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Preface

For the past five years, the International Labour Organization (ILO) has built a case for higher
representation of women in decision-making positions. Our first global report on Women in Business
and Management: Gaining Momentum was published in 2015 and we have continuously worked with
employer and business membership organizations (EBMOs) globally to present the business case for
gender diversity, provide information and data on the evolving situation of women in management and
boardrooms and showcase good practice examples from enterprises and EBMOs on their measures and
strategies to shift the status quo.

We know that improving gender diversity in the workplace does not only benefit women. Mounting
evidence shows that it is a boon to societies, economies and enterprises themselves. Encouragingly,
we are seeing considerable efforts by enterprises and EBMOs to reap the benefits of having women at
the top across countries in all regions. Still, progress has been patchy, and, in some cases, the pace of
change has not been compatible with the positive evidence. The success of these efforts is crucial in
enabling enterprises to secure talented women and men who will seize new growth opportunities and
offer business solutions as we navigate the forces that are transforming the nature of work.

In 2019, we present our second global report on Women in Business and Management: The business
case for change. Our new report, conducted together with EBMOs and nearly 13,000 surveyed
enterprises across the globe, offers new insights into how gender diversity at the top improves
organizational performance. These include how the many dimensions of an organization’s policies, a
gender-balanced workforce and a gender-inclusive culture, among other factors, move the needle for
more women to hold decision-making power. In short, this report explores the business case for gender
diversity in the workplace and women’s representation at the management and board levels, and it
evaluates the success of various inclusion initiatives.

The business case for gender diversity has been quantified and measured in numerous studies. Our
own research reinforces and expands this evidence at the global scale — all enterprises stand to benefit
from higher profitability and productivity; increased ability to attract and retain talent; greater creativity,
innovation and openness; enhanced reputation; and the ability to better gauge consumer interest and
demand. The benefits are not insignificant: nearly three out of four surveyed enterprises that cited
improved bottom line indicated a profit increase of between 5 and 20 per cent.

With this in mind and given the changing nature of work as well as current and future skills shortages, it
is imperative for enterprises to make a strategic choice to develop their organizations into a workplace
where talented women and men want to be and create enabling conditions that lead to success.

Positively, the female talent pool is widening globally with women surpassing men in tertiary education,
and more women than ever before are entering into science, technology, engineering and mathematics
(STEM) disciplines. But close to half of the enterprises we studied considered retention of skilled women
as a challenge for their businesses. Furthermore, our research shows that the more senior the position
within a company, the fewer women there are to be found, known as the “leaky pipeline”. Separately,
another major issue our research highlights is what’s known as “glass walls”, or occupational segregation
within management functions. Here, women in middle and senior management tend to be concentrated



in certain industries: according to our research, human resources, finance and administration, and
marketing and sales. By contrast, men are more dominant in operations, research and development,
and profit and loss functions that are considered to be more strategic for enterprises and can often be a
springboard to higher level positions

When it comes to the boardrooms, studies suggest that enterprises need to reach a critical mass of 30
per cent women in order to reap the benefits of gender diversity. Our research shows that one third of
enterprises surveyed are governed by a board that is constructed by this critical mass. This means the
majority of boardrooms would still gain from adapting approaches that generate inclusive leadership.

So how can enterprises better leverage gender diversity to generate improved business outcomes, create
high performing teams and take effective action to close the gap between aspiration and reality? Broadly,
enterprises need to proactively ensure equal opportunities for all staff — so that career paths do not
diverge at early stages and there is a healthy pipeline of women right up to the top.

Importantly, practising gender diversity is more than ensuring that human resources policies are
adequately aligned. It is also about creating an inclusive, respectful culture that is not dominated by one
gender and that delivers the diversity of thinking that women and men bring to the table. While workplace
cultures are often influenced by wider societal norms, enterprises and EBMOs can play a critical role
in dispelling these biases and challenging traditions. Ultimately, businesses have the ability to directly
influence and shape a gender-inclusive workplace that works for all, at all levels, and simultaneously reap
the associated benefits.

As we work towards the attainment of the Sustainable Development Goals, especially Goal 5 on
advancing gender equality and women’s empowerment, we encourage all businesses and their
representative organizations, Governments and other stakeholders to take a proactive and considered
approach to achieving this goal. It is our hope that the findings of our report assist enterprises and EBMOs
globally in making gender diversity central to their strategic business agenda.

Deborah France-Massin

Bl Mos_

Director
Bureau for Employers’ Activities
International Labour Office



Contents

Preface iili
Acknowledgements Xi
Executive summary xii
Abbreviations Xiv
Introduction 1
Scope of enterprise survey on women in business and management 12
1. The business and economic case for a gender-diverse workforce 14
1.1 The effect of female employment on GDP 16
1.2 Gender diversity initiatives enhance business outcomes 19
1.3 Gender diversity’s link to enterprise profits 22
1.4 Attracting and retaining skills 24
1.5 Female talent pool still widening 25
2. Gender diversity in business and management 28
2.1  Women in management 30
2.2 Women as business owners 36
2.3 Chief executive level 40
2.4  Talent pipeline leaking 42
2.5  “Glass walls” hindering the pathway to the top 44
2.6 Fixing the leaky pipeline 46
3. Gender diversity in the boardroom and corporate governance 48
3.1 Women on boards 50
3.2 Women as board chairpersons 53
3.3 Gender diversity on boards and its wider impact 54
3.4  “Glass walls” on company boards b5
3.5 Initiatives to advance gender diversity on boards 56



4. Transforming the wider business environment 60
4.1 Shaping a gender-inclusive organizational culture 62
4.2 Reducing the pay gap 68
4.3 Implementing effective enterprise policies and measures 72

Way forward 77

Bibliography 80

Annexes
Annex |. Estimations 89
Annex Il. Supplementary figures and tables 94
Annex Ill. Glossary 130
Annex IV. Country groupings by region and income level 131

vi



List of boxes

Box 2.1
Box 2.2

A glimpse into women managers from the pool of survey respondents ............................

Case study on women in business in Central AMEriCa ......oooeeeeiiiiiiiiiiiiccee e

List of figures

Figure 1.
Figure 2.
Figure 3.
Figure 4.

Figure 5.

Figure 6.

Figure 7.

Figure 1.1

Figure 1.2
Figure 1.3

Figure 1.4

Figure 1.5

Figure 1.6

Figure 1.7

Figure 1.8

Figure 2.1
Figure 2.2

Figure 2.3

Figure 2.4

Figure 2.5

Labour force participation rate by region, 1991-2018, (A) female and (B) male...............
Employment-to-population ratio by region, 1991-2018, (A) female and (B) male ............
Unemployment rate by region, 1991-2018, (A) female and (B) male..............................

Share of employment in management positions by region, average 1991-2018,
(A) female and (B) Male ...uvveei i

Share of employment in management positions by region, 1991-2018, (A) female
ANA (B) MAIE e

Index of women and men in management positions by region, 1991-2018 (base
year 1991=100), (A) Africa, (B) Asia and the Pacific, (C) Europe and Central Asia,
(D) Latin America and the Caribbean, (E) Middle East and North Africa, (F) North
FAN A LT (o= NPT

Share of women in middle and senior management, (A) United States and
selected countries in Europe, 2000—2017 (B) selected countries in Latin America,
2012-2017 and (C) selected countries in Asia and the Pacific, 2011-201.....................

Output partial elasticity with respect to female employment for ten countries
with the highest partial elasticity, 1991—2017 ...

Output partial elasticity with respect to female employment by region, 1991-2017 ........

Share of enterprises reporting whether initiatives on gender diversity and
equality helped enhance business outcomes, results by world and region.......................

Share of enterprises reporting improved business outcomes resulting from
initiatives on gender diversity and equality, results by world and region ...........ccccccccoee...

Share of enterprises reporting increased profit resulting from initiatives on gender
diversity and equality, results by world and region.........o.ouuee e

Share of enterprises according to whether retention of skilled women is a
challenge for their organization, results by world and region.............ccccceeeeiiiiiiiiiiiiiiiin,

Share of women among total tertiary graduates, average annual rates, latest years,
results by WOrld @nd FEGION ........i i

Share of women among total tertiary STEM graduates, average annual rates, latest
years, results by world and regioN ..........oooiiiiiii i

Share of enterprises by proportion of female employees in their workforce......................

Share of enterprises by proportion of female managers at four levels of
management, (A) results by management level and (B) results by region ........................

Share of women in management, latest years, selected countries by region,
(A) Africa, (B) Americas, (C) Asia and the Pacific, (D) Europe and Central Asia
and (E) Middle East and NOrth AfriCa......oociiieee e

Share of women as employers, 1991-2018, (A) results by world and region and
(B) results by COUNTrY iINCOME SrOUD ..vveeiiiiiiieeee ettt

Comparison between the share women managers and women employers, selected
countries with higher shares of women as employers, latest years..............ccoeeevivvvnnnne.



Figure 2.6

Figure 2.7

Figure 2.8

Figure 3.1

Figure 3.2
Figure 4.1
Figure 4.2

Figure 4.3

Figure 4.4

Figure 4.5

Figure 4.6

Figure 4.7

Figure 4.8

Figure 4.9

The gender of the CEQ in enterprises (A) results by world and region and (B) results
DY BNIEIPIISE SIZE e 40

Share of women in employment, in total management and in middle and senior
management for selected countries, latest years ... 44

Share of enterprises with women in functional middle and senior management

areas by World and rEZION.......coiiiii e 45
Share of enterprises reporting the proportion of female board members, results by

(Vo] d[o Ir=T ale N g=T =1 o] o PRSP b1
Gender distribution of board chairpersons, world results and results by region.................. b3
Assessment of gender diversity in organizational culture, results by world and region....... 63

Share of survey respondents who agreed that their organizational culture mirrors
the society and traditions, world results and by region ...........ooovviieieei i 64

Share of survey respondents who agreed that women face greater difficulties
reaching top-management positions with equal skills and qualifications,
(A) results by world and region and (B) results by gender ..o 65

Share of survey respondents who agreed that women lead just as effectively as men,
(A) world results and by region (B) results by gender.........ccii 66

Share of survey respondents who agreed that a top-level career implies “anytime,
anywhere” availability to work and geographical mobility ...........ccccviiiiieeei 67

Share of survey respondents who experienced changes in productivity as a result
of flexible work and/or remote or telework arrangements by world and region................... 67

Gender pay gap among managers and total employees for countries by region,
latest years, (A) Africa, (B) Americas, (C) Asia and the Pacific, (D) Europe and
Central Asia and (E) Middle East and North Africa........coooeoeiiiiieee e, 68

Share of enterprises with equal employment opportunity or diversity and inclusion
policies by world and reZION .......oooiiiiiee e 72

Share of enterprises by region and world average,with selected initiatives to
promote Women in ManagemMent .. ..o 73

List of illustrations

lllustration 1. Share of women in management positions, lateSt Years ..........ccvveeeeeiiiiiiiiiiiieeee . 7
lllustration 2. Share of women in middle and senior management, latest years............cccovvvvivviceeeennnn. 9
lllustration 3. Scope of ENtEIPriSE SUINVEY .....ooiiiii e 12
llustration 4. Chapter 1 OVEIVIEW .......oooiiiiiii e 15
Hlustration 5. Chapter 2 OVEIVIEW .........ooiiiii e 29
Hlustration 6. Chapter 3 OVEIVIEW ..... .ot 49
HIUStration 7. Chapter 4 OVEIVIEW ... ..ottt e e 61
List of tables
Table 2.1 Share of women and men in different managerial positions when the enterprise

workforce is gender-balanced (PErCENtAgEe) .......oeviveeeeiii i 43
Table 2.2  Share of women as permanent full-time workers and in top management of

viii

enterprises, by world and region, latest available years (percentage)..........coooeeeeiiiiiniinn, 43



Annexes

List of figures

Figure Al.

