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The number of women in the Japanese workforce is increasing
(BRDOFBAOICEDSZXMEDEGZIEMLTLND)
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But not in leadership positions
(2L, U—4—2 v TERET HIBITIERL)
Female workers in general workforce, % Female workers in management, %

Japan
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Japanese women are highly concentrated in
part-time, low-paying jobs
(BRDKME, S— oA L EEEHBELSSLY)
Percent of employed people who were part-time and

temporary workers in Japan
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The type of industry impacts women’s representation
(DB L)

warkers
Sates workers
Agricultural, forestry, and fishery workers
Manufacturing process workers
Administrative and managerial workers

Security workers

Transport and machine operation
workers

Construction and mining workers
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Why should we care about

gender diversity?
(B, Sz — - FAN—VT 4 ETTTHRELDON?)

u.wm jon.

lmwovcd
Organizational
Performance.
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Gender-diverse boards are linked to

stronger financial performance
(o= BAN—DT 1 E, SHEHKRESEET D)
Return on Equity’ by Women's

Representation on the Board
[€3:3 1 .32 JoFR L %3 £33 3]

Return on Sales* by Women's
Representation on the Board
(RIEMEEELR(C & R EBAER)

Return on Invested Capital* by
Women's Representation on the Board
(RERRRLE &6 RTREHDE)
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Experimental evidence of gender diversity enhancing

team performance
(P — - FANR=VT4F, F—LNRT+—IVREALEED)
Why is diversity associated with positive

team outcomes?
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Working on a diverse team changes

how you work.
(BEGEF—LTHS L, WMEZHZELB)
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Diversity encourages anticipation of differences
(B, HHROKERY Z2RY)
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McGrath et al., 1995; Phillips et al., 2006 Phillips & Loyd, 2006; Phillips et al., 2011
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Companies hiring for “cultural fit”
actually engage in “cultural matching”
(TALFY—T 4w b) TRATIEERE. EI0FEL] ZLTWVD)

Employers seek

“Ccmcernénabout candidates who are

cultural Tn often culturally similar to
outweighed themselves in terms

concerns about of experiences,
productivity. hobbies, and self-
1;;%2;2,?&? presentation.

AT o-en (BRER. 88, &
DEBHRE B, BEPREE, B85
EXAEMISIE L MEREE

ERHB)
Hire for “culture add” instead
HbYIZ THhILFv—7 F1 THRATS)
Rivera, 2012
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Why is women’s representation

in management so low?
(728, MO BRI RITIR D2 2)
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Why do interviewers tend to hire people similar to them?
(B, EETFANELEAZREALTLESON?)

Homophily
(R

Ingroup Favoritism
(MEA~DFE)

Focus on positive aspects of ingroup members
and negative aspects of outgroup members
GREROKRST « THEE. KANORHT « TREITEET B)

Both are indirect forms of discrimination that limit our ability to capitalize on diversity.
(EHbHMENGEFITHY, SHEEFIHLTHRAZHBLTLES)

Tendency to gravitate towards similar others
U=k SBAITBIEFE A DEANH D)

Tajfel & Turner, 1986

Empowered Works LLC Sonya Mishra
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Since men outnumber women
in leadership positions...
(== vy TERETHABFICIF, XELYBHEOANZLDT..)

...male leaders often end up hiring other men.
(B —F—h OBHERAT S EHBLY

Despite the tendency to hire “similar others,”

women are still getting hired
(PI=ES BN ERATHERALH>TH, XHFRASATNS)
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Many work cultures are built for men, pushing out women
(B DBBELFBEDOIELN, XEEHRLTLD)

Ideal Worker Norm: employees must work long hours, be always available, and
singularly dedicated to their jobs to be “ideal”
(EEMLHHERG  EAGEBBBHS. VOTELRETE, BSORFCEZLETAER S L)
Assumes that every employee has a "housewife” to do all domestic work
(FRTORERIZ, TRTOREF@ETS (TR AVDERELTLD)

Davies & Frink, 2014
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But women are driven away from their jobs, becoming
part of the “leaky pipeline”
(LHL., xEEHEENASBLP LA, BEAERETESTULELY)
Sonya Mishra EMPQWERED www.sonyamishra.com
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Recognizing common gender biases in

the workplace
BT BBV = AT AEHD)

EMPY'WERED

DATA-DRIVEN DIVERSITY CONSULTING

Why do we have biased behavior?

