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Introduction

Ýʤǉɨ ɽȃǉ Ȣƃɰɽ ʰǉƃɨӗ Ǽǉȶǁǉɨ ǁȈʤǉɨɰȈɽʰ ȃƃɰ ƹǉǉȶ ȈȶƺɨǉƃɰȈȶǼȢʰ ƺɁʤǉɨǉǁ ƹʰ ȴƃȈȶɰɽɨǉƃȴ ȶǉʥɰ ɁʍɽȢǉɽɰ ӵ 
ǹɨɁȴ ʥɁȴǉȶ ǉȴǉɨǼȈȶǼ Ȉȶ ɨǉƺɁɨǁ ȶʍȴƹǉɨɰ ȈȶɽɁ ɥɁȢȈɽȈƺɰӗ ɽɁ ɽȃǉ ȃȈɨȈȶǼ Ɂǹ ǹȈɨɰɽӸɽȈȴǉ yɁɨɽʍȶǉ њѕѕ 
ǹǉȴƃȢǉ :KÝɰӗ ɽɁ Ȣƃʥɰ ǉȶƃƺɽǉǁ ɨǉɧʍȈɨȈȶǼ ǁȈʤǉɨɰȈɽʰ Ȉȶ ɽȃǉ ƹɁƃɨǁ ɨɁɁȴ Ȉȶ :ƃȢȈǹɁɨȶȈƃ ƹʰ їѕїѕӗ ɽɁ Ɂɽȃǉɨ 
ȈȶȈɽȈƃɽȈʤǉɰ ƃȈȴǉǁ ƃɽ ɥɨɁȴɁɽȈȶǼ ȴɁɨǉ ʥɁȴǉȶ ȈȶɽɁ ȢǉƃǁǉɨɰȃȈɥ ɨƃȶȟɰӝ �ɽ ƃɥɥǉƃɨɰ ɽȃƃɽ їѕіў ƺɁʍȢǁ ƹǉ ɽȃǉ 
ʰǉƃɨ Ɂǹ ɨǉƺȟɁȶȈȶǼ ǹɁɨ Ǽǉȶǁǉɨ ǉɧʍƃȢȈɽʰӝ :ƃȴɥƃȈǼȶɰ ɰʍƺȃ ƃɰ ӜÃǉěɁɁ ƃȶǁ ӜěȈȴǉɰĩɥ ȃƃʤǉ ƹǉǼʍȶ ɽɁ 
ɰȃȈȶǉ ƃ ȢȈǼȃɽ ǼȢɁƹƃȢȢʰ Ɂȶ ɽȃǉ ʍȶǉɧʍƃȢ ǁȈɰɽɨȈƹʍɽȈɁȶ Ɂǹ ɥɁʥǉɨ ɽȃƃɽ ɥǉɨɥǉɽʍƃɽǉɰ Ǽǉȶǁǉɨ ƹȈƃɰӝ Ãƃȶʰ Ɂǹ 
ɽȃǉɰǉ ȈȶȈɽȈƃɽȈʤǉɰ ƃɨǉ ǉɧʍƃȢȢʰ ƺȃƃɨǼǉǁ ʥȈɽȃ ɥȃʰɰȈƺƃȢӗ ɰǉʯʍƃȢ ƃȶǁ ǉȴɁɽȈɁȶƃȢ ʍȶǁǉɨɽɁȶǉɰ ӵ ƃ ȢǉʤǉȢ Ɂǹ Ǽɨƃʰ 
ɰɁȴǉ ʥɁʍȢǁ ɰƃʰ ӵ Ȉȶ ƃ ƹȢƃƺȟ ƃȶǁ ʥȃȈɽǉ ʥɁɨȢǁӝ ÃɁɨǉɁʤǉɨӗ ɰɽʍǁʰ ƃǹɽǉɨ ɰɽʍǁʰ ɰȃɁʥɰ ɽȃƃɽ ɁɨǼƃȶȈ˃ƃɽȈɁȶɰ 
ɥʍɨɰʍȈȶǼ Ǽǉȶǁǉɨ ɥƃɨȈɽʰ ƃȶǁ ǁȈʤǉɨɰȈɽʰ ʥȈȢȢ ɨǉƃɥ ɽȃǉ ƹǉȶǉǹȈɽɰ Ɂǹ Ȉȶƺɨǉƃɰǉǁ ɨǉʤǉȶʍǉӗ ǁǉƺɨǉƃɰǉǁ ƺɁɰɽɰ 
ƃȶǁ ȴƃʯȈȴȈ˃ǉǁ ɥɨɁǹȈɽɰӗ ƃɰ ʥǉȢȢ ƃɰ ȴɁɨǉ ǉǹǹǉƺɽȈʤǉ ǉȴɥȢɁʰǉǉ ɨǉƺɨʍȈɽȴǉȶɽӗ ȈȴɥɨɁʤǉǁ ɨǉɽǉȶɽȈɁȶ ƃȶǁ ƃȶ 
ǉȶȃƃȶƺǉǁ ƺɁɨɥɁɨƃɽǉ ȈȴƃǼǉӝ 

Ãƺ¶Ȉȶɰǉʰ ծ :Ɂȴɥƃȶʰ ɨǉɥɁɨɽɰ ɽȃƃɽ ƃǁʤƃȶƺȈȶǼ ʥɁȴǉȶԇɰ ǉɧʍƃȢȈɽʰ ʥɁʍȢǁ ƃǁǁ Ԥії ɽɨȈȢȢȈɁȶ ɽɁ ǼȢɁƹƃȢ 
ǼɨɁʥɽȃ ƹʰ їѕїњі ӵ ɨɁʍǼȃȢʰ ɽȃǉ ƺɁȴƹȈȶǉǁ ɰȈ˃ǉ Ɂǹ ɽȃǉ ǉƺɁȶɁȴȈǉɰ Ɂǹ ɽȃǉ ĩȶȈɽǉǁ Čɽƃɽǉɰ ƃȶǁ :ȃȈȶƃ ɽɁǁƃʰӝ 
AȈʤǉɨɰȈɽʰ ȃƃɰ ƹǉǉȶ ɥɨɁʤǉȶ ɽɁ ȈȴɥɨɁʤǉ ɥɨɁǁʍƺɽȈʤȈɽʰ ƃȶǁ ǹȈȶƃȶƺȈƃȢ ɥǉɨǹɁɨȴƃȶƺǉӝ ěȃǉ Ãƺ¶Ȉȶɰǉʰ ɨǉɥɁɨɽ 
ǹʍɨɽȃǉɨ ȶɁɽǉɰ ɽȃƃɽ ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽȃǉ ɽɁɥ ɧʍƃɨɽȈȢǉ ǹɁɨ ɨƃƺȈƃȢ ƃȶǁ ǉɽȃȶȈƺ ǁȈʤǉɨɰȈɽʰ ƃɨǉ јњ ɥǉɨƺǉȶɽ ȴɁɨǉ 
ȢȈȟǉȢʰ ɽɁ ȃƃʤǉ ǹȈȶƃȶƺȈƃȢ ɨǉɽʍɨȶɰ ƃƹɁʤǉ ɽȃǉȈɨ ɨǉɰɥǉƺɽȈʤǉ ȶƃɽȈɁȶƃȢ Ȉȶǁʍɰɽɨʰ ȴǉƃȶɰ ƃȶǁ іњ ɥǉɨƺǉȶɽ ǹɁɨ 
Ǽǉȶǁǉɨ ǁȈʤǉɨɰȈɽʰӝ ÃɁɨǉɁʤǉɨӗ ɽȃǉ ɨǉʤǉɨɰǉ Ȉɰ ƃȢɰɁ ɽɨʍǉ ӵ ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽȃǉ ƹɁɽɽɁȴ ɧʍƃɨɽȈȢǉ Ȉȶ ƹɁɽȃ Ǽǉȶǁǉɨ 
ƃȶǁ ǉɽȃȶȈƺȈɽʰ ʍȶǁǉɨɥǉɨǹɁɨȴǉǁ ɽȃǉ Ɂɽȃǉɨ ɽȃɨǉǉ ɧʍƃɨɽȈȢǉɰӝ �ȶ ǹƃƺɽӗ ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽȃǉ ƹɁɽɽɁȴ ɧʍƃɨɽȈȢǉ 
ƹɁɽȃ ǹɁɨ Ǽǉȶǁǉɨ ƃȶǁ ǉɽȃȶȈƺȈɽʰ ƃȶǁ ɨƃƺǉ ƃɨǉ ɰɽƃɽȈɰɽȈƺƃȢȢʰ Ȣǉɰɰ ȢȈȟǉȢʰ ɽɁ ƃƺȃȈǉʤǉ ƃƹɁʤǉӸƃʤǉɨƃǼǉ ǹȈȶƃȶƺȈƃȢ 
ɨǉɽʍɨȶɰ ɽȃƃȶ ɽȃǉ ƃʤǉɨƃǼǉ ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽȃǉ ǁƃɽƃ ɰǉɽӝ ěȃƃɽ ȴǉƃȶɰ ɽȃƃɽ ƹɁɽɽɁȴӸɧʍƃɨɽȈȢǉ ƺɁȴɥƃȶȈǉɰ ƃɨǉ 
ȢƃǼǼȈȶǼ ɨƃɽȃǉɨ ɽȃƃȶ ȴǉɨǉȢʰ Țʍɰɽ ȶɁɽ ȢǉƃǁȈȶǼӝ