Figure A2.

Figure A3.

Figure A4.

Figure A5.

Figure A6.

Figure A7.

Figure A8.

Figure A9.

Figure Al10.

Figure All.

Figure Al12.

Figure A13.

Figure Al4.

Figure A15.

Figure Al6.

Figure Al17.

Figure A18.

Figure A19.

World labour force participation by sex, 1991-2018 (base year 1991=100),

(A) rate @nd (B) INAEX ... 94
Labour force participation rate index by region, 1991-2018 (base year

1991=100), (A) female and (B) Mal@ .........cooiiiiii e 94
Employment-to-population index by country income group, 1991-2018 (base

year 1991=100), (A) female and (B) Male......cc.uveiiiiiiieeee e, 95
World unemployment by sex, 1991-2018, (A) rate and (B) index (base year

LOO0T=T00) i 95
Unemployment rate index (base year 1991=100) by region by (A) female and

(BYmale, 1991 —2008 ..o 96
Unemployment rate index (base year 1991=100) by country income group,

19912018, (A) female and (B) Male......oooommmmeeee e 96
Share of employment in management positions by country income group,

1991-2018, (A) female and (B) Male ........oooiiiiii e 97
Women and men in management position, index by country income group,

(A) low-income countries, (B) lower-middle-income countries, (C) upper-middle-

income countries, (D) high-INCOME COUNLIIES . ...vvviiiiiiiiiceeee e 97
GDP and female employment growth rate by region, 19912017 .....cccooeeiiiiiiiiiiiiiiiiiiiinns 98
Share of enterprises reporting whether initiatives on gender diversity

and equality helped enhance business outcomes, (A) enterprise size and

(B) BCONOMIC SEBCION ..o 98
Share of women among total tertiary graduates by region, earliest and latest

years, (A) Africa, (B) Americas, (C) Asia and the Pacific, (D) Europe and Central

Asia and (E) Middle East and North AfriCa .......coooiieiiiieeeeeeeee e 100
Share of women among total tertiary STEM graduates by region, earliest and

latest years, (A) Africa, (B) Americas, (C) Asia and the Pacific, (D) Europe and

Central Asia and (E) Middle East and North AfriCa ......coooeiiiiiiiiiiiiiiiiee e, 102
Share of enterprises by proportion of female managers at four levels of

management, (A) by enterprise size and (B) by economic Sector .........cccoocvvveeiiiinnnnes. 105
Women as employer index (base year 1991=100), 1991-2018, (A) region and

world and (B) COUNtrY INCOME BIOUD ..vviiiiiiieeei ettt e e 107
Index of women and men as employers (base year 1991=100), 1991-2018,

(A) region and (B) WOTI ..o 108
Gender of the CEQ in enterprises by eConomic SECION ... .coiiiiiiiiiiiiiiieee e, 109
Share of enterprises with a female top manager by region, latest years,

(A) Africa, (B) Americas, (C) Asia and the Pacific, (D) Europe and Central Asia

and (E) Middle East and NOrth AfriCa.......coooeioeeeee e 110
Share of women in employment, total management and middle and senior

management by region, latest years, (A) Africa, (B) Americas, (C) Asia and the

Pacific, (D) Europe and Central Asia and (E) Middle East and North Africa .................... 112
Share of enterprises reporting the proportion of female board members,

(A) enterprise size and (B) CON0OMIC SECTON.....ccoiiiiiiiieee e 115



List of tables

Table Al.
Table A2.

Table A3.

Table A4.

Table A5.

Table A6.

Table A7.

Table AS8.
Table A9.

Table A10.

Table A11.

Table A12.

Table A13.

Table A14.

Table A15.

Table Al6.

Table A17.

Table A18.

Table A19.

Table A20.

Partial elasticity of GDP with respect to female employment ........cccooooiiiiiiiiiiiiceeeeeee 90

Predicted probabilities for enhanced business outcomes in relations to various
eNterprise CharaCleriSTICS ..uuuiiiiiiiiii e 93

Predicted probabilities of improved business outcomes in relations a gender-
inclusive business culture and an equal employment opportunity policy or diversity

AN INCIUSION POICY wvuiiie e 93
Predicted probabilities for enterprises to face challenges in retaining skilled women

when the enterprise culture is gender-iNCIUSIVE ......ooooiiiiiiiiiiiccee e 116
Predicted probability for surveyed women to be in management positions in

relations to various enterprise CharacteristiCs ....uuuiiiiiiiiii e 116
Likelihood for enterprises to have a female CEO in relations to various enterprise

initiatives, policies and CharaCteriStiCS . ....uuuii i 116
Share of enterprises with women as top manager or CEO according to enterprise

Size by region, lateSt YA ....viiiiii e 117
Women CEOQOs of publicly listed companies for selected countries, latest years................ 120

Likelihood for enterprises to have women in middle management, senior

management and executive positions in relations to (A) the effects of a gender-

balanced workforce, a female CEO, female chairperson and women in boards and

(B) the effects of enhanced ProfitS..........eeeiiiii i 121

The likelihood for women to be managers by function by (A) middle management
and (B) Senior Management ... ...ooii i 122

Share of women on boards for listed or largest companies for selected countries,
Fo Y LY=L £ TSR 123

Share of companies with women as board chairpersons in publicly listed companies
for selected COUNtrieS and FEZION ........coiiiiiiiii e 125

Likelihood of enhanced business outcomes in relations to the proportion of women
on boards and female ChairPErSON........cooiiiiiii e 126

Likelihood of an enterprise to have a woman as the board chair in relations to
various enterprise initiatives, policies and characteristics........coooovviiiiiiiiei e 126

Effect of gender-balanced boards on the likelihood for women to be in senior
management and top executive POSITIONS ....u.eeiii i 126

Measures undertaken in terms of laws and voluntary initiatives to accelerate the
inclusion of women on boards for selected COUNIIES .....covivvvie i 127

The effect of enterprises with a male dominated culture on the likelihood for the
chairperson to be a woman and boardroom to be all-male ........ccccooeviiieiiiiiiiie 128

The effect of gender-balanced boards on the likelihood for an enterprise to have a
8ENAEr-iNCIUSIVE CUITUIE ..o 128

Average marginal effects of a gender-inclusive business culture on the likelihood for
enterprises to have women in various management [evels.........cccvviiiiiiiieeieeiieiis 129

Average marginal effects of an equal employment opportunity policy or diversity
and inclusion policy on the likelihood for enterprises to have women in various
management levels and on enhanced business OULCOMES .....vviieiiiiiiiiiiiiiiicceeee e 129



Acknowledgements

The report was prepared by the Bureau for Employers’ Activities (ACT/EMP) of the International Labour
Organization (ILO) with contributions from colleagues in Geneva and field offices. Jae-Hee Chang, Senior
Programme and Operation Officer of ILO-ACT/EMP, managed the research process from design to
implementation and co-authored the report. Jose Luis Viveros Afiorve, Employers’ Activities Officer and
Economist of ILO-ACT/EMP, led the data analysis and is a co-author of the report. Linda Wirth, an expert
gender consultant, provided instrumental technical input throughout the report’s development and is
also a co-author of the report.

The report was produced through a global team effort from ILO-ACT/EMP. Special thanks to
ILO-ACT/EMP specialists in various parts of the world for their useful comments and guidance, including
Julie Kazagui (Dakar), Maria Victoria Giulietti (Lima), Gary Rynhart (Pretoria), Jeanne Schmitt (Turin) and
Roberto Villamil (Lima). Geneva-based colleagues, including Samuel Asfaha, Laura Greene and Henrik
Moller, also helped shape out the report.

The ILO Department of Statistics provided critical assistance and advice for accessing and navigating the
most up-to-date labour market statistics. Deep appreciation goes to Rosina Gammarano, Roger Gomis,
Steven Kapsos and Ritash Sarna for their excellent collaboration and support.

We would also like to thank the Gender, Equality and Diversity Branch of the ILO for their valuable input.
Appreciation is extended to Umberto Cattaneo and Emanuela Pozzan.

The report could not have been developed without the support of national employer and business
membership organizations in Africa, Asia and the Pacific, Europe and Central Asia, Latin America and
the Caribbean and Middle East and North Africa. These organizations critically enabled the information
collection process and reached out to their enterprise members so we could gather the evidence base
for the report. In addition, special thanks goes to the International Organisation of Employers (IOE) for
their support and review of the report. Maria Paz Anzorreguy and Akustina Morni from the IOE are duly
acknowledged.

We also wish to acknowledge the contributions of numerous individuals and organizations in developing
this report. The University of California, Los Angeles, Anderson School of Management Applied
Management Research team, consisting of Katie Donovan, Anna Goldberg, Jessica Lin, David Poli,
Jennifer Yoohanna as well as the faculty advisor, Paul Park, played critical roles in enabling us to present
the report with strong business engagement. Additionally, Marco Faytong-Haro, Alexandre Henry and
Linda Vega Orozco provided support in analysing and producing data at various stages. Finally, Hannah
Murphy, Mary Ann Perkins and Dick Wolfe offered content direction and business editing to this report.

xi



Executive summary

Globally, since 1991, the share of women’s participation in the labour force has grown, albeit with
differences from region to region and within regions. In the Middle East and North Africa the growth has
been slow and fitful, with participation rates remaining well below those of other regions. In Latin America
and the Caribbean the share of women in the labour force is increasing at a good pace, however, in Asia
and the Pacific there have been declines.