(B, RoTEZELSTLESON?)

Answer: Stereotypes
(EE& : RT7LA 51 T)

Stereotypes:

Pre-conceived conclusions
Preferences based on pre-

about an individual or group
of individuals that can be conceived conclusions about

24
How society expects men to behave How society expects women to behave
(HRABIIMET B1TH) GEEBZIEITHT B7])
Ambitious Assertive Warm Helpful
(FD8) (BEEH) (B R
Self-reliant Decisive Competitive Friendly Cooperative Cheerful
(B 149) (4577) (#E8) BELAPFL) (BH89) (HE0)
Emotional Gullible Shy Rebellious Controlling Arrogant
(B8 (WERLFLY) (AR#Y) (R1#i89) (xEH) (F1)
Moody Weak Self-righteous  Cynical
(mELLY) (#0) (#FH) (V#H 2 IZ0)
Sonya Mishra EMPYYWERED www.sonyamishra.com
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good or bad. people.
EAELEEADT IL—T~ (AN DEABRISH S 53R
DEARIE S HER 1= & BESF)
KROELBLELEHD)
Sonya Mishra EMPYYWERED www.sonyamishra.com
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Think Manager- Think Male
(RR=Tr—1a=511§)
Sample: 300 managers + 600 management students
(B2 TN : IP—D % —3008 +HEEFEDE£6008)
Dominant (X &#) Warm GEhLy)
Assertive (F18#9) Friendly (L& %9 L)
Emotionally stable (f§#&A'&REL TLV3) Kind (L)
Competent (H&8) Nurturing (8T %)
Schein, 1973 & 1993; Rosette, Leonardelli, & Philli
Sonya Mishra EMPYYWERED w! yamishra.com
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Performance Bias
(INTH—TVRAADINA T R)

Our dency to under it women’s per and overestil men’s performance
(BEDRFHEDINTF—V R ERNIEL, BRD/ T2 =V R EBATET SMEL S S)

« Stereotyped as less competent than men (B# & Y ¢ g A4
$HEVSERBR)
» Have to “prove themselves” asBg#EH LA +hiEk s
L)
+ Hired based on past accomplishments, while men are hired based
on future potential (BHAFEDAREEICE SV TRASNDDISH L
. KEGBEOREHIVTRASAD)
Must accomplish more to show they are equally as competent as

men (BHERFORERNNHDHZEETTHIT. FYSDIEER
LEFRFNIZE S

Held to higher performance standards than men (B &Y L E L

Motherhood Penalty
(BHEAFILT 1)

Stereotyped as less competent and less committed to
their jobs (BEAAMEL . HBISRDTHVWEVSEEREE
BrhTL3)

Face a lower likelihood of hiring and/or promotion, and
lower recommended salaries (1% F 7 i O o gt AYE < 42
Y, #EIhEHRELESED)

Receive a 4% pay cut for each child they have (F#a'%
FNDLAnBHBEIND)

Fatherhood Bonus: New fathers receive a 6% bonus (
RPR—F R HRNARICTIE6%DR—F ADXMB SN D)

2007; Kmek, 2011; Miller, 2014; Patrick, 2018
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A case study on a Silicon Valley venture capitalist
(YA vRL— - RuFr—FvEZ R FDEF)

Heidi Roizen is a venture capitalist and former entrepreneur (
/\%Z’)»f AL EUE AVF XY ERURMTHY ., TEER
T

« She cofounded a tech company, became an executive at Apple
(BTREROHRARIE. 7 v INHOEREET)

+ She was on the board of several companies (EHOTENEE
EEE)

« Sheis a friend of Bill Gates & Steve Jobs and maintains one of
the most extensive networks on Silicon Valley (EJL - 54 Y%
AF4—T - DaTREREDHY. LY AN L—TRLLEAES
v bT—0 &FD)

+ The people who read Heidi’s case study evaluated her as... (
N T4 DBEFEFRALANET SHET 5...)

Equally as competent and effective as Howard but...
ND—FERL &S ITHRETHRMEA.)