ťǉɽӗ ǁǉɰɥȈɽǉ ɽȃȈɰ ǁƃɽƃ ƃȶǁ ɽȃǉ ǹƃƺɽ ɽȃƃɽ Ȉɽ ȃƃɰ ƹǉǉȶ ǁǉƺƃǁǉɰ ɰȈȶƺǉ ʥɁȴǉȶ ƹǉǼƃȶ ǉȶɽǉɨȈȶǼ ɽȃǉ 
ʥɁɨȟǹɁɨƺǉ Ȉȶ ȢƃɨǼǉ ȶʍȴƹǉɨɰ Ȉȶ ȴƃȶʰ ƺɁʍȶɽɨȈǉɰӗ ʥɁȴǉȶԇɰ ɥɨɁǼɨǉɰɰ Ȉȶ ȢǉƃǁǉɨɰȃȈɥ Ȉɰ ɰɽȈȢȢ ȴȈʯǉǁӝ ČɽʍǁȈǉɰ 
ȃƃʤǉ ǹɁʍȶǁ Ǽɨǉƃɽǉɨ ȶʍȴƹǉɨɰ Ɂǹ ʥɁȴǉȶ ԄǁȈɰƃɥɥǉƃɨȈȶǼԅ ƃɽ ǉƃƺȃ ɰʍƺƺǉɰɰȈʤǉ ȢǉʤǉȢ Ɂǹ ȴɁɰɽ ɁɨǼƃȶȈ˃ƃɽȈɁȶɰӝ 
� ¸ǉƃȶ�ȶӝɁɨǼ ƃȶǁ Ãƺ¶Ȉȶɰǉʰ ɰɽʍǁʰ Ɂǹ їїї ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽȃǉ ĩӝČӝ ȈȢȢʍɰɽɨƃɽǉǁ ɽȃȈɰ ɥȃǉȶɁȴǉȶɁȶӝ yɁɨ ǉʤǉɨʰ 
іѕѕ ʥɁȴǉȶ ɥɨɁȴɁɽǉǁ ɽɁ ȴƃȶƃǼǉɨӗ іјѕ ȴǉȶ ƃɨǉ ɥɨɁȴɁɽǉǁїӝ 9ʰ ɽȃǉ ɽȈȴǉ ʥɁȴǉȶ ɨǉƃƺȃ ɽȃǉ ČřĀ ȢǉʤǉȢӗ 
ɽȃǉʰ ȃɁȢǁ Țʍɰɽ їѕ ɥǉɨƺǉȶɽ Ɂǹ ɨɁȢǉɰ ɽȃƃɽ ƃɨǉ ȴɁɰɽ ȢȈȟǉȢʰ ɽɁ Ȣǉƃǁ ɽɁ ɽȃǉ :ӸɰʍȈɽǉӝ Śȃǉȶ ʰɁʍ ȢɁɁȟ ƃɽ ɽȃǉ 
yɁɨɽʍȶǉ њѕѕӗ ɁȶȢʰ ǹȈʤǉ ɥǉɨƺǉȶɽ Ɂǹ ɽȃǉ ɽɁɥ :KÝ ɨɁȢǉɰ ƃɨǉ ȃǉȢǁ ƹʰ ʥɁȴǉȶӝ 

ěȃǉ ȃǉƃȢɽȃƺƃɨǉ Ȉȶǁʍɰɽɨʰ Ȉɰ ȶɁɽ Ȉȴȴʍȶǉ ɽɁ ɽȃǉ ƺȃƃȢȢǉȶǼǉɰ Ɂǹ ȈȶǉɧʍȈɽʰӝ � Ǽɨǉƃɽ ǉʯƃȴɥȢǉ Ɂǹ ɽȃȈɰ Ȉɰ ȴǉǁȈƃ 
ƺɁʤǉɨƃǼǉ ɥʍƹȢȈɰȃǉǁ ǁʍɨȈȶǼ ɽȃǉ ƃȶȶʍƃȢ °Ā ÃɁɨǼƃȶ �ǉƃȢɽȃƺƃɨǉ :Ɂȶǹǉɨǉȶƺǉɰ Ɂʤǉɨ ɽȃǉ Ȣƃɰɽ ɽʥɁ ʰǉƃɨɰӝ �ȶ 
їѕіќӗ yɁɨɽʍȶǉ ɨǉɥɁɨɽǉǁ ɽȃƃɽ ȴɁɨǉ ɽȃƃȶ іѕѕ ȢȈǹǉ ɰƺȈǉȶƺǉɰ Ȉȶǁʍɰɽɨʰ Ȣǉƃǁǉɨɰ ɁʍɽȢȈȶǉǁ ǼʍȈǁȈȶǼ ɥɨȈȶƺȈɥȢǉɰ 
ƃȶǁ ƹǉɰɽ ɥɨƃƺɽȈƺǉɰ ɽɁ ȈȴɥɨɁʤǉ Ǽǉȶǁǉɨ ǁȈʤǉɨɰȈɽʰ ɽȃɨɁʍǼȃɁʍɽ ɽȃǉ Ȉȶǁʍɰɽɨʰ ƹʰ ɰȈǼȶȈȶǼ ɽȃǉ Ãƃɰɰ 9ȈɁ 
ɥȢǉǁǼǉјӝ � ʰǉƃɨ ǹɁȢȢɁʥȈȶǼ ɽȃƃɽ ɥȢǉǁǼǉӗ Čě�ě ɨǉɥɁɨɽǉǁ ɽȃƃɽ ɽȃǉɨǉ ʥǉɨǉ ȴɁɨǉ ȴǉȶ ȶƃȴǉǁ ÃȈƺȃƃǉȢ 
ɥɨǉɰǉȶɽȈȶǼ ƃɽ ɽȃǉ °Ā ÃɁɨǼƃȶ �ǉƃȢɽȃƺƃɨǉ :Ɂȶǹǉɨǉȶƺǉ ɽȃƃȶ ƃȢȢ ǹǉȴƃȢǉ :KÝɰ ɥɨǉɰǉȶɽȈȶǼ ƺɁȴƹȈȶǉǁљӝ 
ŚȃȈȢǉ ʥǉ ɰƃʥ ɰɁȴǉ ɥɨɁǼɨǉɰɰ Ȉȶ їѕіў ʥȈɽȃ јј ǹǉȴƃȢǉ :KÝɰ ɥɨǉɰǉȶɽȈȶǼ ƃɽ °Ā ÃɁɨǼƃȶ ӵ ǉʯƺǉǉǁȈȶǼ ɽȃǉ 
іў ÃȈƺȃƃǉȢԇɰ Ɂȶ ɽȃǉ ɥɁǁȈʍȴ ӵ ўѕ ɥǉɨƺǉȶɽ Ɂǹ ɥɨǉɰǉȶɽǉɨɰ ʥǉɨǉ ɰɽȈȢȢ ȴƃȢǉӝ ěȃǉ Ȣƃƺȟ Ɂǹ ɥƃɨȈɽʰ 
ɨǉɥɨǉɰǉȶɽƃɽȈɁȶ Ȉȶ ɽȃǉ ƹʍɰȈȶǉɰɰ Ɂǹ ȃǉƃȢɽȃƺƃɨǉ ɥɨɁʤǉɰ ɽȃƃɽ ƺȃƃȶǼǉ Ȉȶ ɽȃǉ ȃǉƃȢɽȃƺƃɨǉ Ȉȶǁʍɰɽɨʰ Ȉɰ ȴɁʤȈȶǼ 
ƃɽ ƃ ɰȶƃȈȢԇɰ ɥƃƺǉ ƃȶǁ ɰȃɁʍȢǁ ƹǉ ʍȶƃƺƺǉɥɽƃƹȢǉ ɽɁ ʍɰ ƃȢȢӝ
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і ŚɁǉɽ˃ǉȢ ǉɽ ƃȢӝ ӯїѕіњӗ ČǉɥɽǉȴƹǉɨӰӝ How advancing women’s equality can add $12 trillion to global growth. 
ȃɽɽɥɰӖӣӣʥʥʥӝȴƺȟȈȶɰǉʰӝƺɁȴӣǹǉƃɽʍɨǉǁӸȈȶɰȈǼȃɽɰӣǉȴɥȢɁʰȴǉȶɽӸƃȶǁӸǼɨɁʥɽȃӣȃɁʥӸƃǁʤƃȶƺȈȶǼӸʥɁȴǉȶɰӸǉɧʍƃȢȈɽʰӸ
ƺƃȶӸƃǁǁӸіїӸɽɨȈȢȢȈɁȶӸɽɁӸǼȢɁƹƃȢӸǼɨɁʥɽȃӣ
ї ¸ǉƃȶȈȶӝɁɨǼ ƃȶǁ Ãƺ¶Ȉȶɰǉʰ ծ :Ɂȴɥƃȶʰӝ Women in the Workplace 2018. ȃɽɽɥɰӖӣӣʥɁȴǉȶȈȶɽȃǉʥɁɨȟɥȢƃƺǉӝƺɁȴӣ
ј ÃʍȟȃǉɨȚǉǉӗ Čʰӝ ӯїѕіќӗ °ƃȶʍƃɨʰӰӝ More Than 100 Biopharma Execs Are Pushing for More Gender Diversity in 
the Industry. ȃɽɽɥӖӣӣǹɁɨɽʍȶǉӝƺɁȴӣїѕіќӣѕіӣііӣƹȈɁɥȃƃɨȴƃӸȚɥȴӸǼǉȶǁǉɨӸǁȈʤǉɨɰȈɽʰӸȢǉɽɽǉɨӣ
љ ĄɁƹƹȈȶɰ ƃȶǁ ¶ǉɰȃƃʤƃȶӝ ӯїѕіѝӗ °ƃȶʍƃɨʰӰӝ Men named Michael outnumber female CEOs presenting at 
#JPM18. ȃɽɽɥɰӖӣӣʥʥʥӝɰɽƃɽȶǉʥɰӝƺɁȴӣїѕіѝӣѕіӣѕќӣȚɥȴӸǼǉȶǁǉɨӸǁȈʤǉɨɰȈɽʰӣ 
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ČɁ ȃɁʥ ƺƃȶ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ ȴɁʤǉ ɽȃǉ ȶǉǉǁȢǉ ɽɁ ƃƺȃȈǉʤǉ Ǽǉȶǁǉɨ ɥƃɨȈɽʰ ƃȶǁ ɽȃǉ ǉȶȃƃȶƺǉǁ 
ƺɁɨɥɁɨƃɽǉ ɥǉɨǹɁɨȴƃȶƺǉ ɽȃƃɽ ƺɁȴǉɰ ʥȈɽȃ ȈɽӞ �Ɂʥ ǁɁ ʥǉ ƺɨǉƃɽǉ ɨǉƃȢ ƃƺɽȈɁȶƃƹȢǉ ƺȃƃȶǼǉӞ �ȶǁ ʥȃƃɽ 
ʥɁʍȢǁ ƃ ǁȈǹǹǉɨǉȶɽ °Ā ÃɁɨǼƃȶ �ǉƃȢɽȃƺƃɨǉ :Ɂȶǹǉɨǉȶƺǉ ǉʯɥǉɨȈǉȶƺǉ ȢɁɁȟ ȢȈȟǉ Ȉȶ їѕїѕ ƃȶǁ ƹǉʰɁȶǁӞ