This research finds that the share of women in managerial positions across the globe is growing
considerably. From 2002, a steady upward trend of women filling the ranks at greater speed than men is
seen, particularly in Asia and the Pacific, Latin America and the Caribbean, and Europe and Central Asia.
However, the increase has been markedly smaller in some regions, such as Africa and the Middle East.
These gains have yet to lead to a major shift in the gender composition of senior leadership and decision-
making positions within companies. According to our global survey of almost 13,000 enterprises in 70
countries, nearly half of enterprises reported that women hold fewer than 30 per cent of entry-level
management positions. Given these figures, it comes as no surprise that in 60 per cent of companies,
fewer than 30 per cent of senior managers and top executives are women. Gender balance, both in the
general workforce or among senior managers, is defined as 40-60 per cent of either gender.

The finding of our report that is of paramount importance is that gender diversity is a smart business
strategy: the lack of gender diversity may act as a barrier to enhanced business performance. Most
companies of all sizes around the world report that gender diversity helps improve business outcomes.
Of the enterprises surveyed reporting improved business outcomes, over 60 per cent report higher
profitability and productivity. Gender equality is also good economics. Increasing women'’s labour force
participation has been shown to boost the gross domestic product at the national level.

Through probabilistic modeling of the data gathered, our research quantified the extent to which business
outcomes may be improved by an inclusive enterprise culture and policies. Our findings indicate that
enterprises with equal employment opportunity policies and gender-inclusive cultures are over 60 per
cent more likely to have improved profits and productivity, and they are almost 60 per cent more likely
to experience enhanced reputation, greater ease in attracting and retaining talent, and greater creativity
and innovation.

Of the companies surveyed that track the impact of gender diversity in management, 74 per cent report
profit increases of 5 to 20 per cent. Our assessment shows that enterprises with a gender-inclusive
culture are 9 per cent more likely to have improved business performance. These are significant numbers,
considering the measures companies take to achieve 2-3 per cent increases in margins. Enterprises
that report these results see gender diversity as part of a larger dynamic of innovative and sustainable
business practices, which also contribute to improved outcomes. These are companies focused on the
future and how best to thrive in a changing global business environment.

The business benefits of gender balance accrue when a gender-inclusive culture begins to flourish. A
gender-inclusive culture requires a critical mass of women in management, senior leadership and on
boards of directors, of at least 30 per cent. The benefits can be dramatic when there is gender balance
on the board of directors. A board with few, or no, women is more likely to have a male-dominated culture
and greatly reduced chances of achieving gender equilibrium. When enterprises have gender-balanced
boards, the positive effects on enhanced business outcomes are the largest.
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Unfortunately, most businesses do not have this level of gender diversity. Why?

There are a couple prime contributors to this shortfall. One is the “leaky pipeline”, in which the
representation of women decreases as the level of management increases, resulting in continued male
dominance of the chief executive level and boards. Over 78 per cent of enterprises surveyed reported
having a male CEO. With increasing enterprise size, the percentage of female CEOs drops from 26 per
cent in small enterprises, to 20 per cent in mid-sized enterprises, to only 16 per cent in large enterprises.

Like the leaky pipeline, “glass walls” are an obstacle to gender diversity. Many managers are segregated
by gender, and women are more often managers in support functions, such as human resources, finance
and administration, while men dominate functions that are considered to be more strategic, such as
research and development, operations and profit and loss that typically lead to the chief executive level
and board membership. The result is that less than a third of surveyed enterprises have attained the
critical mass of 30 per cent women board members, and 13 per cent still have all-male boardrooms.

As stated, the lack of gender balance can be a bar to enhanced business performance. Regression
analysis finds that enterprises with gender-balanced boards are almost 20 per cent more likely to have
enhanced business outcomes. Having a woman as the board chairperson also positively impacts
business outcomes.

There are tried and tested ways to close the leaks in the pipeline and remove the glass walls. It starts with
a gender-balanced workforce (40-60 per cent of each sex). There is a positive association between having
a female CEO and greater gender diversity in middle, senior and top management positions, indicating
that the presence of a female CEO creates incentives for gender diversity. Male-dominated or male-only
boards are less likely to achieve equilibrium between men and women in middle management, while
enterprises with women as board chairs are more likely to have gender balance in middle management.

Gender-inclusive policies and their enforcement are important for achieving gender balance at all levels.
Almost 75 per cent of the enterprises surveyed have equal opportunity or diversity and inclusion policies,
but more specific actions are needed so that women gain the experiences that prepare them to be
promoted to strategic areas of business. The gender pay gap must be closed. While some countries have
narrowed the gap, it remains significant overall. According to the ILO 2018 weighted global estimates,
the gender pay gap globally is 22 per cent when using median monthly wages.

The research shows that enterprise cultures that predominately require “anytime, anywhere” availability
create an unfair impact on women, who generally carry greater household and family responsibilities.
Policies that can lead to greater inclusivity and work-life balance for both men and women, such as flexible
working hours and paternity leave, are important and worth exploring. Some enterprises are already
introducing systems and technology that focus on capturing employee performance or productivity in
tandem with flexible work arrangements. This model could be as, or even more, effective and sustainable
than the “anytime, anywhere” approach.

The business case for gender diversity, particularly for increasing the proportion of women in the
management and board pipelines, is compelling. To be successful in the global economy of today and
tomorrow, smart companies will make gender diversity a key component of their business strategy.
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Introduction

Today’s business environment is going through a period of rapid
change. New and emerging technologies, expanded markets,
more global consumer bases and heightened competition for
the best talent mean that many enterprises have to review their
business strategies and priorities.

While complex socio-economic trends add to challenges enterprises encounter, having staff equipped
with the right skills and talent — regardless of their gender or background — enables enterprises to better
navigate any upheaval. Now, more than ever, businesses need to embrace gender diversity as part of
their talent management strategy.

In examining nearly 13,000 enterprises in 70 countries across five regions, we find that gender diversity
is necessary for competitive business performance and can boost the bottom line, but it also creates
broader incentives for gender equality within enterprises. More specifically, our research shows that
when top executive positions and boards are diverse, this helps more women into middle and senior
management positions, reduces occupational gender segregation and creates a more inclusive workplace
environment overall.

Our report adds to the growing body of evidence that shows many enterprises are actively pursuing ini-
tiatives to boost the number of women in their talent pool for management and board membership. But
it also shows that these efforts alone are insufficient.

Globally, research and statistics confirm that progress towards gender diversity in a range of leadership
tiers is sluggish and differs by region. Enterprises still need to translate their policies into more concrete
action.

To place our enterprise survey findings in the wider socio-economic context, in this introductory chapter
we first present the landscape of the labour market worldwide followed by our survey methodology and
a summary of enterprise characteristics.

Labour force participation rates

The gender gap in labour force participation rates has narrowed over the past 30 years.! However, in al-
most every country in the world, men are still more likely to participate in the labour market than women.
According to the ILO, the average global labour force participation rate of women in 2018 stood at 48.5
per cent while that of men was 75 per cent. This equates to a 26.5 percentage point gender gap in labour
force participation (ILO, 2018a).

1 The labour force participation rate is a measure of the proportion of a country’s working-age population that engages actively in the
labour market, either by working or looking for work.
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Several overarching trends stand out when examining the average female labour force participation rate
for the period 1991 to 2018 (see figure 1) as well as the change in their participation rate using 1991 as
the base year (see Annex I, figure Al). Firstly, North America leads with the highest average rate. Looking
back over time, the region showed a steady upward trend in the 1990s, a flat trend during most of the
2000s and a downward trend between 2008 and 2014 in the wake of the financial crisis, followed by a
modest recovery since 2015. Still, the growth of the North American female labour force participation
rate has not rebounded to pre-crisis levels.

By contrast, the Middle East and North Africa has the lowest female labour force participation rate among
all regions despite its moderate upward trend in recent years, increasing from 17.2 per cent in 1991 to
19.7 per cent in 2018.

Meanwhile, the average female labour force participation rate for Latin America and the Caribbean has
grown at the fastest pace, even surpassing that of Europe and Central Asia in the early 2000s. Indeed, it
posted an increase of 9.6 percentage points between 1991 and 2018 (from 42.1 to 51.7 per cent).

The average female labour force participation rate in Asia and the Pacific has significantly and steadily
declined over the past nearly three decades, dropping by 7.6 percentage points (from 52.9 in 1991
to 45.3 per cent in 2018). In Africa the average rate changed marginally during the 1990s, revealing
little progress on women’s participation in the labour market.? Nonetheless, a modest upward trend is
observable from 2010.

By contrast, men’s labour force participation rate has declined over the past three decades across all
regions. In the Middle East and North Africa, men’s labour force participation moderately recovered in
the 200813 period and subsequently declined.

Figure 1. Labour force participation rate by region, 1991-2018, (A) female and (B) male
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Source: [LOSTAT.

2 Marginal improvement in the labour force participation of women in Africa can be explained by the effects of demographic changes.
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Employment growth rates

To account for population growth, we examine the employment-to-population ratio.® This indicator in-
forms the capacity of an economy to create employment.

Looking at the different trends across regions, an upward trend is seen for Latin America and the Ca-
ribbean for women employed as a share of the working-age population, increasing from 38.8 per cent
in 1991 to 46.7 per cent in 2018 (see figure 2). This confirms that the increase in the female labour
force participation rate over the same period has been driven by employment gains. By contrast, the
employment-to-population ratio has a downward trend in Asia and the Pacific, suggesting that a share
of the female population is not directly involved in market-oriented activities because they are either

unemployed or out of the labour force due to increased enrolment in secondary education (Dasgupta
and Verick, 2016).

When observing by country income group, two contrasting trends are found. We see an upward trend in
female employment as a share of the working-age population for high-income countries, whereas it has
moderately declined in low-income, lower-middle-income, and upper-middle-income countries. At the
same time, male employment has declined across countries since 1991 (see Annex Il, figure A3). These
trends suggest that low-income, lower-middle-income, and upper-middle-income countries require an
enabling business environment that leads to the creation of greater female employment.

Figure 2. Employment-to-population ratio by region, 1991-2018, (A) female and (B) male
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3 The employment-to-population ratio is defined as the proportion of a country’s working-age population that is employed. A high ratio

means that a large proportion of a country’s population is employed.
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Unemployment rates

In line with rising female employment is the gradual reduction of the female unemployment rate across
regions between 1991 and 2018 (see figure 3). During the 1990s the female unemployment rate had
a modest downtrend across some regions, but the most dramatic decline took place in North America.
Over the past three decades, however, Asia and the Pacific, while having the lowest unemployment rate
for both women and men across all regions, exhibited a steady uptrend (see Annex Il, figure Ab for chang-
es in unemployment rate by region using 1991 as the base year).

