/Gender%20Recommendation%20Cover-235x311.ipg
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Recommendations: World Economic Forum (WEF)

WORLD
ECONOMIC
FQRUM

1. Set targets and Strategies for Gender Parity
measure progress

2. Demonstrate ==
1 Development, leadership
IeaderSh | p training for women
commitment Settargetsand Z N ® Deronstrate
measure progress B I | I sgmemristn;;;nt

Promo_te Build awareness
work-life of benefits among
balance managers

Support women'’s

integration into j (’ Offer, support

the value chain T ) flexible work
(1 (o 4

Transparent
career paths,
salary structures

Source: https://i.pinimg.com/originals/ca/ef/2e/caef2e7edc20817e98633b5b4e59180b.png
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Recommendations
by the UN

Actions and mechanisms to improve
gender equality, diversity and inclusion
in innovation clusters

1. Commit to the
Women‘s Empowerment
Principles

2. Apply for Gender
Diversity Certification

Source: https://i0.wp.com/www.womeninpower.eu/wp-content/uploads/2019/03/2019 White paper UN Women FINAL Mar 7.png?resize=743%2C982
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Recommendations of a consortium

IPU (= global organization of national parliaments), Arizona State
University, Corporate Women Directors International, the Council of
Women World Leaders, Represent Women, the Reykjavik Index for
Leadership, UN Women, the World Bank and Women Political Leaders

Take Action!

O O

)

Promote Show your Mentor
SDG5 Support Advocate and Guide

ael 5 Source: https://www.ipu.org/es/node/10492
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...closing with the Nobel Prize winner in Economics, 1998

Empowering women 1S key
& (0 building a future we want. |

Source: https://quotefancy.com/media/wallpaper/3840x2160/4860531-Amartya-Sen-Quote-Empowering-women-is-key-to-building-a-future-we.jpg
tbn0.gstatic.com/images?a=tbn:ANd9GcQb7QdJJLgorkintu605uTKY84shgk3GPLeeA&usqp=CAU
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Thank you very much for listening and bye
bye from the city of Cologne!
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Source: https://img.traveltriangle.com/blog/wp-content/tr:w-700,h-400/uploads/2018/01/germany.jpg
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Questions? — Comments welcome!
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Christiane Flueter-Hoffmann

Senior Researcher

Project manager ,,HR policies”
Research Unit ,Labour and Personnel
Economics”

Phone: ++49 221 4981-841

Email: flueter@iwkoeln.de

www.iwkoeln.de




Supplement
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OECD toolkit

Toolkit for Mainstreaming and Implementing Gender Equality.
Implementing the 2015 OECD Recommendation on Gender
Equality in Public Life

Free download: https://www.oecd.org/gender/governance/toolkit/toolkit-for-
mainstreaming-and-implementing-gender-equality.pdf

ki
o
e al

Toolkit for Mainstreaming and
Implementing Gender Equality

@) OECD

Source: https://www.oecd.org/gender/governance/toolkit/toolkit-for-mainstreaming-and-implementing-gender-equality.pdf and
https://www.oecd.org/media/oecdorg/directorates/directorateforpublicgovernance/gendertoolkit/Gender-Toolkit-Header-Final-1400x385.ipg
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OECD — G 20 —empower women leadership

https://www.oecd.org/corporate/OECD-G20-EMPOWER-
Women-Leadership.pdf (report about existing evidence on the
implementation of OECD standards to promote women’s
participation in private sector leadership, 2020)

Policies and Practices to Promote
Women in Leadership Roles in the
Private Sector

Report prepared by the OECD for the
G20 EMPOWER Alliance

Advancing Women in Private Sector Leadership
A G20/OECD Review of Progress

28 April 2021 | 9.30-10.45 (CEST)

[ NG Elena Bonetti
< - Minister for Families

\ ) \ Secretary-General,

A\ \ =

W NS QECD) italy
A \\ \
i
&
N G20 EMPOWER Alliance Japan
r i leidi
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WEPs toolkit and
brochure

Free download:
https://www.weps.org/sites/def
ault/files/2021-
06/WEPs%20Toolkit.pdf