Kƃƺȃ ʰǉƃɨ ƃɽ ŚїÝӗ ʥǉ ƺɁȶǁʍƺɽ ƃ ɰɽʍǁʰ ɽȃƃɽ ǉʯƃȴȈȶǉɰ ȃɁʥ ƺɁȴɥƃȶȈǉɰ ƃɨǉ ȴƃȈȶɽƃȈȶȈȶǼ Ɂɨ ǹƃȢȢȈȶǼ 
Ȉȶ ɨǉȢǉʤƃȶƺǉӝ ŚȃʰӞ 9ǉƺƃʍɰǉӗ ɨǉȢǉʤƃȶƺǉ Ȉɰ ɽȃǉ ȶǉʥ ɨǉɥʍɽƃɽȈɁȶ Ȉȶ ƃ ɰɁƺȈƃȢ ƃȶǁ ǁȈǼȈɽƃȢ ɨǉƃȢȈɽʰӝ �ǹ ʰɁʍɨ 
ɁɨǼƃȶȈ˃ƃɽȈɁȶ Ȉɰ ȶɁɽ ƺɁȶɰȈǁǉɨǉǁ ɨǉȢǉʤƃȶɽӗ ɰƃȢǉɰӗ ɥɨɁǹȈɽƃƹȈȢȈɽʰӗ ɨǉƺɨʍȈɽȴǉȶɽӗ ɨǉɽǉȶɽȈɁȶӗ ȈȶȶɁʤƃɽȈɁȶӗ 
ȢǉƃǁǉɨɰȃȈɥ ƃȶǁ ʤƃȢʍƃɽȈɁȶ ʥȈȢȢ ƹǉ ƃǹǹǉƺɽǉǁӝ 9ǉƺƃʍɰǉ Ɂǹ ɽȃǉ Ǽǉȶǁǉɨ ɥƃɨȈɽʰ ȴɁʤǉȴǉȶɽӗ ƃȶǁ Ɂʍɨ ƹǉȢȈǉǹ 
ɽȃƃɽ ɥƃɨȈɽʰ ʍȢɽȈȴƃɽǉȢʰ Ȉȴɥƃƺɽɰ ƃ ƺɁȴɥƃȶʰԇɰ ƹɁɽɽɁȴ ȢȈȶǉӗ ʥǉ ɽɁɁȟ Ɂʍɨ ĄǉȢǉʤƃȶƺǉ �ȶǁǉʯ ƃ ɰɽǉɥ 
ǹʍɨɽȃǉɨ Ȉȶ їѕіў ƹʰ ƃǁǁȈȶǼ Ǽǉȶǁǉɨ ƃȶǁ ǁȈʤǉɨɰȈɽʰ ƃɰ ƃ ȟǉʰ ȴǉƃɰʍɨǉ Ɂǹ ƺɁɨɥɁɨƃɽǉ ɨǉɥʍɽƃɽȈɁȶӝ
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The W2O Annual Relevance Index

ěɁ ȃǉȢɥ ƺɁȴɥƃȶȈǉɰ ƹǉȶƺȃȴƃɨȟ ƃȶǁ ɽɨƃƺȟ ɨǉȢǉʤƃȶƺǉӗ ŚїÝ ǉȴɥȢɁʰɰ ƃ ƺɨɁɰɰӸƺȃƃȶȶǉȢ ƃȶǁ ƺɨɁɰɰӸ
ƃʍǁȈǉȶƺǉ ȴɁǁǉȢ ɽȃƃɽ ȴǉƃɰʍɨǉɰ ɰȈǼȶƃȢɰ Ȉȶ ɁȶȢȈȶǉ ƺɁȶʤǉɨɰƃɽȈɁȶ ƃȶǁ ƹǉȃƃʤȈɁɨӝ Ýȶǉ Ɂǹ ɽȃǉɰǉ ɰȈǼȶƃȢɰ Ȉɰ 
ԄȈȶɰȈǁǉɨԅ ɨǉȢǉʤƃȶƺǉӗ ʥȃȈƺȃ Ȉɰ ɽɨƃƺȟǉǁ ƹƃɰǉǁ Ɂȶ ɁɨǼƃȶȈƺ ƃȶǁ ȃȈǼȃȢʰ ʤȈɰȈƹȢǉ ǹǉǉǁƹƃƺȟ ɥɨɁʤȈǁǉǁ ƹʰ 
ǉȴɥȢɁʰǉǉɰ ƃȶǁ ȈȶʤǉɰɽɁɨɰ Ɂȶ ǁȈǼȈɽƃȢ ƺȃƃȶȶǉȢɰӝ Ýɽȃǉɨ ɰȈǼȶƃȢɰ ƃɨǉ ȴɁɨǉ ǉʯɽǉɨȶƃȢȢʰӸǹƃƺȈȶǼӝ ěȃȈɰ ȈȶƺȢʍǁǉɰ 
ɽȃǉ ɨǉȢƃɽȈʤǉ ȢǉʤǉȢ Ɂǹ ƺɁȴɥƃȶʰ Ȉȶɽǉɨǉɰɽ ǉʯɥɨǉɰɰǉǁ ƹʰ ǉʯɽǉɨȶƃȢ ƃʍǁȈǉȶƺǉɰ ɽȃɨɁʍǼȃ ɰǉƃɨƺȃӗ ƃɰ ʥǉȢȢ ƃɰ 
ǉȶǼƃǼǉȴǉȶɽ ʥȈɽȃ ǁȈǼȈɽƃȢ ƺɁȶɽǉȶɽӝ ěȃȈɰ ǉȶǼƃǼǉȴǉȶɽ ƺƃȶ ƹǉ ǁɨȈʤǉȶ ƹʰ ƹɨƃȶǁӸɁʥȶǉǁ ƺȃƃȶȶǉȢɰ ƃɰ ʥǉȢȢ 
ƃɰ ǉƃɨȶǉǁ ȴǉǁȈƃӗ ƃȶǁ ɽȃǉ ȴɁǁǉȢ ƺƃȶ ƹǉ ƺʍɰɽɁȴȈ˃ǉǁ ƃƺƺɁɨǁȈȶǼ ɽɁ ɽɁɥȈƺ ƃȶǁ ƃʍǁȈǉȶƺǉӝ 

ŚїÝԇɰ �ȶȶʍƃȢ ĄǉȢǉʤƃȶƺǉ �ȶǁǉʯ ɰƺɁɨǉɰ ƃȢȢ yɁɨɽʍȶǉ њѕѕ ɁɨǼƃȶȈ˃ƃɽȈɁȶɰ Ɂȶ ƃ ɰƺƃȢǉ Ɂǹ ѕӸіѕѕӝ � ɰƺɁɨǉ 
ƃƹɁʤǉ ѝњ ȈȶǁȈƺƃɽǉɰ ƃȶ ɁɨǼƃȶȈ˃ƃɽȈɁȶ Ȉɰ ȢȈȟǉȢʰ ɽɁ ɨǉȴƃȈȶ ɨǉɰȈȢȈǉȶɽ Ȉȶ ɽȃǉ ǹƃƺǉ Ɂǹ ȴƃɨȟǉɽ ƺȃƃȶǼǉɰ ƃȶǁ 
ƺɁȴɥǉɽȈɽȈʤǉ ɽȃɨǉƃɽɰ ӵ ɽȃǉ ȢȈȟǉɰ Ɂǹ �ɥɥȢǉӗ �ȴƃ˃Ɂȶ ƃȶǁ ĩƹǉɨ ɰȈɽ ƃȴɁȶǼ ɽȃȈɰ ʍɥɥǉɨ ǉƺȃǉȢɁȶӝ ČɽȈȢȢӗ ǉʤǉȶ 
ǉȶɽɨǉȶƺȃǉǁ ɨǉȢǉʤƃȶƺǉ Ȣǉƃǁǉɨɰ ƺƃȶ ƹǉ ǁȈɰɨʍɥɽǉǁ ӵ ǁȈǼȈɽƃȢ ɽɨƃȶɰǹɁɨȴƃɽȈɁȶ ȃƃɰ ʍɰʍɨɥǉǁ ɥɨǉʤȈɁʍɰ 
ɨǉȢǉʤƃȶƺǉ ǼȈƃȶɽɰ ɰʍƺȃ ƃɰ {Kӗ :ȈɽȈƹƃȶȟ ƃȶǁ KʯʯɁȶӝ ěȃǉɨǉ Ȉɰ ƃȢʥƃʰɰ ƃ ǼɨɁʍɥ Ɂǹ ƺɁȴɥƃȶȈǉɰ ȃɁʤǉɨȈȶǼ Ɂȶ 
ɽȃǉ ǉǁǼǉ Ɂǹ ɽȃȈɰ ȟǉʰ ȈȶǹȢǉƺɽȈɁȶ ɥɁȈȶɽӗ ɰƺɁɨȈȶǼ ќњӸѝњӗ ƹʍɽ ȴɁɰɽ ƺɁȴɥƃȶȈǉɰ ɰƺɁɨǉ ƹǉɽʥǉǉȶ ћњӸќљ ӵ 
ɨǉɥɨǉɰǉȶɽȈȶǼ ƃ ǼɨɁʍɥ Ɂǹ ƺɁȴɥƃȶȈǉɰ ɽȃƃɽ ƃɨǉ ԄɁȶ ɽȃǉ ǹǉȶƺǉԅ ƹǉƺƃʍɰǉ Ɂǹ ʍȶȈɧʍǉ ɰɽɨǉȶǼɽȃɰ ƃȶǁ ƺɁȴȴɁȶ 
ƺȃƃȢȢǉȶǼǉɰӝ 