EMPYYWERED www.sonyamishra.com

Sonya Mishra

EMBEELEERSND)
Eagly, 1997; Fiske et al., 2002; Player et al., 2019
Sonya Mishra EMPQWERED www.sonyamishra.com
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When people don't fit their stereotypes, our brains have to
work harder because we can’t neatly categorize them.
(AERSAUTRESBVE SR, FANCHETERLOT,
4o LIMEBA R FRIEE S L)
Stereotypes are socially reinforced.
(BEREFHRMIHIESATING)
Sonya Mishra EMPQWERED www.sonyamishra.com
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...more power-hungry, self-promoting, and

disingenuous compared to Howard
(INT—FRICHRT, AR - BCETRHRLNR. REBECHAHD)

The qualities that are 55
celebrated as
entrepreneurship, self- 5
confidence, and vision in a
man... 4.5
(BiEoREREH, AR, ES3
SELTHRENDEK..) 4
Howard
3.5 W Heidi
...are perceived as arrogance
and self-promotion in a 3
woman. 25
(..M L R S P EEERRE N
EITBm5h3D) P p
Power-hungry  Self-promoting  Disingenuous
Sonya Mishra EMP{YWERED www.sonyamishra.com
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What does backlash look like?
(RELIFEALLDMN?)
“She’s bossy.” *Comments zin
TEE->T3) appearance
(HEIZHT EIA>F)
“She’s not “Other’s won’t want
very likable.” to work with her.”
TR TELY T A ik fEk & —#Ic
HEELENBELL
“l don’t like her “sh
personality.” toz ::"::gs ,?"
T ALY :
! AT #5)
“She’s too aggressive.” “She can be hostile.”
TRRHTES) - (DR
Rudman, Moss-Racusin, Glick, & Phelan, 2012
Sonya Mishra EMP{YWERED www.sonyamishra.com
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Women face backlash for engaging in behaviors considered

necessary for success
(KERFBEDICRELITHEE 212 E T, REEZTFTLES)

e b

nn

Rudman, Moss-Racusin, Glick, & Phelan, 2012

Sonya Mishra EMPEWERED www.sonyamishra.com
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HE)
Correll et al., 2020; Heilman, 2001; Jampol & Zayas, 2020
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likable helpful
g;r‘T‘ #FHhB) team-player )
aEne) (F—hTL—F—)
competent
B o N Y (&) cheerful polite
s her competence known?
(EABEBATLNEM?) sy e
intelligent p—
(BHRLY) el good-natured
ambitious EAEHPTLY (FBHED L)
(Bi#9)
) weII-intenaIioned
No Yes driven ELLY t ] (EE)
(E7)
sincere
skillful (&%)
Stereotyped as less Backlash &z trus(g;‘r)thy
competent (R3) ori
AL & DRERS) SR cooperative
\ (t5589)
Bohnet, 2016 confideent leaderike . \‘
Sonya Mishra EMPEWERED www.sonyamishra.com (#5) (1) —2—44)
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In performance evaluations...
(REF@mTIE..)

Women receive more personality-related
feedback (k#tEitiE~DT 4 —F/Xv o RBLY)
+ Vague, less direct feedback unrelated to
business outcomes (£ T # 2 DB L FHEL
W, BBRTHEENL T — KAy Y)
* Not given clear information on task-relevant
shortcomings (4 2 (2E&E T 3R A<D VTH
BEERESZ SN TUAELY)

» Receive lower scores when evaluated on
“future potential” (433t T XEREAE < 12 5)

Men receive more task-related feedback
(BHEERBADT 14— F/{y o8BV
» Developmental feedback on technical skills
(R RFIVICOVTRHRENIZ T — v D)

* Given clearer feedback on how to address
task-relevant shortcomings (4 2~ 1B ¥ %
REICHLT BHECDONT, SYBEET 4 — KA
v O BELNT)

» Rated as having similar present
performance to women, but more potential

élﬁf@%ﬁliﬁ&& RFLMN, BEMTREIEEL
\Ssp

Correll et al., 2020; Jampol & Zayas, 2020

Task Segregation s

Women are more likely than men to be assigned administrative work
(KHEEBIHICHNT, FBHLHEELEESNEMAL 5 E)

Sonya Mishra

EMPYYWERED

www.sonyamishra.com

Office “Housew:
(74 20"A

Generally non-promotable tasks.
Taking notes, finding times to meet,
keeping track of deadlines, serving
on committees
(—RMICHELZNESE, A EEZRD
CROSHMERDD. HOYY EEET
%. ERARIIBMT 3)