Free download brochure:
https://www.weps.org/sites/def
ault/files/2021-

05/WEPS BROCHURE.pdf

WEPs TOOLKIT

YJIJ tools for ed anong gender N:)_elt,
the workpdace marketobds § ¢ Ml
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POWERFUL ADVANTAGES OF WOMEN IN LEADERSHIP

Globally, men continue to dominate senior leadership positions in the workforce, and in the U.S.,
there are still nearly 13 companies run by a man for every company run by a woman. Clearly,
organizations are missing out on the powerful advantages of women in leadership roles, such as:

Better Problem-Solving
During the COVID-19 crisis, 57.2% of survey respondents said women

g - ranked positively in overall leadership effectiveness ratings, compared to
/ 57.2% 51.5% 51.5% for men, according to a report from Harvard Business Review.

) [f’ Superior Soft Skills
O Studies also show that women outperform men in 11 of 12 key
[1 emotional intelligence competencies, which the U.S. Department
of Labor refers to as “even more important to work readiness”
than technical - or hard - skills.

Greater Financial Gains

A study on female representation in top management
found that companies that prioritized innovation saw
greater financial gains when women were part of the top
leadership ranks. Plus, companies in the top quartile for
gender diversity were 15% more likely to outperform the
competition, according to McKinsey & Co.

Women Empowering Women
Research from Harvard Business
Review also found that women who
2.5X “had a female- dominated inner

HIGHER  circle of one to three women landed
leadership positions that were 2.5
times higher in authority and pay than
those of their female peers lacking this
combination.”

Women empowe-
ring women

A study finds female-
dominated inner circles are
key to women gaining
leadership roles.

Source:
https://news.northwestern.edu/stories/20
19/01/most-successful-women-surround-
themselves-with-other-women/ and
https://hbr.org/2018/09/dont-
underestimate-the-power-of-women-
supporting-each-other-at-work

Source of the graph: https://www.peoplescout.com/wp-content/uploads/2021/07/WIL-infographic-03-1200x1233-1.png
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Initiative ,Inspiring Women in Leadership”

In August 2017, the First Minister of Scotland, Nicola Sturgeon,
announced the creation of a one-year mentorship programme. In
2018 it started with 20 mentors and mentees, in 2021 it continued
with 38 pairs. Example: KARYN MCCLUSKEY, Chief Executive,

Community Justice Scotland.

68 ng

Teresa Michel Il Lisa Krystle
Cherry

800

Khadija
Coll MBE

Brul mpt Comer-Smith

i WHL

@@9@

Source: https://pbs.twimg.com/profile_images/1382319645311578118/gYriLixm_400x400.ipg
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Role models

Female leader role models empower women in leadership

Female role models

* 85%: Having female role
models is important for
women to succeed in the
workplace

Source: https://gwmbh.org/wp-content/uploads/2019/04/Picturelkjkijkiki.ong and loana M. Latu et al., 2019
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Equal measures 2030: data to measure UN goal #5

2019 SDG Gender Index includes 51 indicators and cove

rs 129

countries. Equal measures 2030 is an independent civil society and
private sector-led partnership (https://www.equalmeasures2030.org/).

- 2019 SDG GENDER INDEX
Ten highest and lowest scores by country
B8 Denmark e Sierra Leone
EEE Finland oy Liberia
EEONI Sweden a1 Nigeria
S Norway w0 Mal
BEE Netherlands 50 Mauritania
8BS Siovenia Mo Niger
BEAN Germany wr Yemen
ESENII Canada w“o Cango
AN reland w2 DR Congo
B Australia 334 Chad
Global index scone Country Global index score Country

Source: https://www.iasparliament.com/uploads/files/sdg-gender-index.png

W
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Gender equality: differences of perception

* Three quarters of Spanish
men say: ,When it comes
to giving women equal
rights with men, things

have gone far enough in my

country”.

= Japan and the UK were the
countries with the least
respondents agreeing that
gender equality had
progressed far enough.

= High discrepancy between
men and women in
Sweden (20 percentage
points) and Germany (26

pps).

Source: http://cdn.statcdn.com/Infographic/images/normal/17293.ipeg

Have We Done Enough
For Women?