A ÃȈcɨɁcɁɰȴ ǹɁɨ RelevanceӖ Whʰ ČanɁǹȈ yelɽ ԄOƹlȈǼaɽedԅ ɽɁ ReɰɥɁnd

ĄǉȢǉʤƃȶƺǉ Ȉɰ ƃ ȴǉƃɰʍɨǉ Ɂǹ ɽȃǉ ȈȶɽǉɨɰǉƺɽȈɁȶ ƹǉɽʥǉǉȶ what companies need to communicate about 
their capabilities and values with the technology, culture and beliefs that shape stakeholder 
expectations. Śȃǉȶ ɽȃȈɰ ȈȶɽǉɨɰǉƺɽȈɁȶ Ɂƺƺʍɨɰӗ Ȉɽԇɰ ǉʯɥȢɁɰȈʤǉӝ Śȃǉȶ ČƃȶɁǹȈ ɨǉɰɥɁȶǁǉǁ ʤȈƃ ěʥȈɽɽǉɨ ɽɁ 
ĄɁɰǉƃȶȶǉ 9ƃɨɨԇɰ ƺɁȴȴǉȶɽ ɽȃƃɽ �ȴƹȈǉȶ ƺƃʍɰǉǁ ȃǉɨ ɨƃƺȈɰɽ ɽʥǉǉɽӗ їњљӗѕѕѕ ɥǉɁɥȢǉ ǉȶǼƃǼǉǁ ʥȈɽȃ 
ČƃȶɁǹȈԇɰ ɽʥǉǉɽӝ

Śȃǉȶ ČƃȶɁǹȈ ʥƃɰ ƃɰȟǉǁ ƹʰ PRWeek ƃƹɁʍɽ Ȉɽɰ ǁǉƺȈɰȈɁȶ ɽɁ ɨǉɰɥɁȶǁӗ њ �ȶǼǉȢƃ 9ǉƺȃƃȶӗ �ǉƃǁ Ɂǹ 
:ɁȴȴʍȶȈƺƃɽȈɁȶɰ ǹɁɨ ÇɁɨɽȃ �ȴǉɨȈƺƃӗ ɰƃȈǁӗ Ӡ�ɽ ƺɁȴǉɰ ǁɁʥȶ ɽɁ Ɂʍɨ ƺɁɨǉ ʤƃȢʍǉɰ ƃɽ ČƃȶɁǹȈӖ ʥǉ ɽƃȟǉ 
ǁȈʤǉɨɰȈɽʰ ƃȶǁ ȈȶƺȢʍɰȈɁȶ ʤǉɨʰ ɰǉɨȈɁʍɰȢʰӝ �ɽ Ȉɰ ɥƃɨɽ Ɂǹ ȃɁʥ ʥǉ ʥɁɨȟ ǉʤǉɨʰ ǁƃʰӝӠ ěȃǉ ʤȈɨƃȢȈɽʰ Ɂǹ ČƃȶɁǹȈԇɰ 
ɨǉƃƺɽȈɁȶ ɽɁ ƃ ǁǉǹȈȶȈȶǼ ƺʍȢɽʍɨƃȢ ȴɁȴǉȶɽ ʥȈɽȃ ƺɁȴȴʍȶȈƺƃɽȈɁȶ ɨǉȈȶǹɁɨƺȈȶǼ ƺɁɨɥɁɨƃɽǉ ʤƃȢʍǉɰ ȴƃȟǉɰ Ȉɽ ƃ 
ɥǉɨǹǉƺɽ ȴȈƺɨɁƺɁɰȴ ǹɁɨ ɽȃǉ ɥɁʥǉɨ Ɂǹ ɨǉȢǉʤƃȶƺǉӝ

њ 9radleyӗ Dianaӝ ӯ2ѕі8ӗ MayӰӝ The ­tory Behind ­anofi’s TweetӸ Âsing Our Medicines as a Crutch for Bad 
Behavior is tot Appropriate. https:ӣӣwwwӝprweeȟӝcomӣarticleӣіљ662јіӣstoryӸbehindӸsanofisӸtweetӸ
usingӸmedicinesӸcrutchӸbadӸbehaviorӸnotӸappropriate 
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Diversity Relevance Scores by Type of Healthcare Company

The �ealɽhcaɨe Induɰɽɨʰ WȈll KȈɽheɨ AeǹȈne Ɂɨ ƹe AeǹȈned ƹʰ AȈveɨɰȈɽʰ
¸ǉʤǉɨƃǼȈȶǼ ƹǉȶƺȃȴƃɨȟɰ ǹɨɁȴ ŚїÝԇɰ �ȶȶʍƃȢ ĄǉȢǉʤƃȶƺǉ �ȶǁǉʯӗ ʥǉ ɰƺɁɨǉǁ ɽȃǉ ћї yɁɨɽʍȶǉ њѕѕ 
ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽǉɨȴɰ Ɂǹ ɽȃǉȈɨ ɨǉȢǉʤƃȶƺǉ Ȉȶ ɽȃǉ ƺʍɨɨǉȶɽ ǁȈʤǉɨɰȈɽʰ Ȣƃȶǁɰƺƃɥǉӝ Ýȶǉ ƺɁȴɥƃȶʰ 
ɨǉǼȈɰɽǉɨǉǁ ƃɰ ԄɁȶ ɽȃǉ ǹǉȶƺǉӗӠ ƃȶǁ ǹɁʍɨ ƺɁȴɥƃȶȈǉɰ ɰƺɁɨǉǁ ƃƹɁʤǉ њњӗ ȈȶǁȈƺƃɽȈȶǼ ƃ ȢǉʤǉȢ Ɂǹ ǉȴǉɨǼȈȶǼ 
ɨǉȢǉʤƃȶƺǉ ƹʍɽ ƃ Ȣƃƺȟ Ɂǹ ɨǉƃƺȃ ƃȶǁ ȈȶǹȢʍǉȶƺǉӝ ěȃǉ ɨǉȴƃȈȶȈȶǼ њќ ƺɁȴɥƃȶȈǉɰ ɰƺɁɨǉǁ ƹǉȢɁʥ њњӗ ȈȶǁȈƺƃɽȈȶǼ 
ɰȈǼȶȈǹȈƺƃȶɽ ɨɁɁȴ ǹɁɨ ȈȴɥɨɁʤǉȴǉȶɽ Ȉǹ ɽȃǉ ȃǉƃȢɽȃƺƃɨǉ Ȉȶǁʍɰɽɨʰ Ȉɰ ǼɁȈȶǼ ɽɁ ƹǉ ƃ ǁȈʤǉɨɰȈɽʰ Ȣǉƃǁǉɨӝ 
ĩȶǹɁɨɽʍȶƃɽǉȢʰӗ ɽȃǉɰǉ ǹȈȶǁȈȶǼɰ ƃɨǉ ƺɁȶɰȈɰɽǉȶɽ ʥȈɽȃ Ɂɽȃǉɨ ƺɨɁɰɰӸȈȶǁʍɰɽɨʰ ǁȈʤǉɨɰȈɽʰ ɰɽʍǁȈǉɰ Ȉȶ ɽǉɨȴɰ Ɂǹ ȃɁʥ 
ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ ɰɽƃƺȟ ʍɥ ɽɁ Ɂɽȃǉɨ ȈȶǁʍɰɽɨȈǉɰӝ ÝȶȢʰ ǹȈʤǉ Ɂǹ ɽȃǉ yɁɨɽʍȶǉ њѕѕ ȃǉƃȢɽȃƺƃɨǉ 
ƺɁȴɥƃȶȈǉɰ ʥǉɨǉ ȈȶƺȢʍǁǉǁ Ȉȶ ɽȃǉ ɽɁɥ іѕѕ Ɂȶ yɁɨƹǉɰԇ ěɁɥ KȴɥȢɁʰǉɨɰ ǹɁɨ ŚɁȴǉȶ їѕіѝ ¸Ȉɰɽӝ    6

Howeverӗ the data tells a different story when we examine trends yearӸoverӸyearӝ On averageӗ 
healthcare companies improved by nine points on W2Oԇs Annual Relevance Index in 2ѕі8 compared 
to 2ѕі7Ӣ companies ranȟing in the top іѕ improved by іњ pointsӝ It is important to examine what is 
driving this change and what actions the industry will need to taȟe to continue to improveӝ 

Healthcare Industry Patterns
Currentlyӗ there are patterns in the types of companies that are the most diversityӸrelevantӝ The data 
shows that healthcare organi˃ations that provide services directly to consumers are the most liȟely to 
benefit or suffer from a relevance perspectiveӗ with retail pharmacy ranȟing at either the very top or 
bottom of the indexӝ 

Pharmaceutical and medical device companies are the other segments represented among top 
diversity relevance leadersӝ 9iotech and insurance companies are more liȟely to score lower on the 
Indexӗ with hospital systems scoring the lowestӝ 

6 Forbesӝ 9est Employers for Womenӝ https:ӣӣwwwӝforbesӝcomӣbestӸemployersӸforӸwomenӣlistӣ 
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�Ɂʥ ɽhe :ɁnveɨɰaɽȈɁn Relaɽed ɽɁ AȈveɨɰȈɽʰ Ȉɰ :hanǼȈnǼ

As diversity is increasingly at the forefront of the cultural and political stageӗ online conversation 
related to the healthcare industry has been affectedӝ Discussion among healthcare audiences related 
to Fortune њѕѕ healthcare companies and diversity ȴɁre than dɁuƹled Ȉn їѕіѝӗ and it is increasing at 
twice that rate among online physiciansӝ