Office “Glamour worl
(+7 4 2O BAMZHW

v
bl
Assignments that set you up for
promotion and increase your
visibility in the org. Projects for
major clients, representing your
company at an industry conference
(REPHBNTONEEZ LIFE1-0
DEH. KFBEAT IO b, %
. REFTOSHNRRL L)

Williams & Muithaup, 2018

Sonya Mishra
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In mixed-gender groups, women felt more

. . . “ ” In gender-segregated groups, men and women
A social experiment on expectations to say “yes o gregated group pressure to volunteer, and men expected
ool = s P were equally likely to volunteer. women to volunteer.
("Yes" & E 5 I~ DH EMRER) (BRIZHDAETN—TIE, BlEbRESALLSISRS (BHBEDTN—T TR, KRR T 7EBET
T4 FISBWT HEMBH 1<) BLIRTLyor—2BL, BERZENRS VT4 FE
BEFTICLEMEL TV
$2 %2 s2 %2 R i h h W i@
e o : Y R LI . I'*I' *'i'*
* T 04
— 04 2
$%525 £25 g | E .
B2 03 — =
® (] — 2
L I 3 02
10 rounds H é
(10m@) B u ® o1
[—— Fonale = Singe M — Mixed M
Singe £ _—— Mixed F
o 0
1 2 3 4 5 6 7 8 9 10 1 2 3 4 5 6 7 8 9 10
Babcock, Recalde, Vesteriund & Weingart, 2017 Round Round
Sonya Mishra EMPYYWERED www.sonyamishra.com Sonya Mishra EMPYYWERED www.sonyamishra.com
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When women face gender bias, they are driven away from

their jobs, becoming part of the “leaky pipeline”
(REES TV — A PRIZEET 5. £ENSBLOON. EAERETETLAEL

Stereotyping women as

less competent than men
(KIEIEBIEL Y BEAIHT
1BEOE L S ELERE)

sackiash How does diversity operate within

(R%) M :
hierarchies?
(EZTNF—DHRTHA N—=T (I EDLIERTEDN?)
Personality-related
performance evaluations

e et EMPEWERED

v 2R FHiT) OATA-DRIVEN DIVERSITY CONSULTING

Think manager- Underestimating

think male ,
women’s performance

(THF—=Zr—Z=F 1) DT A —T VR
EBINGHES B)

) O
Motherhood penalty Task-segregation
(BENFNT 1) (EFHH)
Sonya Mishra EMPYYWERED www.sonyamishra.com
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The type of task affects the usefulness of hierarchies
(tEOL2 A THAEBOERAEIEET S)

_ ... but not for non-routine/ complex tasks

Create efficiency for routine tasks (JL—T L. Vg AR DX 4
T OHEIL) ¢ FEER WM R SRR

* Limits low ranking individuals from voicin
* Clearly define roles, facilitating 9 9

coordination (ZEI5MB %8R- L. EHEER opinions and concerns (EL\izDENER Y
B T BRERT S L EHRT D)
Yeg<y3)
* Help with integration of information (1450 * Reduces feelings of psychological safety (
HEELTH5) DEHREMEETEES)

* Impairs group communication (¥)L—7a3
A== avIcXEEET)

* Creates patterns of deference that reduce
conflict (HILZEBLITHBD/NE—2&HED)
Consider the type of task next time you catch yourself deferring to hierarchical teams

(EISL%—BOF—LTHE, BAOREDSA TEXCEATHELES) 0

Sonya Mishra EMP{YWERED www.sonyamishra.com
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Corporate hierarchies become less diverse in higher ranks
(BPEOEITILF—IE. BRICHDIIFESHMEEL>TUL)

(ERASL IS VB SER - ARHREXM)
REPRESENTATION IN THE CORPORATE PIPELINE BY GENDER AND RACE” —-—ey -omen

% of employees by level at the start of 2021 (2021 HISABF 0D L < LB B K )

SR. MANAGER/
ENTRY LEVEL MANAGER DIRECTOR VP svp C-SUITE
(TYFU—LARL) (TX—T¥—) (SR¥F—T¥—  (VIP) (BR) (RERE)
TALI5-)

WHITE MEN

(BABHE)
MEN OF COLOR
(HEABOSE)
WHITE WOMEN
(BAKHE)
WOMEN OF COLOR
(HRABORE)
2021
TOTAL WOMEN 48% 41% 35% 30% 27% 24%
(ki)
McKinsey & Lean In, 2021
Sonya Mishra EMPEWERED www.sonyamishra.com

What happens when you consider hierarchy +
diversity?
(EISAF—+EAN—VT15EZDEESRDBN?)