The job losses caused by the 2008—09 global financial crisis for women and men across all regions were
severe. Nonetheless, the post-crisis recovery is considerable for North America, where historical lows
for unemployment have been reached today. Additionally, Europe and Central Asia has experienced a
decline in the unemployment rate after the crisis. In contrast, female unemployment rates now remain
higher than pre-crisis levels in Latin America and the Caribbean, Africa, lower-middle-income countries

and upper-middle-income countries (see Annex Il, figure A6 for changes in unemployment rate by coun-
try income group).

Figure 3. Unemployment rate by region, 1991-2018, (A) female and (B) male
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Women’s share in management

Between 1991 and 2018, North America boasted the highest share of women in management positions
(36.2 per cent on average for nearly three decades), followed closely by Latin America and the Caribbean
(34.1 per cent on average), as illustrated in figure 4. The highest average rates of men in management
positions for the period were observed in the Middle East and North Africa (89.9 per cent), followed by
Africa (80.3 per cent) and Asia and the Pacific (80.1 per cent).
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Figure 4. Share of employment in management positions by region, average 1991-2018, (A) female and (B) male
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Despite a modest downtrend in the 1990s, the representation of women in management rebounded in
Europe and Central Asia in the early 2000s. In Asia and the Pacific, we see a moderate uptrend where the
share of women in management positions increased from 17.7 per centin 1991 to 22.5 per centin 2018
(see figure b). While progress on the share of women in management is seen across many regions, the
situation has been more erratic in Africa and the Middle East and North Africa — with periods of contrac-
tion and growth. When comparing the regional averages for the past three decades, we see for example
a 26.1 percentage point gap between North America and the Middle East and North Africa.

Figure 5. Share of employment in management positions by region, 1991-2018, (A) female and (B) male
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Using 1991 as the base year, figure 6 depicts the considerable growth of women in managerial positions
across all regions by using an index of change. A steady and steep upward trend of women filling the

ranks at greater speed than men is seen in particular in Asia and the Pacific, Latin America and the
Caribbean and Europe and Central Asia from 2002.

Figure 6. Index of women and men in management positions by region, 1991-2018 (base year 1991=100), (A) Africa, (B)

Asia and the Pacific, (C) Europe and Central Asia, (D) Latin America and the Caribbean, (E) Middle East and North Africa,
(F) North America
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Looking into country income groups, the highest average rates of women in total management from 1991
to 2018 are found in high-income countries (31 per cent) and upper-middle-income countries (26.7 per
cent) whereas the share of men in management is most prominent in lower-middle-income countries
(79.8 per cent) and low-income countries (78.5 per cent) (see Annex Il, figure A7).

lllustration 1. Share of women in management positions, latest years

[ 1 Noinformation available PR

B 1%-10% R e g T

I 11%-20% = T s <"
21%-30%

0 31%-40%

Bl 41%-60%

Il 60%-100%

Source: [LOSTAT.

To analyse the situation of women in middle and senior management, we examine selected countries
where data are available for a consecutive period (see figure 7). In the United States and Germany,
for instance, women middle and senior managers have grown over the past two decades. The United
States stands out among selected advanced economies where women’s share in middle and senior
management is the highest. In Spain, women have also steadily filled the ranks since 2003. However,
the situation is uneven in Portugal and Greece with periods of growth and contraction. In South America,
between 2012 and 2017, women have made more substantial progress at middle and senior manage-
ment levels in Brazil compared to Uruguay and Ecuador. Contrasting trends can be seen in Asia and the
Pacific. Little progress has taken place in Australia in recent years, whereas in the Philippines, there has
been a considerable decline of women as middle and senior managers since 2011. Meanwhile, women
in Thailand have achieved greater representation among middle and senior managers, reaching nearly
30 per centin 2016.
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Figure 7. Share of women in middle and senior management, (A) United States and selected countries in Europe, 2000
2017 (B) selected countries in Latin America, 2012—-2017 and (C) selected countries in Asia and the Pacific, 2011-2016
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lllustration 2. Share of women in middle and senior management, latest years

1 Noinformation available
i 1%-10%
[ 11%-20%
[ 21%-30%
[0 31%-40%
Bl 41%-60%
Bl 60%-100%

Source: [LOSTAT.

ILO enterprise survey on women in business and management: Demographics and
methodology

We conducted a global enterprise survey to better understand current labour market dynamics and as-
sess how enterprises consider gender diversity. The survey looked into gender diversity at the manage-
ment and board level, the challenges women face in the workplace when trying to grow their careers and
opportunities for enterprises to redefine their bottom line with gender diversity in mind.*

In total, we collected 12,940 responses from enterprises across 70 countries in five regions: Africa, Asia
and the Pacific, Europe and Central Asia, Latin America and the Caribbean, Middle East and North Afri-
ca. The enterprise data were collected through an online survey disseminated in 15 languages: Arabic,
Bahasa Indonesia, Bulgarian, Chinese, Croatian, English, French, Malay, Portuguese, Romanian, Serbian,
Spanish, Tagalog, Thai and Vietnamese.

Three overarching themes shape the survey questionnaire:

1. The business case for a gender-diverse workforce, including the improved ability to attract and
retain talent; greater creativity, innovation and openness; increased profitability and productivity;
enhanced enterprise reputation; and increased ability to gauge consumer interest and demand;

4 The report refers to the survey as “ILO enterprise survey, 2018”.

W
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2. Women’s representation in junior, middle, senior and top management and enterprise boards as
well as their representation in different functional areas within the enterprise; and

3. Enterprise policies and culture and perceptions of decision-makers on gender diversity.

The ILO enterprise survey was carried out from November 2017 until January 2018. Of the total respons-
es, the majority came from Latin America and the Caribbean accounting for 37.2 per cent of the global
sample, followed by Asia and the Pacific (20.2 per cent), Europe and Central Asia (19.4 per cent), the
Middle East and North Africa (16.9 per cent) and Africa (10.9 per cent). While our report is not based on
a representative sample for the countries covered, it provides a global overview of how enterprises today
leverage gender diversity and, importantly, covers the situation in small and medium-sized enterprises
as well as local enterprises, which are not sufficiently researched.

In terms of the characteristics of surveyed enterprises, the highest share of responses by sector came
from “other service activities” (15 per cent), manufacturing (12.4 per cent), shop-keeping, sales or trade
activities (10.3 per cent) and information and communication (8.3 per cent).® Enterprises in the survey
were classified into four types according to the number of workers employed: micro (employing less
than two workers), small (employing 2—100 workers), medium (employing 101-250 workers) and large
(employing more than 250 workers). Within the global sample of enterprises, 50.8 per cent were small,
16.6 per cent were medium-sized and 32.5 per cent were large.? The sample included a strong presence
of national and local enterprises (73 per cent) as well as multinational enterprises (27 per cent).

The survey respondents from the enterprises were largely in decision-making positions to ensure the
credibility of the responses to the questionnaire. Of total respondents surveyed, 53.4 per cent were
responsible for departments or business units, and 46.4 per cent managed a team of people. In terms
of gender, almost 60 per cent of survey respondents across the world were men and 40 per cent were
women.

Report structure

This report is organized into four main chapters as follows:

1. Chapter 1 onthe business and economic case for gender diversity presents evidence that female
employment contributes to gross domestic product (GDP) growth and that enterprise initiatives
to support female employment improve business outcomes including financial performance and
profits;

2. Chapter 2 on gender diversity in business and management analyses the share of women in
management positions, including the chief executive level, as well as women running their own
business, while exploring the phenomena of the leaky pipeline and “glass walls”;

5 Economic sectors in the enterprise survey were defined in accordance with the International Standard Industrial Classification of All
Economic Activities (ISIC), Rev. 4. The enterprise survey, however, did not include the following sectors: G. repair of motor vehicles and
motorcycles; T. activities of households as employers; undifferentiated goods- and services-producing activities of households for own
use; U. Activities of extraterritorial organizations and bodies. The eight economic sectors included in the analysis of this report account
for 71.3 per cent of the total surveyed enterprises worldwide; economic sectors accounting for less than 5 per cent each were excluded
from all figures of the report.

& Micro enterprises accounted for less than 0.05 per cent of the global sample and, therefore, are not included in the analysis presented
in this report.

10
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3. Chapter 3 on gender diversity in the boardroom and corporate governance examines how women
are making their way onto boards; and

4. Chapter 4 on transforming the wider business environment looks at what can be practically done
to support greater gender diversity, including for example creating a gender-inclusive workplace
culture and narrowing the gender pay gap.

Each chapter uses the responses from the ILO enterprise survey to glean how enterprises consider
gender diversity within their organizations. The analysis includes interpretations of statistically significant
probabilistic regressions performed for some of key variables. The survey findings are complemented
by relevant labour market data and secondary research. While the main chapters provide global and
regional-level information, additional country-level and sectoral information as well as the details of
regressions performed using the enterprise survey data are available in the Annex. The report concludes
with final remarks outlining key messages derived from the report.
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There is mounting evidence around the globe that promoting
gender diversity among employees, management and boards
can be a business boost and a boost to economies.

For example, research and enterprise surveys indicate having more women in decision-making positions
can improve profitability. There is also growing recognition of the added value of having diverse work-
forces that mirror consumer profiles. Meanwhile, data show that many women are surpassing men in
higher education and across diverse disciplines, meaning there is a growing talent pool of experienced
and educated women to meet critical skills needs.

This chapter examines the business and economic case for gender diversity by looking at how initiatives
promoting women in management directly contribute to national economic growth and an enterprise’s
bottom line.

1.1 The effect of female employment on GDP

Women are catching up with men in terms of labour market opportunities, and public policies continue to
be shaped to facilitate their effective participation. A growing number of studies have demonstrated the
positive link between women'’s participation in the labour market and GDP growth. For example:

e The Organisation for Economic Co-operation and Development (OECD) (2015) estimates that a
50 per cent reduction in the gender gap in labour force participation across the OECD economies
would lead to an additional gain in GDP of about 6 per cent, with a further 6 per cent gain if com-
plete convergence occurred.

e PricewaterhouseCoopers (PwC) (2018) estimates that if OECD countries increased their female
labour market participation rate to the same level as Sweden (80 per cent), this would boost GDP
by over US$6 trillion.

e The World Economic Forum (2017) predicts that if the global gender gap in labour market
participation is closed by 25 per cent by 2025, an additional US$5.3 trillion would be added to
GDP globally.