Share of respondents agreeing that women's rights
have "gone far enough" in their country (2020)

O Women [O Men

0% 10% 20% 30% 40% 50% 60% 70% 80%

Selected countries out of 26 included in online survey among 18,800 adults
Source: Ipsos

@D B statista¥a
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Dashboard of women’s economic activity in MENA

) .
O E C D p ro l I l I S I n g Today 2 out of 10 women [ tabour force participationrates (%) | $2.7 trillion could be

in MENA are working or added to the regional
searching for a job compared to B Women Il Men GDP if men and women

7 out of 10 men. participated equally in the

practices fir MENA NP LU -
countries e .
| = @ E

W Women

: : S
: 34%_ 57% STEM : - B Men WA Youihln MENA -

MENA women have narrow access to femamevei i BRI .. o twice iy camentobe unemployed,

leadership opportunities. o seReRe

Raising the share of women’s n A 2 & "..‘ ia e

Agricullure  Education  Health  Public admin omer MR ol 13% .- 20%
Ieadership in bOth the pu b|IC d nd ------ INFORMALITY AND VULNERABILITY ==-++
rivate sectors is key as it fosters Yo r R Bl
° / SR o Sl— Zoien

more gender-sensitive organizational | ....comee | o o E—

: L 3
informal employment & women are more likely to be working in vulnerable & 67% of child domestic ﬂ
5 Z

Cu It ures an d p ra ct i ces. than men in the MENA region. & secfors, such as family farming, and be self-employed. £ are girl.

------ ENTREPRENEURSHIP «+=+
@ Women can register a business in the same D [Lreatrates (6, lsﬂvearsold | men W women
S8 way as men in MENA.
MENA = Middle East and North African B ont 38% orwomen e nove s b '@ @' @@ @'
o account compared to 57% of men.
H H HH H A t ital : Jord Tunisia Morocco
CO u n t r I e S (A | ge rl a ) DJ I b O u t I ’ Egy pt, | ra q ) |p9 obi’ggzs'ofwgggal v‘l:u:I:\egp:)nset:r:ouzeu;?:egoh!\o’ i on u(:l’e::ge 8% of women in MENA participate in TEA
MENA. compared to 13% of men.  *IEA: tofal ecrly enfrepreneurial activities

Jordan, Lebanon, Libya, Mauritania, Morocco, | .. SOCTAl O
Saudi Arabia, Syria, Tunisia, United Arab R, v
Emirates and Yemen). S ! . T

e .2 e
o i Younger men in MENA do not
I%‘I hold more liberal views on
gender equality than their elders.

Source: https://www.oecd-ilibrary.org/sites/456fed82-en/images/images/01-chapterl/media/image2.png
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ILO — regional conference on women and the

future of work in Asia and the Pacific

Why is it important to increase the number of

women leaders in business & managemenrt?

s

T

SOUTHEAST OECD
ASIAN REGION

For Southeast Asia, the
average share of working
women who are
self-employed is 50%,
compared to 13% in the
OECD region

@,e=f
00 = &

%

COMPANIES WITH
GENDER DIVERSITY IN
MANAGEMENT TEAMS
have better financial returns &
business outcomes than
those with big gender gaps

WOMEN ARE
UNDERREPRESENTED
AT EVERY LEVEL OF THE
CORPORATE LADDER -
but the higher up the ladder,
the wider the gender gap

B
YYS 2044

Better Work flagship
programme in the garment
sector found that training
female supervisors is
improving productivity by up to
22%

P BARRIERS TO WOMEN'S
EADERSHIP IN BUSINESS &
MANAGEMENT

1 managing
=/ work & family
responsibilities
gender
stereotypes
masculine
corporate cultures

o
/.

0-40%

International Trade Union
Confederation estimated that
between 30 - 40% of women
workers in the Asia-Pacific
region had reported some
form of harassment.

Source of the graph: https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/documents/image/wcms 617384.png

Australian Government

IMAGINE A FUTURE
OF WORK WHERE...

+ 50% of CEOs are

there are no glass
ceilings or glass walls

diversity is valued &
everyone recognises
that differences are
strengths

Women in business
& management can
be a #GameChanger
& drive inclusive
growth & more
sustainable
enterprises

W
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