Companies: "We're committed to diversity."
(& : A R—SF1—I2CEDYET)

The diversity:
(FAR=2F 1)

4:16 PM - Feb 19, 2021 - Twitter Web App

711K Retweets 2,238 Quote Tweets  510.5K Likes

Sonya Mishra EMPEYWERED www.sonyamishra.com
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More overlapping categories
~ Diversity Fault Line (¥ 15—y 71 0mm®) : (FYBLDEMTZHFTY—)

When multiple categories = ] =
| (e.g. race, age, gender, power) overlap to Stronger fault line
divide up a group. GRLER)
(EHONTITY—HHHBE (AFE. Fiv. E5. 7. .
BABE) SWiEBERTLES)

\Z

A A
ano ano

Overlapping categories: Overlapping categories: (

(REFBIHTTU—) BWTIHTIU-)
Power (#5) Power (#5)
Gender (#£31) Gender (1#£31)

Race (A7)

Lau & Murnighan, 1998; Du, Ma & Lin, 2020
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Consequences of Strong Fault Lines
GRLEEAE=5T 1 D)

N= 504 MBA students, sorted into 80 groups
(N=5042DMBA%4, 804 )L—T1=558)

—
Stron(;f\ﬁ.;.mes Weak Fault Lines
[ 18]
greg icati Sa=tr—vay)
Reduced safety 1)

Reduced satisfaction (HEBDET)

Reduced performance (74— RDET)
Lau & Mumighan, 2006

Sonya Mishra EMP{YWERED www.sonyamishra.com

Norms that foster psychological safety

(LDEBEMREEEZFOREE)
)
\ Q. °
4 B
o Send questions to meeting

Praise people for dissenting

le know you will call
ideas (MEMA LA EEDD)

attendees in advan on mem inadvance (Wmi=pr

ce (3—71 Y%
759 FIr—LERIIRNERS)

EPTHTLEEATEC)
( \:
o) 2
-
o
Avoid ending a meeting until Ensure one person doesn 't ‘A norm of avoiding
everyone e has shared their dominate con (— At interruptions (MY 2A&¥
opinions & ideas (2RAERE *EERS L’kb‘X‘)LT‘) BH SHORAR)
HLYSETRNERD L EZL)

Edmondson, 2018

Sonya Mishra EMPYYWERED www.sonyamishra.com
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How do we capitalize on diversity in

hierarchical teams?
(EXSLF—BOF—LT, SHHEEESIFLTM?)

Increase psychological safety.
(DEHZ2MEFFDS)

Edmondson, 2018

Sonya Mishra

EMPEWERED www.sonyamishra.com
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(BEXFEBF~AORVEOY ERELTLD)
Moving Backwards on the
Long Road to Gender Equality

Time needed to close the following global gender gaps
based on current trends (in years)”  (REQHEANSUTORRMLEBLEEE
52020 W2021 BHTBEOLEEEHM (i) )

257 268

-

Overall gender gap Economic Political ~ Educational
BMEBRE) [€:33:0)] (BUa#) [€:5-1:0))
* Calculated using figures for the 107 countries
covered by the source report since its inception.
Source: World Economic Forum

(GKLR— MBRBBLIE. 107 WEZHRIC LI-SIBETHE)
(Hgt : HREF I+ —F L)

Sonya Mishra

EMPYYWERED www.sonyamishra.com
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How will you help create a more diverse and

inclusive workplace?
(&Y SHTAENERIBOERICESERLETH?)

EMPEWERED

oL ®L(0)

53

www.sonyamishra.com
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Sonya Mishra

Keep the Conversation Going
REEHITLEELLD)

m Sonya Mishra

-

0“""‘& sonyamishra.com/empowered

sonya_mishra@berkeley.edu

SA,

EEEI  sonyamishra.com
3 4

EMPEWERED
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