To understand how sensitive GDP growth is to changes in female employment, we built a panel dataset of
186 countries for the period 1991-2017 to assess the output partial elasticity of female employment (see
Annex|, section Al1.1).! The results confirm the positive correlation between GDP and female employment
with statistical significance. In other words, female employment growth is positively associated with
GDP growth.?

For the purpose of the report, we regressed the GDP growth rate on the female employment growth rate using over 5,000 observations.
Details of the model specification are available in Annex . Partial output elasticity is the percentage change of output (i.e. GDP) divided
by the percentage change of an input (i.e. female employment).

Similarly, increased GDP also leads to increased employment. However, for the purpose of our analysis, we use the supply-side ap-
proach, where the output (GDP) is a function of labour and capital. In line with economic theory, capital is assumed to be a constant
in the short term, implying that GDP is a function of labour. Labour, in turn, can be broken down into male and female employment.
Here, we assume male employment to be constant. Therefore, in our model output (GDP) is a function of female employment as we are
interested in assessing to what extent changes in female employment have an impact on GDP.

16



We also find that every 1 per cent of female employment growth is
associated with, on average, annual GDP growth of 0.16 per cent.® Figures
1.1 and 1.2 present the ten countries with the highest partial elasticity
and the average elasticity by region. At the regional level, Africa has the
highest partial elasticity, which means that GDP is, on average, more
sensitive to changes in female employment for Africa than anywhere else
in the world. In Africa, every 1 per cent increase in female employment is
associated with, on average, GDP growth of 0.21 per cent.

3

The business case for change

See Annex I, figure A9, for GDP and female employment growth rate by region for 1991 to 2017.

Female employment
growth is positively
associated with
GDP growth.
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Figure 1.1 Output partial elasticity with respect to female employment for ten countries with the highest partial elasticity,
1991-2017
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Source: Calculations by the authors based on data from World Bank (2019a) and ILO modelled estimates, Nov. 2018.
Figure 1.2 Output partial elasticity with respect to female employment by region, 1991-2017
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Source: Calculations by the authors based on data from World Bank (2019a) and ILO modelled estimates, Nov. 2018.

Evidence clearly points towards the positive economic impact and opportunities for countries and
societies of increasing the presence of women in the labour market, particularly where the gender
gap in participation is high. Policies for development and growth that lack targeted measures aimed at
enhancing women’s employment prospects will fail to realize the full potential of a productive economy.
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1.2 Gender diversity initiatives enhance business outcomes

Demographics, technology, innovation and business disruption, together with globalization and inter-
national trade are continuously transforming our global labour markets. A recurring challenge faced by
enterprises amid this ongoing change is the growing skills need. A business’s performance depends on
its ability to attract and retain skilled and talented employees.

Given that women surpass men in educational level in many countries, they represent a formidable talent
pooland an underutilized resource in an era of skills shortages. Investing more in recruiting and advancing
women can be justified through a cost-benefit analysis. When it comes to establishing systems to recruit
and advance the best person for the job without the influence of gender bias, the benefits outweigh
the costs. Similarly, providing flexible work arrangements to men and women can increase employee
productivity significantly (see chapter 4). Enterprises will undoubtedly bear some costs in extending
maternity and paternity leave or helping with child care; however, the longer term and strategic benefits
to the bottom line connected with these measures should be factored into the analysis.

Based on our survey, over 57 per cent of respondents globally agree that gender diversity initiatives
improve business outcomes (see figure 1.3). We use several indicators to illustrate business outcomes
including increased profitability and productivity; increased ability to attract and retain talent; enhanced
company reputation; greater creativity, innovation and openness; and better ability to gauge consumer
interest and demand.

Among the respondents, some groups were more likely to report that gender diversity had helped to
enhance business outcomes. For example, medium-sized enterprises (64.1 per cent) were more likely
than small enterprises (54.3 per cent) and large enterprises (58.8 per cent). Compared to enterprises in
other regions, enterprises in Asia and the Pacific (68.5 per cent) were more likely to report that gender
diversity had helped to enhance business outcomes, and by sector, enterprises in the information and
communications (66.4 per cent) and administrative or support services (65.1 per cent) were more likely
to report that gender diversity helped to enhance business outcomes (see Annex Il, figure A10).

Figure 1.3 Share of enterprises reporting whether initiatives on gender diversity and equality helped enhance business
outcomes, results by world and region

100

80

o)
< 60
c
8
5 40
o
20
World Africa Asia and the Europe and Latin America Middle East
Pacific Central Asia and the Caribbean and North Africa
B Yes [ Do not know No

Source: ILO enterprise survey, 2018.

19



Women in business and management

Of the enterprises that report improved business outcomes, over 60 per cent report higher profitability
and productivity, 56.8 per cent report increased ability to attract and retain talent, 54.4 per cent point
report greater creativity, innovation and openness, 54.1 per cent say their company’s reputation has
been enhanced, and 36.5 per cent report being better able to gauge consumer interest and demand
(see figure 1.4).

Figure 1.4 Share of enterprises reporting improved business outcomes resulting from initiatives on gender diversity and
equality, results by world and region

Increased business Increased ability to Greater creativity, Enhanced company Better ability to gauge
outcomes, including attract and retain innovation reputation consumer interest and
profitability and talent and openness demand
productivity

Percentage

Source: ILO enterprise survey, 2018.

A probabilistic model is applied to the survey findings to assess to what extent business outcomes are
enhanced by several key factors (the econometric specification is presented in the Annex |, section 1.2
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with results in tables A2 and A3). Our regressions show the following
results:

e Enterprises with a gender-inclusive business culture are 8.9
per cent more likely to have enhanced business outcomes;*

e Enterprises with a female chief executive officer (CEO) are 3.5
per cent more likely to have better business outcomes; and

e Enterprises with an equal employment opportunity policy are
over 26 per cent more likely to have better business results.

Going deeper into specific business outcomes related to productivity
and profitability, our results also suggest the following:

e Enterpriseswithaninclusive business environmentare 3.2 per
cent more likely to have higher productivity and profitability;

e Enterprises with a female CEO are 2.8 per cent more likely to
have increased productivity and profits; and

e Enterprises with an equal employment opportunity policy or
diversity and inclusion policy are 3.8 per cent more likely to
report an enhanced performance in these two dimensions.

We also find that when enterprises have an inclusive business
culture and inclusive policies, the predicted probability of achieving:

e increased profitability and productivity is 62.6 per cent;
e enhanced ability to attract and retain talent is 59.7 per cent;
e greater creativity, innovation and openness is 59.1 per cent;

e enhanced company reputation is 57.8 per cent; and

better ability to gauge consumer interest and demand is 37.9
per cent.

Our findings are echoed in other surveys and research, some of
which examine other business outcomes. For example:

e The human resources management company, Development

Dimensions International reported in 2018 that companies
with higher levels of gender diversity are twice as likely to

4

The business case for change

When enterprises
have an inclusive
business culture and
inclusive policies, the
predicted probability
of achieving:

increased profitability
and productivity is

4l 62.6"

enhanced ability
to attract and retain
talent is

G 59.7%

greater creativity,
innovation and
openness is

@ 59.1%

enhanced company
reputation is

+ 57.8%

better ability to gauge
consumer interest and
demand is

@ 37.9%

An inclusive business culture is one where the working environment values the individual and group differences within its workforce. It

enables an enterprise to embrace the diversity of backgrounds and perspectives of the employees, which in turn increases their talent,

innovation, creativity and contributions. See chapter 4 for more details.
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have their leaders work together to create new solutions and opportunities, 1.7 times more likely
to have strong leadership, 1.5 times more likely to work across an organization’s silos and exhibit
a growth culture, and 1.4 times more likely to have sustained profitable growth (Development Di-
mensions International, Inc., the Conference Board Inc. and EYGM Limited, 2018).

e A 2018 study by Nordea, the largest financial group in Northern Europe, finds that among the 100
blue chip Nordic companies, the ones with the most gender-diverse management have 40 per
cent lower volatility in return on capital employed.® Companies with more gender-diverse boards of
directors also report significantly lower volatility in returns which is key for value creation (Nordea
Corporate and Investment Banking, 2018).

1.3 Gender diversity’s link to enterprise profits

Our survey finds that of those enterprises that track the quantitative impact of gender diversity initiatives
around promoting women in management, nearly 74 per cent report a profit increase of between 5 and
20 per cent. Figure 1.5 shows the results by region. Globally, the majority of enterprises (29.1 per cent)
reported profit increases between 10 and 15 per cent.

Figure 1.5 Share of enterprises reporting increased profit resulting from initiatives on gender diversity and equality, results
by world and region
Don't know or my
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Source: ILO enterprise survey, 2018.

5 Blue chip companies are nationally recognized, well-established and financially sound. The blue-chip index covers the largest compa-
nies worldwide by market capitalization and/or trade.
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These findings confirm those of other similar surveys and research. For example:

e McKinsey & Company’s 2018 research of 1,000 companies in 12 countries on the impact of di-
versity in business shows that companies in the top quartile for gender diversity on their executive
teams are 21 per cent more likely than other firms to report above-average profitability. McKinsey
notes that while correlation does not prove causation, it at least indicates that companies with
gender-diverse leadership are more successful (Hunt et al. 2018).

e The Petersen Institute’s 2016 study of nearly 22,000 firms across 91 countries finds that bringing
more women into management boosted profitability. It observes that the difference between having
no women in corporate leadership (the CEO, the board and other chief executive level positions)
and a 30 per cent female share is associated with a one percentage point increase in net margin—
which translates to a 15 per cent increase in profitability for a typical firm (Noland, Moran and
Kotschwar, 2016).

e Credit Suisse Research Institute (2016) surveyed 3,400 companies across all industries and notes
that companies where gender diversity is an important strategy enjoy excess returns running at a
Compound Annual Growth Rate (CAGR) of 3.5 per cent per annum. Credit Suisse also finds that
companies where women made up at least 15 per cent of senior managers had profitability that
was more than 50 per cent higher than those where female representation was less than 10 per
cent.

However, it should be noted that while an increasing number of studies and surveys are finding a positive
correlation between higher numbers of women in management with better firm performance, there is
also academic research indicating a lack of empirical evidence and causal relationship when it comes
to quantifying profits. Some studies point out that dynamic companies will embrace gender diversity as
integral to a set of innovative and sustainable business strategies, thereby making it difficult to attribute
increased profit to gender diversity alone.