Terms ĩseǁ by Healthcare Staȟeholǁers in їѕіѝ

The conversation is not only growing but evolvingӝ ĩsing ɧuantitative linguistical analysisӗ we 
analy˃ed љј6ӗѕѕѕ online pieces of content related to Fortune њѕѕ healthcare companies and 
the topic of diversityӝ This analysis showed that the use of the term “inclusion” has increased by 
њѕ percent yearӸoverӸyear compared to the term “diversityӗ” which has increased by ў percentӝ 
According to veteran diversity advocate řerna Myersӗ appointed this year as Çetflixԇs řP of 
Inclusion Strategyӗ “Diversity is being invited to the partyӗ and inclusion is being asȟed to danceӝ”

Ýnline Discʍssion Relateǁ to Diversity Ը yortʍne њѕѕ Healthcare Companiesӗ їѕіќ ӵ їѕіѝ 
Excluding content related to the Sanofi + Roseanne Barr Event
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Where We Are

�Ɂʥ ɽhe �ealɽhcaɨe Induɰɽɨʰ Ȉɰ KnǼaǼȈnǼ

ČɁȴǉ Ɂǹ ɽȃǉ Ȉȶƺɨǉƃɰǉǁ ƃɽɽǉȶɽȈɁȶ ʥǉԇɨǉ ɰǉǉȈȶǼ Ɂȶ ɽȃǉ Ȉɰɰʍǉ Ɂǹ ǁȈʤǉɨɰȈɽʰ Ȉȶ ɽȃǉ ȃǉƃȢɽȃƺƃɨǉ Ȉȶǁʍɰɽɨʰ Ȉɰ 
ǁɨȈʤǉȶ ƹʰ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ ɽȃǉȴɰǉȢʤǉɰӗ ʥȃȈƺȃ ƃɨǉ ȢǉʤǉɨƃǼȈȶǼ ƺɁȴȴʍȶȈƺƃɽȈɁȶɰ ƃȶǁ ȴƃɨȟǉɽȈȶǼ 
ɥȢƃɽǹɁɨȴɰ ɽɁ ǉȶǼƃǼǉ Ȉȶ ɽȃǉ ǁȈƃȢɁǼʍǉӝ ěȃǉ ƃȴɁʍȶɽ Ɂǹ ƺɁȶɽǉȶɽ ɽȃƃɽ yɁɨɽʍȶǉ њѕѕ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ 
ɥɁɰɽǉǁ Ɂȶ ɰɁƺȈƃȢ ȴǉǁȈƃ Ȉȶ їѕіѝ Ȉȶƺɨǉƃɰǉǁ ƹʰ ɁȶȢʰ ї ɥǉɨƺǉȶɽ ƺɁȴɥƃɨǉǁ ɽɁ їѕіќӗ ƹʍɽ ƺɁȶɽǉȶɽ ɨǉȢƃɽǉǁ ɽɁ 
ǁȈʤǉɨɰȈɽʰ Ȉȶƺɨǉƃɰǉǁ ƹʰ ћї ɥǉɨƺǉȶɽӝ  

�ǁǁȈɽȈɁȶƃȢȢʰӗ ɽȃǉ ǁƃɽƃ ɰȃɁʥɰ ɽȃƃɽ ȃǉƃȢɽȃƺƃɨǉ ƃʍǁȈǉȶƺǉɰ ƃɨǉ Ȉȶɽǉɨǉɰɽǉǁ Ȉȶ ɰǉǉȈȶǼ ȴɁɨǉ Ɂǹ ɽȃȈɰ ɽʰɥǉ Ɂǹ 
ƺɁȶɽǉȶɽ ǹɨɁȴ ȃǉƃȢɽȃƺƃɨǉ Ȣǉƃǁǉɨɰӝ yɁɨ ƺɁȴɥƃȶȈǉɰ ƃƺɨɁɰɰ ȈȶǁʍɰɽɨȈǉɰӗ ɁɨǼƃȶȈƺ ɰɁƺȈƃȢ ȴǉǁȈƃ ǉȶǼƃǼǉȴǉȶɽ 
Ȉɰ ǁʥȈȶǁȢȈȶǼӝ �ȴɁȶǼ yɁɨɽʍȶǉ њѕѕ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰӗ ǉȶǼƃǼǉȴǉȶɽ ʥȈɽȃ ɰɁƺȈƃȢ ƺɁȶɽǉȶɽ ǹǉȢȢ ƹʰ їњ 
ɥǉɨƺǉȶɽ Ȉȶ їѕіѝ ƺɁȴɥƃɨǉǁ ɽɁ їѕіќӝ 9uɽ cɁnɽenɽ ɨelaɽed ɽɁ dȈveɨɰȈɽʰ Ȉɰ ƹucȟȈnǼ ɽhȈɰ ɽɨendӗ ʥȈɽh 
healɽhcaɨe cɁȴɥanȈeɰ ɰeeȈnǼ a іѕў ɥeɨcenɽ Ȉncɨeaɰe Ȉn enǼaǼeȴenɽ ʥȈɽh dȈveɨɰȈɽʰ cɁnɽenɽ ʰeaɨӸ
ɁveɨӸʰeaɨӝ

KȴɥlɁʰee ČaɽȈɰǹacɽȈɁn

ÝȶȢȈȶǉ ǉȴɥȢɁʰǉǉ ɨǉʤȈǉʥɰӗ Ȉȶ ƃǁǁȈɽȈɁȶ ɽɁ ɥɨɁʤȈǁȈȶǼ Ɂȶǉ ʤȈǉʥ Ɂǹ ǉȴɥȢɁʰǉǉ ɰƃɽȈɰǹƃƺɽȈɁȶӗ ƃɨǉ ƃ ȃȈǼȃȢʰ 
ʤȈɰȈƹȢǉ ʥȈȶǁɁʥ ȈȶɽɁ ƃ ƺɁȴɥƃȶʰ ǹɁɨ ǹʍɽʍɨǉ ǉȴɥȢɁʰǉǉɰ ƃȶǁ Ȉȴɥƃƺɽ ɨǉƺɨʍȈɽȴǉȶɽ ǉǹǹɁɨɽɰӝ Ýǹ ȴɁɨǉ ɽȃƃȶ 
ћјӗѕѕѕ ɁȶȢȈȶǉ ǉȴɥȢɁʰǉǉ ɨǉʤȈǉʥɰ Ɂǹ yɁɨɽʍȶǉ њѕѕ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ Ȉȶ їѕіќӸїѕіѝӗ јӗћќљ 
ɰɥǉƺȈǹȈƺƃȢȢʰ ȴǉȶɽȈɁȶǉǁ ǁȈʤǉɨɰȈɽʰӝ Śǉ ƺɁȶǁʍƺɽǉǁ ƃ ɨǉʤȈǉʥ Ɂǹ ƃ ɨǉɥɨǉɰǉȶɽƃɽȈʤǉ ɰƃȴɥȢǉ Ɂǹ ɽȃǉɰǉ ɥɁɰɽɰӗ 
ȴƃȶʍƃȢȢʰ ƃȶƃȢʰ˃ȈȶǼ ȴɁɨǉ ɽȃƃȶ ќњѕ ǉȴɥȢɁʰǉǉ ɨǉʤȈǉʥɰ Ɂǹ yɁɨɽʍȶǉ њѕѕ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ ǹɁɨ 
ɰǉȶɽȈȴǉȶɽ ǉʯɥɨǉɰɰǉǁ ɽɁʥƃɨǁ ǁȈʤǉɨɰȈɽʰ ƃɽ ɽȃǉ ǉȴɥȢɁʰǉǉԇɰ ƺɁȴɥƃȶʰӝ 

Śǉ ǹɁʍȶǁ ɽȃƃɽ ɰǉȶɽȈȴǉȶɽ Ȉɰ ɽʰɥȈƺƃȢȢʰ ȃȈǼȃȢʰ ɥɁɰȈɽȈʤǉ Ɂɨ ȃȈǼȃȢʰ ȶǉǼƃɽȈʤǉ ӵ ɁȶȢʰ њ ɥǉɨƺǉȶɽ Ɂǹ ɥɁɰɽɰ 
ǉʯɥɨǉɰɰǉǁ ȶǉʍɽɨƃȢ Ɂɨ ȴȈʯǉǁ ɰǉȶɽȈȴǉȶɽ ɽɁʥƃɨǁɰ ǁȈʤǉɨɰȈɽʰ ƃɽ ɽȃǉ ǉȴɥȢɁʰǉǉԇɰ ƺɁȴɥƃȶʰӝ ÝʤǉɨƃȢȢӗ 
ǉȴɥȢɁʰǉǉ ɰǉȶɽȈȴǉȶɽ ƃƹɁʍɽ ƺɁɨɥɁɨƃɽǉ ǁȈʤǉɨɰȈɽʰ Ȉɰ ɰȢȈǼȃɽȢʰ ȴɁɨǉ ɥɁɰȈɽȈʤǉ ɽȃƃȶ ȶǉǼƃɽȈʤǉ ӵ њі ɥǉɨƺǉȶɽ 
ƺɁȴɥƃɨǉǁ ɽɁ љљ ɥǉɨƺǉȶɽӝ

AȈʤǉɨɰȈɽʰ Ȉɰ ƺȢǉƃɨȢʰ ƃ ɽɁɥȈƺ ɽȃƃɽ ǉȴɥȢɁʰǉǉɰ ǹǉǉȢ ɰɽɨɁȶǼȢʰ ƃƹɁʍɽӗ ƃȶǁ ɽȃǉ ǁƃɽƃ ɰȃɁʥɰ Ȉɽԇɰ ƃȢɰɁ ƃ ǁɨȈʤǉɨ Ɂǹ 
ɁʤǉɨƃȢȢ ǉȴɥȢɁʰǉǉ ɰƃɽȈɰǹƃƺɽȈɁȶӝ Śȃǉȶ ȢɁɁȟȈȶǼ ƃɽ ȃɁʥ ǉȴɥȢɁʰǉǉ ɰǉȶɽȈȴǉȶɽ ɽɁʥƃɨǁ ǁȈʤǉɨɰȈɽʰ Ȉȴɥƃƺɽɰ ƃȶ 
ǉȴɥȢɁʰǉǉԇɰ ɁʤǉɨƃȢȢ ɨƃɽȈȶǼ Ɂǹ ɽȃǉȈɨ ɁɨǼƃȶȈ˃ƃɽȈɁȶӗ ɽȃǉɨǉ Ȉɰ ƃ ɰɽɨɁȶǼ ɥɁɰȈɽȈʤǉ ƃɰɰɁƺȈƃɽȈɁȶ ӯɥԿѕӝѕіӰӝ



9

TH
E RO

¸E O
F {EÇ

D
ER D

IřERSITť IÇ
 CO

RPO
RATE RE¸EřAÇ

CE

ìŕĲƶĲ�ìĲȫƶĲ�Poinō

The Iȴɥacɽ Ɂǹ ɽhe :hȈeǹ AȈveɨɰȈɽʰ OǹǹȈceɨ

ěȃǉ ǹƃƺɽɁɨ ɽȃƃɽ ʥƃɰ ȴɁɰɽ ƺɁȶɰȈɰɽǉȶɽ ƃȴɁȶǼ ȃǉƃȢɽȃƺƃɨǉ ǁȈʤǉɨɰȈɽʰ Ȣǉƃǁǉɨɰ Ȉȶ їѕіѝ ʥƃɰ ɽȃǉ ɥɨǉɰǉȶƺǉ Ɂǹ ƃ 
:ȃȈǉǹ AȈʤǉɨɰȈɽʰ ÝǹǹȈƺǉɨ ӯ:AÝӰ ʥȈɽȃȈȶ ɽȃǉ ƺɁȴɥƃȶʰӝ Kveɨʰ Ɂne Ɂǹ ɽhe іњ healɽhcaɨe cɁȴɥanȈeɰ ɽhaɽ 
ɨanȟed hȈǼheɰɽ Ȉn Ɂuɨ Index haɰ a :AO ƺɁȴɥƃɨǉǁ ɽɁ ћѕ ɥǉɨƺǉȶɽ Ɂǹ ƺɁȴɥƃȶȈǉɰ ɨƃȶȟȈȶǼ іћӸјѕӗ љћ 
ɥǉɨƺǉȶɽ Ɂǹ ƺɁȴɥƃȶȈǉɰ ɨƃȶȟȈȶǼ јіӸљњӗ ƃȶǁ ɁȶȢʰ јј ɥǉɨƺǉȶɽ Ɂǹ ƺɁȴɥƃȶȈǉɰ Ȉȶ ɽȃǉ ƹɁɽɽɁȴ ɽȈǉɨ ӯƹǉȢɁʥ јѕӰӝ 
ěȃǉɰǉ :ӸȢǉʤǉȢ Ȣǉƃǁǉɨɰ ƃɨǉ ƺȢǉƃɨȢʰ ƃ ƺɨȈɽȈƺƃȢ ǹɁɨƺǉ ǹɁɨ ȴǉƃȶȈȶǼǹʍȢӗ ȢɁȶǼӸɽǉɨȴ ƺȃƃȶǼǉ ʥȈɽȃȈȶ ƃȶ 
ɁɨǼƃȶȈ˃ƃɽȈɁȶӝ 

:ɁȴȴɁn AcɽȈɁnɰ Čhaɨed ƹʰ Relevance ¸eadeɨɰ

ěɁ ǉʯƃȴȈȶǉ ɽȃǉ ɰȃƃɨǉǁ ƺȃƃɨƃƺɽǉɨȈɰɽȈƺɰ Ɂǹ ǁȈʤǉɨɰȈɽʰ ɨǉȢǉʤƃȶƺǉ Ȣǉƃǁǉɨɰӗ ʥǉ ƺɁȶǁʍƺɽǉǁ ƃȶ ƃʍǁȈɽ Ɂǹ ɥʍƹȢȈƺȢʰӸ
ǹƃƺȈȶǼ ǁȈʤǉɨɰȈɽʰ ȈȶȈɽȈƃɽȈʤǉɰ ƃȶǁ ɥɨɁǼɨƃȴɰӗ ƺʍɨɨǉȶɽȢʰ ʍȶǁǉɨʥƃʰӗ ɽȃƃɽ ƃɨǉ Ȣǉǁ ƹʰ ɽȃǉ ɽɁɥ іњ ȃȈǼȃǉɰɽӸɰƺɁɨȈȶǼ 
ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ Ɂȶ Ɂʍɨ �ȶǁǉʯӝ Ýʍɨ ƃȶƃȢʰɰȈɰ ǹɁʍȶǁ ɽȃƃɽ KȴɥȢɁʰǉǉ ĄǉɰɁʍɨƺǉ {ɨɁʍɥɰ ȃƃʤǉ ƹǉǉȶ 
ɽȃǉ ȴɁɰɽ ƺɁȶɰȈɰɽǉȶɽȢʰ ǹɁɨȴƃȢȈ˃ǉǁ Ǽǉȶǁǉɨ ǁȈʤǉɨɰȈɽʰ ƺƃɽƃȢʰɰɽɰ ɰȈȶƺǉ їѕіљ ƃȴɁȶǼ ɨǉȢǉʤƃȶƺǉ Ȣǉƃǁǉɨɰӝ �ɰ Ɂǹ 
їѕіћӗ ƃȢȢ ɽɁɥ іњ ƺɁȴɥƃȶȈǉɰ Ɂȶ ŚїÝԇɰ ĄǉȢǉʤƃȶƺǉ �ȶǁǉʯ ƃȢɰɁ ȃƃǁ ǹɁɨȴƃȢȈ˃ǉǁ ɥɨɁǼɨƃȴɰ ƃɰ ʥǉȢȢ ƃɰ ɥʍƹȢȈƺȢʰӸ
ǹƃƺȈȶǼ ȈȶǹɁɨȴƃɽȈɁȶ ɨǉȢƃɽǉǁ ɽɁ ȈȶȈɽȈƃɽȈʤǉɰ ƃȈȴǉǁ ƃɽ ǁȈʤǉɨɰǉ ɽƃȢǉȶɽ ɨǉƺɨʍȈɽȴǉȶɽӗ ɰʍɥɥȢȈǉɨ ǁȈʤǉɨɰȈɽʰ ƃȶǁ 
ȴǉȶɽɁɨɰȃȈɥ ɥɨɁǼɨƃȴɰ ǹɁƺʍɰǉǁ Ɂȶ ʰɁʍȶǼ ʥɁȴǉȶӝ 

�ɰ ȴǉȶɽȈɁȶǉǁ ǉƃɨȢȈǉɨӗ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ ȈȴɥɨɁʤǉǁ ƹʰ ȶȈȶǉ ɥɁȈȶɽɰ Ɂȶ ŚїÝԇɰ �ȶȶʍƃȢ ĄǉȢǉʤƃȶƺǉ 
�ȶǁǉʯ ʰǉƃɨӸɁʤǉɨӸʰǉƃɨ Ȉȶ їѕіѝӝ ěȃȈɰ Ȉȶƺɨǉƃɰǉ Ȉȶ ɨǉȢǉʤƃȶƺǉ ʥƃɰ ȢƃɨǼǉȢʰ ǁɨȈʤǉȶ ƹʰ ȈȴɥɨɁʤǉȴǉȶɽɰ ȃǉƃȢɽȃƺƃɨǉ 
ƺɁȴɥƃȶȈǉɰ ȴƃǁǉ Ȉȶ ǁɨȈʤȈȶǼ Ȉȶɽǉɨǉɰɽ ƃȶǁ ǉȶǼƃǼǉȴǉȶɽ ʥȈɽȃ ƃʍǁȈǉȶƺǉɰ ɨǉȢƃɽǉǁ ɽɁ ǁȈʤǉɨɰȈɽʰӝ ¶ǉʰ ɽȃǉȴǉɰ 
Ȉȶ ɽȃǉ ɰɽɁɨȈǉɰ ƃȶǁ ƺɁȶɽǉȶɽ ɽȃƃɽ ǁɨɁʤǉ ɽȃǉ ȴɁɰɽ Ȉȶɽǉɨǉɰɽ ƃȶǁ ǉȶǼƃǼǉȴǉȶɽ Ȉȶ їѕіѝ ȃȈǼȃȢȈǼȃɽǉǁ ȶǉʥ ɽʰɥǉɰ 
Ɂǹ ǁȈʤǉɨɰȈɽʰ ȈȶȈɽȈƃɽȈʤǉɰ ƃȶǁ ɥɨɁǼɨƃȴɰ ɽȃƃɽ ɨǉȢǉʤƃȶƺǉ Ȣǉƃǁǉɨɰ ƃɨǉ ǁǉʤǉȢɁɥȈȶǼ ɽȃƃɽ ƃɨǉ ǹɁcuɰed Ɂn 
accɁunɽaƹȈlȈɽʰ and ɽɨanɰɥaɨencʰӝ �ȶ ǉʯƃȴȈȶȈȶǼ ɽȃǉ ȶʍȴƹǉɨ Ɂǹ ȶǉʥ ɥʍƹȢȈƺȢʰӸǹƃƺȈȶǼ ǁȈʤǉɨɰȈɽʰ ȈȶȈɽȈƃɽȈʤǉɰ 
Ȣƃʍȶƺȃǉǁ Ȉȶ ɽȃǉ Ȣƃɰɽ іѝ ȴɁȶɽȃɰ ƃȴɁȶǼ ɽȃǉɰǉ ɽɁɥ іњ ƺɁȴɥƃȶȈǉɰӗ ʥǉ ǹɁʍȶǁ ɽȃƃɽ ȴɁɨǉ ɽȃƃȶ ȃƃȢǹ ƺɨǉƃɽǉǁ 
ƃ ǹɁɨȴƃȢȈ˃ǉǁ ǉʯǉƺʍɽȈʤǉ ǁȈʤǉɨɰȈɽʰ ȢǉƃǁǉɨɰȃȈɥ ɽǉƃȴ Ɂɨ ƹɁƃɨǁӝ  �ǁǁȈɽȈɁȶƃȢȢʰӗ ɰȈʯ Ɂǹ ɽȃǉɰǉ ƺɁȴɥƃȶȈǉɰ ƃƺɽȈʤǉȢʰ 
ɥɨɁȴɁɽǉǁ ɽȃǉȈɨ ƺɁȴȴȈɽȴǉȶɽ ɽɁ ǁȈʤǉɨɰȈɽʰ ǼɁƃȢɰ Ɂɨ ɥɨȈȶƺȈɥȢǉɰ Ɂȶ ɽȃǉȈɨ ʥǉƹɰȈɽǉ Ɂɨ ʤȈƃ Ɂɽȃǉɨ 
ƺɁȴȴʍȶȈƺƃɽȈɁȶɰ ƃȶǁ ȴƃɨȟǉɽȈȶǼ ƺȃƃȶȶǉȢɰӝ
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AccɁunɽaƹȈlȈɽʰӗ Tɨanɰɥaɨencʰ and 9ȈɥaɨɽȈɰan AɥɥɨɁach