Our survey mainly reflects self-reporting by respondents and their knowledge of their enterprise, not
necessarily empirically controlled data sets regarding profit margins. Nevertheless, our results show en-
terprises agree that gender diversity is good for business.

On balance, given the reported numerous benefits of a more gender diverse workforce and gender
balance in management, it would be strategic for enterprises to look into the matter as a bottom-line
issue as well as an integral human resource management issue. This would ensure that at the very least,
enterprises are able to maximize access to available talent and skills and thrive in a competitive business
environment.
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1.4 Attracting and retaining skills

Workforce capabilities and employee retention are key to enterprise success. Retention of productive
employees is known to be a major human resource challenge, particularly as it becomes increasingly
difficult and costly to find and attract skilled people.

Of surveyed enterprises, 48 per cent saw retention of skilled women as a challenge for their business,
with large enterprises struggling more than small and medium-sized enterprises (see figure 1.6).6

We assessed how the likelihood of enterprises facing challenges in retaining skilled women when they
have an inclusive business culture.” The assessment revealed a statistically insignificant correlation
between enterprises with an inclusive business environment and enterprises with fewer challenges in
retaining skilled women. Further research is needed to fully understand this relationship.

Figure 1.6 Share of enterprises according to whether retention of skilled women is a challenge for their organization, results
by world and region
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Nevertheless, numerous reports around current and future skills challenges imply that enterprises have
room to improve their recruitment and retention of women, especially if they have already invested in
them. For instance:

e Manpower Group (2018) reports that employers around the world are struggling to fill job vacan-
cies, with a record high since 2006 of 45 per cent of employers saying that they can’t find the
skills they need. Manpower also notes that there is a considerable gap between the roles em-
ployers offer and the roles women are seeking. In 2013, Manpower finds that “only six per cent of
shortage-affected employers are redesigning work procedures such as sharing work assignments”.
Meanwhile, “only five percent are offering more flexible work arrangements and just one employer
in b0 provides virtual work options to candidates” (Manpower, 2013).

6 The survey did not further examine the reason for the retention challenge of skilled women. However, some reasons could include the

motherhood break, recruitment of these women by other enterprises as well as opening up their own enterprises.

7 A probabilistic model is applied for this analysis. See Annex Il table A4, for details.
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e The World Economic Forum report on The Future of Jobs (2016) depicts that companies are fo-
cusing primarily on progressing women through the pipeline to avoid losing already developed or
developing talent. However, few industries are making targeted efforts to hire women into junior
and entry level roles. Across all industries, companies reported that they found women harder to
recruit.

The findings from our survey and other research suggest that retention of skilled women is challenging
for many companies. As such, businesses need to identify factors affecting the retention of female staff,
create an inclusive business culture that encourages them to stay, and also draw up initiatives to attract
new female talent.

1.5 Female talent pool still widening

At the same time as there is an overall shortage of skills and retention challenges, the female talent pool
continues to widen. Figure 1.7 shows how women are surpassing men in terms of tertiary education
generally. On average, more women than men are graduating from tertiary education for all regions apart
from Africa.

Figure 1.7 Share of women among total tertiary graduates, average annual rates, latest years, results by world and region
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Note: The global and regional shares of female tertiary graduates were calculated by estimating weighted averages using latest available
data, which cover 132 countries worldwide including 23 countries in Africa, 23 countries in the Americas, 23 countries in Asia and the
Pacific, 46 countries in Europe and Central Asia and 17 countries in Middle East and North Africa (see Annex I1, figure A11).

Source: UNESCO-UIS, 2019.

Women are also expanding their skills in science, technology, engineering and mathematics (STEM)
disciplines, which are in high demand by employers. Men continue to dominate these fields of study,
but in a number of countries female graduates are now on a par with male graduates. In most regions,
women are a third or more of such graduates (see figure 1.8). Indeed, certain countries around the world
have seen considerable growth of women in STEM fields. In particular, the data for available years some
countries in Africa, including Benin, the Gambia and Burundi show a 30 percentage point increase in
women graduating from STEM disciplines.

Overall the fact that women have surpassed men as the majority of tertiary graduates and are increasing-
ly taking up STEM fields means that enterprises can benefit from a bigger pool of talent.
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Figure 1.8 Share of women among total tertiary STEM graduates, average annual rates, latest years, results by world and
region
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Note: The global and regional shares of female tertiary STEM graduates were calculated by estimating the weighted averages using latest
available data, which cover 100 countries worldwide including 15 countries in Africa, 15 countries in the Americas, 16 countries in Asia and
the Pacific, 43 countries in Europe and Central Asia and 11 countries in Middle East and North Africa (see Annex Il, figure A12).

Source: UNESCO-UIS, 2019.

Findings
e Empirical data show that gender diversity reaps dividends for enterprises and for economies.

e \When gender-inclusive business culture and inclusive policies are in place, the probability for
enterprises to improve their business outcomes significantly increases.

e \Women surpassing men in tertiary education and catching up as STEM graduates are resulting in

significant expansion of the talent pool.

Challenges

¢ To benefit from gender diversity, enterprises need to revisit how work is organized so there is more
flexibility enabling work-life balance.

e Skills shortage and gaps continue to be major challenge for enterprises as the world of work
transforms. In the ever-escalating war for talent, enterprises need to have the right policies and
practices in place to recruit and retain talented women and men.

e Fconomies need to better harness women’s workforce contribution for sustainable growth.
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Building a gender-diverse pipeline of future business managers
andreaping gender dividends requires concerted efforts overtime
on the part of enterprises and their representative organizations.

Close attention to recruitment processes can help challenge a status quo where the higher the position,
the fewer women there are to be found. This chapter looks at the findings of our enterprise survey
on women’s share of management, the type of management jobs they generally hold and variations
according to the size of the enterprise and across countries and regions. |LO statistical data on women in
management, as well as other related research findings, are presented to supplement the survey findings.

2.1 Women in management

The varying levels of female employment within enterprises responding to our survey is shown in figure
2.1. We see that 32 per cent of enterprises have numerical gender balance, with 40 to 60 per cent of their
workforce being women. A further 26 per cent of enterprises have 30 to 39 per cent of employees who
are women. But there are still instances where men are over-represented among enterprise employees;
in approximately 26 per cent of enterprises women hold less than 30 per cent of the jobs. By contrast,
about 15 per cent of survey respondents have a workforce where women account for at least 61 per cent
of the jobs.

Figure 2.1 Share of enterprises by proportion of female employees in their workforce

M 0%-29% W 30%-39% W 40%-60% M 61%-100%

Source: ILO enterprise survey, 2018.

Despite the widespread presence of women in the workforce of surveyed enterprises, this is not always
the case when it comes to management positions (see figure 2.2, Panel A). For supervisory, junior or
administrative positions, the largest share of enterprises (23 per cent) said women account for 11 to
29 per cent of these positions, with the second largest share of enterprises (22 per cent) indicating that
women made up only 1 to 10 per cent. Overall, nearly half of enterprises surveyed confirmed that women
account for less than 30 per cent of their entry-level management positions.

With respect to middle management, the largest share of enterprises (27 per cent) said they have 11 to
29 per cent women, while the second largest share of enterprises (24 per cent) reported having 30 to 39
per cent women.

30



The business case for change

The under-representation of women in management positions
becomes more distinct at the highest echelons. At the senior Over b8 per cent of
management level, the largest share of enterprises (33 per cent) .
said that 1 to 10 per cent of senior managers are women, while enterprlses report that
nearly 20 per cent indicated that women hold 11 to 29 percent  Wwomen hold fewer

of these positions. In total, almost 57 per cent of enterprises
indicated that women made up less than 30 per cent of their than 30 per cent of top

senior managers. executive positions.

For top executives, the largest share of enterprises (35 per cent) indicate women hold 1 to 10 of these
roles. Critically, the share of enterprises reporting no women in top executive positions (10 per cent) is the
highest when compared to all other management levels. Overall, over 58 per cent of enterprises report
that women hold fewer than 30 per cent of top executive positions.

We find that enterprises in all regions have fewer women at progressively higher levels of management,
highlighting the reality of vertical occupational segregation. For senior management positions, the high-
est rate of gender balance (40—60 per cent of either sex) was found in Europe and Central Asia (19 per
cent of enterprises). In Asia and the Pacific, however, the largest share of enterprises (66 per cent) have
fewer than 30 per cent women in senior management positions.

Asia and the Pacific together with Africa have the largest share of enterprises with less than 30 per cent
women at the top executive level. Additionally, Latin America has the largest share of enterprises with
no women top executives (22 per cent). By contrast, 38 per cent of surveyed enterprises from Europe
and Central Asia responded that female top executives account for at least 61 per cent of the workforce.

Figure 2.2 Share of enterprises by proportion of female managers at four levels of management, (A) results by management
level and (B) results by region
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Panel B. Results by region
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The survey results also show that the larger the enterprise size, the fewer women occupy senior manage-
ment and top executive positions (see Annex I, figure A13). Over 60 per cent of large enterprises, over
59 per cent of medium-sized enterprises and 52 per cent of small enterprises report having less than 30
per cent women at the senior management level.

Over 64 per cent of large enterprises, nearly 61 per cent of medium-sized enterprises and over 52 per
cent of small enterprises report having less than 30 per cent women at the top executive level.

Box 2.1 A glimpse into women managers from the pool of survey respondents

When examining the profile of the individuals who responded to the survey, 40 per cent were
women who are either responsible for a department or business unit or managing a team of
people in their enterprises. By looking into our own sample pool, we could derive interesting
situational dynamics.

For instance, the likelihood of a woman being in management appears to be influenced by
several factors (see Annex Il, table Ab, for the regression analysis).

e Firm type: On average women are 3.66 per cent more likely to be in management positions
if they are employed by national, rather than multinational, enterprises.

e Proportion of female workforce: On average, the greater the proportion of female
employees, the higher the probability that women will be in management, suggesting that
the pipeline matters. For example, women are 10 per cent more likely to be in management
positions when their workforce is gender balanced.

Exploring the data by geography, ILO data on women as managers in the public and private sectors show
that in a good proportion of countries, women’s share of management jobs has reached a critical mass
of 30 per cent which is generally considered the tipping point where the representation of women begins
to influence an institution and its decision making (see figure 2.3).