�ɰ ɰǉȶȈɁɨ ǹǉȴƃȢǉ ǉʯǉƺʍɽȈʤǉɰ ɨǉɥɨǉɰǉȶɽ ɁȶȢʰ іќ ɥeɨcenɽ Ɂǹ cɁȴɥanʰ ȴanaǼeȴenɽ ɽeaȴɰ aɽ ɽhe ɽɁɥ 
2ѕ ƹȈɁӗ ɥhaɨȴa and ȴedɽech cɁȴɥanȈeɰӗ ȃɁʥ ƺƃȶ ȃǉƃȢɽȃƺƃɨǉ ƺɁȴɥƃȶȈǉɰ ȴɁʤǉ ɽȃǉ ȶǉǉǁȢǉ ɽɁ 
ƃƺȃȈǉʤǉ Ǽǉȶǁǉɨ ɥƃɨȈɽʰ ƃȶǁ ɽȃǉ ǉȶȃƃȶƺǉǁ ƺɁɨɥɁɨƃɽǉ ɥǉɨǹɁɨȴƃȶƺǉ ɽȃƃɽ ƺɁȴǉɰ ʥȈɽȃ ȈɽӞ Śǉ ɰǉǉ ɽȃɨǉǉ 
ȟǉʰ ɽȃǉȴǉɰ ǉȴǉɨǼȈȶǼ ƹƃɰǉǁ Ɂȶ ɽȃǉ ǁƃɽƃӖ �ƺƺɁʍȶɽƃƹȈȢȈɽ ӗh ěɨƃȶɰɥƃɨǉȶƺʰ ƃȶǁ ƃ 9ȈɥƃɨɽȈɰƃȶ �ɥɥɨɁƃƺȃ ɽɁ 
ƺɁȢȢƃƹɁɨƃɽȈʤǉ ƺȃƃȶǼǉӝ

AccɁunɽaƹȈlȈɽʰ

�ɽ ʥɁʍȢǁ ȴƃȟǉ ɰǉȶɰǉ ɽȃƃɽ ɰʍƺƺǉɰɰ ɰɽƃɨɽɰ ʥȈɽȃ ƹʍȈȢǁȈȶǼ ƃ ƺʍȢɽʍɨǉ Ɂǹ ȈȶƺȢʍɰȈɁȶ Ȉȶ ʥȃȈƺȃ ƃȢȢ ǉȴɥȢɁʰǉǉɰ 
ƺƃȶ ɨǉƃȢȈ˃ǉ ɽȃǉȈɨ ǹʍȢȢ ɥɁɽǉȶɽȈƃȢӝ 9ʰ ƹʍȈȢǁȈȶǼ ƃ ǹɁʍȶǁƃɽȈɁȶ ɽȃƃɽ ʤƃȢʍǉɰ ǁȈʤǉɨɰȈɽ ӗh ƺɁȴɥƃȶȈǉɰ ƺƃȶ ƺɨǉƃɽǉ 
ƃȶ ɁɨǼƃȶȈ˃ƃɽȈɁȶƃȢ ǉȶʤȈɨɁȶȴǉȶɽ ǼɨɁʍȶǁǉǁ Ȉȶ ɽɨʍɰɽ ɽȃƃɽ ƺɨǉƃɽǉɰ ɽȃǉ ƺʍȢɽʍɨǉ ɽɁ ɰʍɥɥɁɨɽ ɽƃȢǉȶɽ ɽɁ 
ǹȢɁʍɨȈɰȃӝ ěȃȈɰ ɨǉɧʍȈɨǉɰ ǉȶƺɁʍɨƃǼȈȶǼ ɥƃɨɽȈƺȈɥƃɽȈɁȶ ǹɨɁȴ ǉʤǉɨʰɁȶǉӗ crȈtȈcally the :KÝӗ ɽɁ ǁǉȴɁȶɰɽɨƃɽǉ 
ɽȃǉ ɰʍɥɥɁɨɽ ƃȶǁ ȈȴɥɁɨɽƃȶƺǉ Ɂǹ ƃǁǁɨǉɰɰȈȶǼ ʍȶƺɁȶɰƺȈɁʍɰ ƹȈƃɰӝ 

�ɽ ɨǉɧʍȈɨǉɰ ƺɨǉƃɽȈȶǼ ƃ ƺɁɨǉ ƺɁȴɥǉɽǉȶƺʰ ƃɨɁʍȶǁ Ǽǉȶǁǉɨ ɥƃɨɽȶǉɨɰȃȈɥ ƃȶǁ ȃɁʥ ɽȃȈɰ ɥȢƃʰɰ Ɂʍɽ ƃɨɁʍȶǁ 
ɽȃǉ ƺɁȴɥƃȶʰӝ �ȶǁ Ȉɽ ɨǉɧʍȈɨǉɰ ȴƃȟȈȶǼ Ǽǉȶǁǉɨ ɥƃɨȈɽʰ ɽȃǉ ȃȈǼȃǉɰɽ ɥɨȈɁɨȈɽʰ Ȉȶ ɰǉȢǉƺɽȈɁȶӗ ɨǉɽǉȶɽȈɁȶӗ 
ɽɨƃȈȶȈȶǼ ƃȶǁ ɥɨɁȴɁɽȈɁȶӗ ȈȶƺȢʍǁȈȶǼ ȃɁȢǁȈȶǼ ɰǉȶȈɁɨ Ȣǉƃǁǉɨɰ ƃƺƺɁʍȶɽƃƹȢǉ ǹɁɨ ƺɁȶɰȈǁǉɨȈȶǼ ƃ ǼǉȶǁǉɨӸ
ƹƃȢƃȶƺǉǁ ɰȢƃɽǉ ǹɁɨ Ɂɥǉȶ ɥɁɰȈɽȈɁȶɰ ƃȶǁ ɁȶǼɁȈȶǼ ȴǉȶɽɁɨȈȶǼ ƃȶǁ ɰɥɁȶɰɁɨɰȃȈɥ ɥɨɁǼɨƃȴɰӝ 

Tɨanɰɥaɨencʰ

�ɁȢǁȈȶǼ ʰɁʍɨ ɁɨǼƃȶȈ˃ƃɽȈɁȶ ƃȶǁ ȈȶǁȈʤȈǁʍƃȢ Ȣǉƃǁǉɨɰ ƃƺƺɁʍȶɽƃƹȢǉ ǹɁɨ ɨƃƺǉ ƃȶǁ Ǽǉȶǁǉɨ ɽƃɨǼǉɽɰ Ȉɰ ƃȶɁɽȃǉɨ 
ȈȴɥɁɨɽƃȶɽ ɽɁɁȢ ǹɁɨ ƺȃƃȶǼǉӝ ěƃƺɽȈƺɰ ȈȶƺȢʍǁǉ ɥʍƹȢȈƺȢʰ ɰȃƃɨȈȶǼ ǁȈʤǉɨɰȈɽʰ ɰɽƃɽȈɰɽȈƺɰ ƃȶǁ ǼɁƃȢɰӗ ȴǉƃɰʍɨȈȶǼ 
Ǽǉȶǁǉɨ ƃȶǁ ǁȈʤǉɨɰȈɽʰ ɨǉƺɨʍȈɽȴǉȶɽ ƃȶǁ ɨǉɽǉȶɽȈɁȶ ǉǹǹɁɨɽɰӗ ƃȶǁ ɨǉɧʍȈɨȈȶǼ Ȣǉƃǁǉɨɰ ɽɁ ǁǉʤǉȢɁɥ ǁȈʤǉɨɰǉ 
ɽǉƃȴɰ ƃȶǁ ɰʍƺƺǉɰɰɁɨɰӝ 