More than half the countries in Africa, Asia and the Pacific as well as in Europe and Central Asia have
exceeded the 30 per cent threshold. In the Americas, women have gained 30 per cent or more positions
as managers in all but four countries while the Middle East and North Africa remains the only region in
which countries have not reached this point.
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Figure 2.3 Share of women in management, latest years, selected countries by region, (A) Africa, (B) Americas, (C) Asia and
the Pacific, (D) Europe and Central Asia and (E) Middle East and North Africa
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Note: Data are from 2017, except for the Comoros (2004), Burkina Faso (2006), Lesotho (2008), Botswana and Liberia (2010), the
Democratic Republic of the Congo and the Gambia (2012), Ethiopia and Malawi (2013), Angola, Cameroon, Sierra Leone, the United
Republic of Tanzania and Zimbabwe (2014), Ghana, Senegal, Madagascar and Mozambique (2015), Eswatini, Mali, Namibia and Nigeria
(2016).
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Note: Data are from 2017, except for Guyana (2002), Haiti (2003), Canada (2014), Colombia (2009), Cuba (2010), the Bahamas (2011),
Venezuela (Bolivarian Republic of) (2012), Nicaragua (2014), Suriname (2015), Barbados, Guatemala and Trinidad and Tobago (2016).
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Panel C. Asia and the Pacific
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Panel D. Europe and Central Asia
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Note: Data are from 2017, except for Kazakhstan (2013), Bosnia and Herzegovina (2015), Armenia and Kyrgyzstan (2016).
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E. Middle East and North Africa
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Source: ILOSTAT.

Change in women'’s share of management varies considerably by country and according to country size.
In some economic powerhouses like Germany and Japan, there is relatively lower representation of wom-
en in management when comparing the country to its respective region. On the other hand, island states
in the Caribbean and the Pacific tend to have a higher proportion of women in management. Societal and
enterprise culture, national policy and enterprise demand for women'’s skills and talent are contributing
factors. Even when national policy is set to promote women’s stronger economic participation, a time lag
can exist before the situation changes. These factors, as well as the particular economic and political cy-
cles facing a country, can affect the pace of change when it comes to enterprises and economies reaping
benefits from gender diverse management teams.

2.2 Women as business owners

Our enterprise survey did not target women business owners; however, exploring this can provide useful
information about how women are engaging in the labour market as well as about the environment of
the labour market itself.

ILO data shows that globally the share of women among all employers has increased from 17.3 per centin
1991 to over 22 per cent in 2018. A steady growth in women-owned businesses has taken place in Latin
America and the Caribbean (13.9 per cent in 1991 and 24.5 per cent in 2018), North America (26.5 per
centin 1991 and 33.7 per cent in 2018) and Asia and the Pacific (15.4 per centin 1991 and 20.2 per cent
in 2018) (see figure 2.4, panel A). Whereas analysis by country income group reveals that the proportion of
women employers has rapidly increased in upper-middle-income countries, followed by low- and high-in-
come countries (see figure 2.4, panel B).! Our analysis further shows that the pace of growth as employers
for the past three decades has been faster for women than men when taking 1991 as the base year for all
regions (see Annex ll, figure A15).

1 See Annex I, figure Al4, to examine the growth of women as employers for all regions and country income group when taking 1991 as
the base year.
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Figure 2.4 Share of women as employers, 19912018, (A) results by world and region and (B) results by country income
group
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In some countries, the proportion of female employers is higher than those who are managers in enter-
prises (see figure 2.5). Nevertheless, for a handful of countries the low share of women in management

mirrors their low share as employers. For example, in India, Pakistan and Turkey, the proportion of women
in both categories remains below 15 per cent.

Figure 2.5 Comparison between the share women managers and women employers, selected countries with higher shares
of women as employers, latest years
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Box 2.2 Case study on women in business in Central America

Four case studies for Costa Rica, El Salvador, Mexico (Chihuahua), and Panama were conducted
to examine various features of businesses run by women in relation to profitability as compared
to those run by men. The studies discuss the potential of women to be more successful as
entrepreneurs and employers if certain conditions are met and also identify the challenges
faced by women due to inherent gender bias in their societies, mirrored in the world of business.

The data presented in the case studies reflect the global trend of women increasingly
running more businesses, not only micro and small enterprises, but also as employers of
medium and large enterprises. Women are on average 22.3 per cent of business owners in
Costa Rica, 29 per cent of employers in El Salvador, 22.4 per cent of employers in Panama and
15.3 per cent of business owners in Chihuahua.

We find that women are often driven to start up their own business due to economic necessity
that could be caused by impoverished circumstances, the lack of career prospects in their
company, or the lack of paid employment in the labour market. To what extent women are
successful business owners and employers can be influenced by enterprise size, the economic
sectors in which they operate, education and professional experience.
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Enterprise size. Growing their business can be more of a challenge for women than men. Our
El Salvador study finds that the largest profit gaps between men and women employers are
observed in medium-sized enterprises, with women making just 16.2 per cent of what men
make. Furthermore, among all female employers, those who run large enterprises generate
the lowest profits.

Gender differences across sectors. \Women and men business owners are often concentrated
in certain economic sectors in most economies and this varies across countries. In El Salvador,
our study finds that men make more profits than women in all sectors with the exception of
construction and electricity, gas and water supply. In the electricity, gas and water supply
sector, women employers not only do better, they do significantly better. The mining sector on
the other hand has no women employers while it remains a relatively lucrative sector for men.

Education helps advance women in business. \We find that there are various gender differences
in relation to education and profitability. While in El Salvador the level of education of men and
women is similar, in Costa Rica, Panama and Chihuahua women have more years of education
than men. Nevertheless, in all four cases, the average levels of profit from their businesses
were less than men’s. For example, in Panama the average monthly profits are higher for men
own-account workers and employers by more than 78 per cent and 40 per cent, respectively,
than for women. However, in Costa Rica, our study finds that women appear to benefit more
than men from education with each additional year of education being associated with an

average increase of a near 6 per cent in their hourly profits. The importance of the enabling
business environment, one that is free from discrimination and violence, comes out in our
study for Chihuahua where we see that women are less likely to be entrepreneurs despite their
higher levels of education.

Professional experience counts too. The Costa Rican study demonstrates that the more
experience women acquire running a business the more successful they become. The study
finds that while enterprises from start-ups to those with 4 to 9 years of operation managed by
men are more profitable than those run by women, mature enterprises managed by women
with more years of education than men appear to be as profitable or even more than mature
enterprises run by men.

Conclusion. The case studies stress the importance of examining various factors that
influence the decision-making forwomen to run a business and the need to have comprehensive
policies to shift the reality where businesses are set-up based on profitable opportunities rather
than a basic survival strategy. The studies also posit that improving economic opportunities for
business women not only benefits them and their families, but also their national economies
and labour markets.

Source: ILO, 2019.
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2.3 Chief executive level

Concerning women and the very top management positions, our survey sheds light on the existence of

” o

so-called “glass ceilings”, “glass walls” and “leaky pipelines”.

As illustrated in figure 2.2, the majority of enterprises in our survey
employ women at lower and middle levels of management, but the
proportion of enterprises drops off at higher levels, particularly at
the top executive level. Thus women are lost from the “pipeline” E
that leads to more senior and executive management positions. 00

Looking at the most senior executive positions, the survey findsthat  YWomen are [ost
globally over 78 per cent of enterprises report having a male CEQO. from the “pipeline”
Meanwhile, the share of enterprises with a female CEO shrinks as

enterprises grow in size. For example, over 26 per cent of small that |eadS to more
enterprises have female CEOs, compared with 20 per cent of me-  senijor and executive
dium-sized enterprises and 16 per cent of large-sized enterpris-
es (see figure 2.6, Panels A and B). Further analysis by economic management
sector is available in Annex Il, figure A16. positions.

At the regional level, the highest share of enterprises with a female CEO came from Latin America and
the Caribbean totalling almost 30 per cent. Europe and Central Asia had the second largest share of en-
terprises with a female CEQ (23.7 per cent), followed by Asia and the Pacific (20.2 per cent), Africa (17.2
per cent) and Middle East and North Africa (10.2 per cent).

Figure 2.6 The gender of the CEO in enterprises (A) results by world and region and (B) results by enterprise size
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Panel B. Results by enterprise size

Percentage of surveyed enterprises
M Men [ Women

Source: ILO enterprise survey, 2018.

Our survey further shows that several factors enhance likelihood of an enterprise having a female CEO
(see Annex Il, table AB):

e \When enterprises have an equal employment opportunity or diversity and inclusion policy in place,
they are 3 per cent more likely to have a female CEO;

e When enterprises have experienced improved business outcomes as a result of gender diversity
initiatives, they are 4 per cent more likely to have a female CEQ; and

e When enterprises have more women in the workforce, they are significantly more likely to have a
female CEQ. Specifically, when women account for 30 to 39 per cent of the workforce, the like-
lihood of having a female CEQ is 6 per cent higher. When the workforce is gender balanced, the
enterprise is 15 per cent more likely to have a female CEO. When the workforce is dominated by
women (making up 61 to 100 per cent of roles), the enterprise is 22 per cent more likely to have
a female CEO.

Findings from our survey, together with other research, reveal similar results on the proportion of women
in top executive positions. For example:

e The World Bank Enterprise Surveys? find that the share of enterprises with a woman as CEQO or
the top manager globally is 18 per cent, led by East Asia and the Pacific at 32.6 per cent. This is
followed by Latin America and the Caribbean with 20.7 per cent, Europe and Central Asia at 18.9
per cent, Sub Saharan Africa with 15. 6 per cent, South Asia at 11 per cent and Middle East and
North Africa with 5.4 per cent (Annex I, figure A17 provides this information for countries by re-
gion) (World Bank, 2019b).

e Echoing our survey, the World Bank Enterprise Surveys indicate that more often than not, the larg-
er the enterprise, the less likely it is that there will be a female CEQ. Out of 79 countries for which
data is available from 2013 to 2017, 61 countries had a lower share of women as top managers or
CEOs for large enterprises compared to small enterprises (World Bank data for women as the top
managers and CEQs by enterprise size and region is shown in Annex Il, table A7).

2 The World Bank Enterprise Surveys cover economic data on 135,000 firms in 139 countries.
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e When examining available research for publicly listed companies and their appointment of women
as CEOs, Morgan Stanley Capital International (MSCI) World Index reports a slight improvement
in recent years. In 2016, MSCI 3.9 per cent of the CEOs of listed companies were women and this
increased to 4.2 per cent in 2017 (Eastman, 2017).2

We examined publicly listed companies headed by a woman CEO by country. Given the lack of a single
source, we compiled various data points showcasing the situation (see Annex Il, table A8). Here, the per-
centage of female CEOs range from maximum 11 per cent for Spain to 0.4 per cent for Japan.