Ýȶǉ Ǽɨǉƃɽ ǉʯƃȴɥȢǉ Ɂǹ ǁȈʤǉɨɰȈɽʰ ƃȶǁ ƃƺƺɁʍȶɽƃƹȈȢȈɽʰ Ȉȶ ɽȃǉ ȃǉƃȢɽȃƺƃɨǉ Ȉȶǁʍɰɽɨʰ Ȉɰ The ¸ancetԇs ɰɥǉƺȈƃȢ 
ɽȃǉȴǉ Ȉɰɰʍǉ ɥʍƹȢȈɰȃǉǁ Ɂȶ yǉƹɨʍƃɨʰ ўӗ їѕіўӗ Ɂȶ ƃǁʤƃȶƺȈȶǼ ʥɁȴǉȶ Ȉȶ ɰƺȈǉȶƺǉӗ ȴǉǁȈƺȈȶǉ ƃȶǁ ǼȢɁƹƃȢ 
ȃǉƃȢɽȃӝ ěȃȈɰ ɽȃǉȴǉ Ȉɰɰʍǉ ȢƃȈǁ Ɂʍɽ ɨɁƹʍɰɽ ǉʤȈǁǉȶƺǉ ɽɁ ȈȶǹɁɨȴ ƃȶ ƃƺɽȈɁȶ ɥȢƃȶ ǹɁɨ ȈȶɰɽȈɽʍɽȈɁȶƃȢ Ȣǉƃǁǉɨɰ ɽɁ 
ƺɁȶǹɨɁȶɽ Ǽǉȶǁǉɨ ƹȈƃɰӗ ȈȴɥɨɁʤǉ ǁȈʤǉɨɰȈɽʰ ƃȶǁ ȈȶƺȢʍɰȈʤȈɽʰӗ ƃȶǁ ǁɨȈʤǉ ƺȃƃȶǼǉӝ ěȃǉ ɽȃǉȴǉ Ȉɰɰʍǉ ǹɁƺʍɰǉǁ Ɂȶ 
ɽȃǉ ǹƃƺɽ ɽȃƃɽ ɰɽɨƃɽǉǼȈǉɰ ɽɁ ƃǁǁɨǉɰɰ ȈȶǉɧʍƃȢȈɽȈǉɰ ƃɨǉ ȶɁɽ Țʍɰɽ ʥɁȴǉȶԇɰ Ȉɰɰʍǉɰӗ ƹʍɽ ɽȃǉʰ ɨǉɧʍȈɨǉ ɽȃǉ ǹʍȢȢ 
ɥƃɨɽȈƺȈɥƃɽȈɁȶ Ɂǹ ǉʤǉɨʰɁȶǉ ɽɁ ǁɨȈʤǉ ƃƺɽȈɁȶƃƹȢǉ ƺȃƃȶǼǉӝ 9ǉʰɁȶǁ ɽȃǉ ƺɁȴȴȈɽȴǉȶɽ ɽɁ ɥʍƹȢȈɰȃ ɽȃȈɰ 
ɰɥǉƺȈƃȢ Ȉɰɰʍǉӗ The ¸ancet ǉǁȈɽɁɨȈƃȢ ɰɽƃǹǹ ƃȢɰɁ ɰɽǉɥɥǉǁ ǹɁɨʥƃɨǁ ƃȶǁ ɥʍɽ ɽȃǉȴɰǉȢʤǉɰ Ȉȶ ɽȃǉ ȃɁɽ ɰǉƃɽӗ 
ɥʍƹȢȈƺȢʰ ɰȃƃɨȈȶǼ Ȉɽɰ Ɂʥȶ ƃʍǁȈɽ ǁƃɽƃӗ ʥȃȈƺȃ ʥƃɰ ʍȶǹȢƃɽɽǉɨȈȶǼ ƃɽ ƹǉɰɽ ɽɁʥƃɨǁ ʥɁȴǉȶӝ ěȃǉ ɥʍƹȢȈƺƃɽȈɁȶ 
ɰɽƃɽǉǁ ɽȃƃɽ Ȉɽ Ȉȶɽǉȶǁɰ ɽɁ ȈȴɥɨɁʤǉ ʥɁȴǉȶԇɰ ɥƃɨɽȈƺȈɥƃɽȈɁȶ Ȉȶ Ȉɽɰ Ɂʥȶ ǉǁȈɽɁɨȈƃȢ ɥɨɁƺǉɰɰ ƃȶǁ ǁȈʤǉɨɰȈǹʰ Ɂȶ 
ȴʍȢɽȈɥȢǉ ǁȈȴǉȶɰȈɁȶɰ ӵ ʥȈɽȃ ƃ Ǽǉȶǁǉɨ ɥƃɨȈɽʰ ǼɁƃȢ ƃƺɨɁɰɰ ƃȢȢ ȚɁʍɨȶƃȢɰ ƹʰ ɽȃǉ ǉȶǁ Ɂǹ їѕіўӝ 
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9ȈɥartȈsan �ɥɥrɁach

Evidence shows that increasing diversity reɧuires clear and consistent support from both male 
and female leadersӝ Consider a study from Harvard 9usiness Review that found thatӗ when there 
was only one woman in a pool of four finalist candidatesӗ her odds of being hired were statistically 
˃ero7ӝ Adding Țust one more woman to the candidate pool significantly increased the liȟelihood 
that a woman would be hiredӗ in effect by creating a new status ɧuoӝ The studyԇs authors 
theori˃ed that having only one woman in a pool of finalists highlights how different she is from 
the normӗ potentially maȟing the woman seem liȟe a risȟier choice for decisionӸmaȟingӝ 
Furthermoreӗ when that minor bias occurs at every level of promotionӗ the differences at the top 
become clearerӝ Maȟing progress on gender eɧuality reɧuires not Țust that women be placed in 
senior rolesӗ but also that they are successful in themӝ °ust being aware that this exists and the 
ability to put new norms in place to counterbalance gender ineɧuality is an easy step to taȟe and 
one in the right direction toward changeӝ 9ut women canԇt do it alone ӵ it taȟes a bipartisan 
approachӝ 9oth men and women need to be aware of these types of biases in the worȟplace to 
create real and meaningful change from withinӝ

The healthcare industry is one of the largest employers in the world and accounts for a global 
marȟet proȚected to reach Ԥііӝ8 trillion by 2ѕ2і8ӝ To sustain the vitality and innovation that are 
occurring in healthcareӗ we must seeȟ not only to increase the numbers of women in the industryӗ 
but also improve womenԇs respectӗ influence and authorityӝ Systemic ineɧuities need to be 
addressed and barriers that prevent women from advancing in science need to be removedӝ 
{enderӸinclusive worȟplace environments need to be created so women will succeed in fulfilling 
their aspirations and reaching their full potentialӝ Eɧuallyӗ we must deliberately and distinctively 
advocate for a structural approach to changeӗ which we can all participate inӝ Çot only is it the 
right thing to doӗ but your organi˃ationԇs relevanceӗ reputation and ROI depends on itӝ

�ƹɁut ŚїÝ

Founded by °im Weiss in 2ѕѕіӗ W2O is the leading independent provider of analyticsӸdrivenӗ 
digitalӸfirst marȟeting services and communications to the healthcare sectorӝ W2O applies 
proprietary analytics modelsӗ methodologies and approaches in a digital world to design precise 
communications and marȟeting strategies to deliver sustained business resultsӝ The firm employs 
nearly 8ѕѕ people in іњ offices across the ĩnited States and in Europeӝ

For more informationӗ please visit wwwӝw2ogroupӝcomӝ

7 °ohnsonӗ Heȟman and Chanӝ ӯ2ѕі6ӗ AprilӰӝ If There’s Only One Woman in àour Candidate Poolӹ There’s ­tatistically to Chance 
­he’ll Be Hired. https:ӣӣhbrӝorgӣ2ѕі6ӣѕљӣifӸtheresӸonlyӸoneӸwomanӸinӸyourӸcandidateӸpoolӸtheresӸstatisticallyӸnoӸchanceӸshellӸbeӸ
hired 
8 Thompsonӗ Dereȟӝ ӯ2ѕі8ӗ °anuaryӰӝ Health Care Just Became the Â.­.Ԃs hargest Employer. https:ӣӣwwwӝtheatlanticӝcomӣbusinessӣ
archiveӣ2ѕі8ӣѕіӣhealthӸcareӸamericaӸȚobsӣњњѕѕ7ўӣ 
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Woet˃el et alӝ ӯ2ѕіњӗ SeptemberӰӝ How advancing womenԇs eɧuality can add Ԥі2 trillion to global 
growthӝ https:ӣӣwwwӝmcȟinseyӝcomӣfeaturedӸinsightsӣemploymentӸandӸgrowthӣhowӸadvancingӸ
womensӸeɧualityӸcanӸaddӸі2ӸtrillionӸtoӸglobalӸgrowth

¸eaninӝorg and Mc¶insey ծ Companyӝ Women in the Worȟplace 2ѕі8ӝ https:ӣӣ
womenintheworȟplaceӝcomӣ 

MuȟherȚeeӗ Syӝ ӯ2ѕі7ӗ °anuaryӰӝ More Than іѕѕ 9iopharma Execs Are Pushing for More {ender 
Diversity in the Industryӝ http:ӣӣfortuneӝcomӣ2ѕі7ӣѕіӣііӣbiopharmaӸȚpmӸgenderӸdiversityӸletterӣ

Robbins and ¶eshavanӝ ӯ2ѕі8ӗ °anuaryӰӝ Men named Michael outnumber female CEOs presenting 
at Ӝ°PMі8ӝ https:ӣӣwwwӝstatnewsӝcomӣ2ѕі8ӣѕіӣѕ7ӣȚpmӸgenderӸdiversityӣ

9radleyӗ Dianaӝ ӯ2ѕі8ӗ MayӰӝ The Story 9ehind Sanofiԇs Tweet: ĩsing Our Medicines as a Crutch for 
9ad 9ehavior is Çot Appropriateӝ https:ӣӣwwwӝprweeȟӝcomӣarticleӣіљ662јіӣstoryӸbehindӸsanofisӸ
tweetӸusingӸmedicinesӸcrutchӸbadӸbehaviorӸnotӸappropriate 

Forbesӝ 9est Employers for Womenӝ https:ӣӣwwwӝforbesӝcomӣbestӸemployersӸforӸwomenӣlistӣ

°ohnsonӗ Heȟman and Chanӝ ӯ2ѕі6ӗ AprilӰӝ If Thereԇs Only One Woman in ťour Candidate Poolӗ 
Thereԇs Statistically Ço Chance Sheԇll 9e Hiredӝ https:ӣӣhbrӝorgӣ2ѕі6ӣѕљӣifӸtheresӸonlyӸoneӸwomanӸ
inӸyourӸcandidateӸpoolӸtheresӸstatisticallyӸnoӸchanceӸshellӸbeӸhired

Thompsonӗ Dereȟӝ ӯ2ѕі8ӗ °anuaryӰӝ Health Care °ust 9ecame the ĩӝSӝӡs ¸argest Employerӝ https:ӣӣ
wwwӝtheatlanticӝcomӣbusinessӣarchiveӣ2ѕі8ӣѕіӣhealthӸcareӸamericaӸȚobsӣњњѕѕ7ўӣ
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