The difference between the share of women CEQOs in publicly traded companies, which tend to be the
largest companies in a given country, and the share in the sample our survey is likely a result of the rela-
tively smaller enterprise size we targeted. Nevertheless, the figures reported for publicly listed companies
further support the trend we found of larger enterprises having fewer female CEOs.

2.4 Talent pipeline leaking

Enterprises are making progress when it comes to having
more women in their workforce. However, our survey results When the overall

show that there is significant room for improvement when it

comes to the representation of women in higher levels of the workforce is gender
hierarchy. While enterprises are increasingly placing more balanced, with 40 to 60
women into middle and senior management positions, top

executive and CEO positions are relatively male dominated, a per cent Of either SEX,

result of the so-called “leaky pipeline”. women are Iikely to be

Gender representation in all corners of the human resource  petter represented in
structure of an enterprise has an impact on where women . .
. . - middle, senior and top

are likely to be situated across the organization. For example,

when the overall workforce is gender balanced, with 40to 60  management pOSitiOﬂS_

per cent of either sex, women are likely to be better represent-

ed in middle, senior and top management positions (see Annex Il, table A9 for regression results). More
specifically, our assessment shows that when the workforce is gender-balanced:

e Enterprises are 12.6 per cent more likely to have gender balance at middle management level;
e Enterprises are 7.5 per cent more likely to have gender balance at senior management level; and
e Enterprises are 10.6 per cent more likely to have gender balance in executive management

positions.

Nevertheless, even for the enterprises that report gender balance across the workforce (as nearly a third
of those surveyed did), the proportion of women declines as the level of management increases, as seen
intable 2.1.

3 The MSCI World Index captures large and mid-cap representation across 23 developed markets and 24 emerging markets countries.
With 2,778 constituents, the Index covers approximately 85 per cent of the global investable equity opportunity set.
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Table 2.1 Share of women and men in different managerial positions when the enterprise workforce is gender-balanced
(percentage)

Junior Middle Senior Top

management management management executive
Women 13.0 10.5 8.2 5.1
Men 87.0 89.5 91.8 94.9

Source: ILO enterprise survey, 2018.

The World Bank Enterprise Surveys show a similar gap between the proportion of women employed by
enterprises and their representation at the top management level (see table 2.2). Globally, nearly twice
as many enterprises employ women as full-time workers in comparison to appointing them as top man-
agers.

Table 2.2 Share of women as permanent full-time workers and in top management of enterprises, by world and region, latest
available years (percentage)

Women in permanent Women as

Regions full-time workers top managers
World 30.5 18.0

East Asia and Pacific 37.6 32.6
Europe and Central Asia 37.8 18.9
Latin America and the Caribbean 33.3 20.7
Middle East and North Africa 17.6 5.4
South Asia 18.3 11
Sub-Saharan Africa 26.4 15.6

Source: World Bank, 2019b.

Regional ILO data show that, in many countries, the share of women in middle and senior management
resembles the share in total management (see Annex I, figure A18).

Figure 2.7 shows that countries such as Brazil have a difference of less than 5 percentage points
between women’s share in employment, overall management and middle and senior management; in
other words, there is a healthy pipeline of women managers who may later become top executives. But
some countries still need to build up their pipeline in more junior management positions. For example,
Mozambique reported a difference of approximately 30 percentage points between women’s share in
employment and their share in management overall and in middle and senior management.
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Figure 2.7 Share of women in employment, in total management and in middle and senior management for selected
countries, latest years
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In addition to a gender-balanced workforce, having a female CEO is positively associated with greater
gender diversity at middle, senior and top management levels, indicating that the presence of a female
CEO creates an incentive for gender equality (see Annex Il, table A9, panel A, for regression results). For
instance, when the CEO of an enterprise is a woman as opposed to a man:

e Theenterpriseis 3.2 per cent more likely to have gender balance at the middle management level;

e The enterprise is 6.6 per cent more likely to have gender balance at the senior management level;
and

e The enterprise is 3.9 per cent more likely to have gender balance in executive management
positions.

Interestingly, we find enterprises that have experienced a profit increase of over 10 per cent as a result of
initiatives and policies on gender diversity are 3.3 per cent more likely to have balanced representation
of women and men in middle management positions (see Annex Il, table A9 panel B). In other words,
enterprises that profit from gender diversity have a healthier pipeline of women in middle management
who can progress to senior positions.

2.5 “Glass walls” hindering the pathway to the top

Our enterprise survey finds that women and men are concentrated in different management functions.
Women are over-represented as managers in support management functions, such as human resourc-
es, and finance and administration. Meanwhile, men are over-represented in operations, research and
development, and profit and loss management functions that are considered to be more strategic for
enterprises and can often be a springboard to CEO or board-level positions. This confirms that so-called
“glass walls” result in gender segregation in management functions, limiting the talent pool enterprises
are able to tap into for candidates to fill top executive and CEO positions.

44



The business case for change

The top three functional areas where women are concentrated among global enterprises as middle and
senior managers are human resources (51.8 per cent), finance and administration (49.8 per cent) and
marketing and sales (37.8 per cent) as seen in figure 2.8. Assessing by region, a similar trend is observed
with female managers concentrated in human resources and finance and administration. There are still
regional differences, however. For example, enterprises in Latin America and the Caribbean reported
employing the largest share of women as general managers (37.1 per cent), Asia and the Pacific report-
ed the largest share of women managers in research and development (24.3 per cent), and Europe and
Central Asia reported the largest share of women managers in profit and loss functions (22.7 per cent).

Figure 2.8 Share of enterprises with women in functional middle and senior management areas by world and region
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This gendered division of management functions raises issues around possible gender stereotyping
during recruitment and promotion processes. It also suggests that women and men are pursuing differ-
ent studies, and that the gendered division of work starts earlier than at the management level.

For example, according to Catalyst, the global organization that conducts research and provides solu-
tions on women in leadership, women account for less than one third of jobs in scientific research and
development in the United States. Additionally, women are less likely to enter and more likely to exit
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technology-intensive business roles (Catalyst, 2018). In Canada, only 5 per cent of technology compa-
nies have a female founder or a female CEO and 53 per cent of women who start out in the technology
sector depart for different industries (compared to 31 per cent of men) (#Move the Dial, 2017).

For enterprises, the solution to having a highly engaged and productive workforce lies in consciously
and rigorously ensuring equal opportunities and equal treatment criteria for recruitment and promotion
so that career paths do not diverge at early stages. While our survey indicates that over 73 per cent of
enterprises globally have an equal opportunity or diversity and inclusion policy (see chapter 4), existing
research suggests, at least statistically, that the policies are not delivering on results. For example, McK-
insey and Company’s 2017 report finds that, globally women are 18 per cent less likely to be promoted
than their male peers, as women fall behind early and lose ground with every step of the pipeline (Krivkov-
ichetal, 2017).

In sum, employees, managers, board members and shareholders are well positioned to address deeply
embedded gender bias and challenge mind-sets in order to translate equal opportunity or diversity and
inclusion policies into attractive career tracks for women and men that lead to business success.

2.6 Fixing the leaky pipeline

The middle and senior management cohort and their performance is vital to the success of an organiza-
tion. Various factors affect the likelihood for women to be in middle and senior management roles that
are considered to be more strategic in nature and that lead to top decision-making positions, plugging
the leaky pipeline.*

Our survey finds that having a female CEO is associated with a higher probability for women to be in
strategic middle and senior management functions (see Annex Il, table A10). More specifically, when the
CEQ is a woman (in comparison with a man), enterprises are:

e 6.9 and 7.2 per cent more likely to have women in middle and senior management in profit and
loss functions, respectively;

e 2.8 and 6.8 per cent more likely to have female middle and senior managers in operations,
respectively; and

e 6.8 and 12.6 per cent more likely to fill middle and senior general management positions with
women.

The positive impact is also observed when the board is chaired by a woman (in comparison with a man).
Here enterprises are:

e 4.8 and 6.5 per cent more likely to have women middle and senior managers in profit and loss
functions, respectively;

e 3.4 per cent more likely to have female middle managers in operations; and

e 4.9 per cent more likely to have women senior general managers.

4 For afull list of factors that have a statistically significant and positive correlation of women being in strategic positions (i.e. profit and
loss functions, operations, general management), see Annex |l, table A10. These factors include the enterprise being multinational and
large, having enhanced their business outcomes as a result of gender diversity initiatives, having a gender-inclusive business environ-
ment and having a gender-balanced workforce.
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In contrast, when the board of directors is all-male, enterprises are less likely to have women as middle
or senior managers in strategic functions of the organization. In comparison to enterprises that have a
woman on the board, all-male board enterprises are:

e 6.2 and 6.3 per cent less likely to have female middle and senior managers in profit and loss
functions, respectively;

e 8 and 5.9 per cent less likely to have women middle and senior managers in operations, respec-
tively; and

e 9.5and 12.7 per cent less likely to have female middle and senior general managers, respectively.

The challenge is to find ways to enable enterprises to take advantage of the pull factor that seems to be
present when more women are at the chief executive level and on boards on a wider scale. Around the
world, enterprises have made considerable progress in getting more women onto boards (see chapter
3), and emerging research shows that additional business efforts made at the chief executive level with
strategies to increase female CEO appointments would improve business outcomes more widely.

Findings

e More women as middle and senior managers and as business owners are growing the talent pool
not only with their qualifications but also with decades of experience.

e Enterprises with policies such as equal opportunity and gender diversity are likely to have more
women in management than those without.

e Enterprises with a gender-balanced workforce (40—60 per cent of either sex) are likely to have
more women in management and as CEOs.

e The ILO enterprise survey shows that firms with a female CEO and a woman chairperson of the
board are more likely to have women in middle and senior management performing functions
related profit and loss functions, operations and as general managers.

Challenges

e Still too few women as top managers and CEOs are limiting potential gains to enterprises.

e The leaky pipeline persists with high numbers of women employed and moving into junior and
middle management, but not progressing to higher levels in critical mass.

e The gender division of management functions, i.e. women concentrated in support management
and men in strategic management, also known as the “glass walls” is hindering women’s rise to
top executive levels.
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Boardrooms have become more diverse over the past decade
when it comes to gender. The increasing share of women on boards
has been driven by growing evidence on the business case for
boardroom diversity, as discussed in Chapter 1, including increased
profitability, improved governance and diversity of thought. In
addition, some shareholders have promoted the agenda, and a
number of countries have legislated quotas or targets to move the
needle. Meanwhile, companies are increasingly setting up their
own voluntary initiatives.

This chapter examines how far companies have progressed with their efforts to improve gender diversity
on boards, women as board chairpersons, an