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Global and regional survey results

When Women Thrive offers an evidence-based approach to
improving diversity and inclusion. For our 2020 global report,
we surveyed more than 1,150 companies in 54 countries,
representing over seven million employees worldwide.



Let’s get real about equality

About the When Women Thrive survey

Our 2020 research is notable for its remarkable size
and geographic scope, placing it as one of the most
comprehensive workforce gender equality studies

in the world. We observed a substantial increase in
participation from regions where the focus on diversity
and inclusion (D&lI) is still emerging, but emerging
rapidly based on our findings.

The Let’s Get Real About Equality: When Women Thrive
2020 Global Report synthesizes and contextualizes the
results contained in this document. It is available for
download at www.mercer.com/wwt-research.

Our 2020 global survey was conducted between
September 23 and November 22, 2019. Respondents
were surveyed on topics relating to:

« Engagement, accountability and leadership
« Organization design and governance

o Pay equity commitments and analysis

« Talent practices and career development

« Financial wellness, health and caregiving

« Organizational flexibility

« Policies and programs

This document provides global and regional results by
survey question.

1,157

organizations

2.8 million

women represented globally

54 countries

in Asia, Australia and New Zealand,
Europe, Latin America, Middle East
and Africa, North America



When Women Thrive 2020 global and regional survey results

Section 1: Engagement,
accountability and leadership

1. My organization is focused on improving diversity and inclusion (D&I).

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree

2. The primary reasons my organization is focused on improving D&I are:

100%

80%

60%

40%

20%

0%

To strengthen our To attract and
company brand/ retain the
reputation best talent

Global @ Asia @ Australiaand
New Zealand

To drive To drive To respond to To make a
innovation business legislative/ social impact
performance regulatory, peer
and shareholder
pressure
@ Europe Latin America (Central ® Middle East
and South America) and Africa

Strongly Disagree

@ Northern America
(US and Canada)
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3. My organization actively seeks external recognition for our D&I efforts (e.g., inclusion in indices, awards,
EDGE certification).

Global 23 29 17

Asia 25 29 13
Australia and New Zealand 22 27 20

Europe 29 27 19

Latin America (Central and South America) 21 33 14
Middle East and Africa 26 41 12

Northern America (US and Canada) 13 24 24
Results shown are percentages.
Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree

4. Board members are actively involved/engaged in D&I programs/initiatives.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

5.Senior executives (i.e., CEO plus direct reports) are actively involved/engaged in D&I programs/initiatives.

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree



When Women Thrive 2020 global and regional survey results 5

6. Senior executives:
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7. Middle management is actively involved/engaged in D&I programs/initiatives.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)

Middle East and Africa

37

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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8. Men are actively involved/engaged in D&I programs/initiatives.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

9. Front line managers are actively involved/engaged in D&I programs/initiatives.

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

10. My organization sets formal quantitative goals or targets for D&l outcomes (e.g., representation,
engagement, pay equity).

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)
Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree
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11. Individual leaders in my organization have formal quantitative goals or targets for D&l outcomes (e.g.,

engagement, diverse candidate slates, equitable promotion rates).

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

19

16

Results shown are percentages.

Strongly Agree

® Agree

12. My organization has received pressure to improve D&I outcomes.

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

13. The pressure has come from:

100%

80%

60%

40%

20%

0%

External (e.g., activists, investors, clients)

Global @ Asia @ Australia and
New Zealand

® Neutral

@ Disagree

Strongly Disagree

24

Results shown are percentages.

Strongly Agree

Board of Directors

@ Europe

® Agree

® Neutral

Latin America (Central
and South America)

@ Disagree

96

® Middle East
and Africa

Strongly Disagree

Internal other than Board (e.g., employees)

@ Northern America
(US and Canada)
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Section 2: Organization design and governance

1. My organization has staff dedicated exclusively to D&I.

Australia and New Zealand

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)
Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

2. My organization has an internal group (e.g., diversity committee, diversity council, diversity advisory board) that is
accountable for our D&I strategy.

Global

Asia

Australia and New Zealand
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)
Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

3. My organization has a documented, multi-year D&I strategy.

Global
Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada) 11 19 20
Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree
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4. My organization has a Chief Diversity Officer or Chief Inclusion Officer (or comparable).

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
5. Our Chief Diversity Officer/Chief Inclusion Officer reports to:
60%
50%
40%
30%
20%
10%
M = M
. coziics [lm-ll -m
CEO/Senior Chief Human HR Function but Corporate Social Legal Function Other
Business Executive Resources Officer not CHRO Responsibility
(CHRO) Function
Global @ Asia @ Australiaand @ Europe Latin America (Central @® Middle East @ Northern America
New Zealand and South America) and Africa (US and Canada)
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Section 3: Equality and pay equity commitments

1. My organization’s commitments to gender equality are publicly documented (e.g., in annual reports, on websites, etc.).

Global
Asia

Australia and New Zealand

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

2. Pay equity is part of my organization’s compensation philosophy/strategy.

Australia and New Zealand
Latin America (Central and South America)
Middle East and Africa
Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree
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3. The information my organization discloses to the publicincludes:

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

10%

0%
Equity of pay “all else Representation of Representation of Average/Median We don’t disclose
being equal” women in senior ranks historically under- gender pay gap

represented employees in
senior ranks

Global @® Asia @® Australiaand @ Europe Latin America (Central ® Middle East @® Northern America
New Zealand and South America) and Africa (US and Canada)

4. My organization’s primary objectives for analyzing pay equity are to:

100%

80%

60%

40%

20%

N o

0%
Meet legal compliance Respond to internal or Ensure fair pay relative Attract/retain the Other
requirements external pressures to contributions best talent

Global ® Asia @ Australia and @ Europe Latin America (Central ® Middle East @ Northern America
New Zealand and South America) and Africa (US and Canada)
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5. My organization has a team that is formally responsible for conducting pay equity analysis.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

® Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

6. In my organization, the pay equity process actively engages the following groups or functions:

=2
100% - 3
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80%
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0%
Board of Directors C-Suite Compliance Function Legal Function HR Function None of the above
® Global @ Asia @ Australia and @ Europe Latin America (Central ® Middle East ® Northern America
New Zealand and South America) and Africa (US and Canada)

7. My organization’s pay equity analysis addresses both base pay and incentives.

Global

Australia and New Zeaéﬂa

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

® Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree
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8. My organization’s pay equity analysis relies upon a robust statistical approach (e.g., multiple regression).

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

9. My organization has a formalized remediation process to address any pay equity risks identified.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)
Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

10. My organization has a budget for pay equity adjustments that is separate from (in addition to) the budget for merit
pay increases.

Asia 31 21 7
Australia and New Zealand 18 24 24
Europe 15 30 13
Latin America (Central and South America) 11 19 12
Northern America (US and Canada) 31 27 9

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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11. To be eligible for a pay equity adjustment in my organization, an employee must be:

100%

80%

60%

40%

20%

0%

Female A member of any Any employee
underrepresented group

Global ® Asia @ Australiaand @ Europe Latin America (Central ® Middle East @® Northern America
New Zealand and South America) and Africa (US and Canada)

12. My organization is taking the following actions to ensure pay equity gaps don’t recur:

80% [ © . N
R‘ ~ ~
70% - S
3 © @ 8 - e
60% R 1 ee 7 5o
S &
50% g + 2 +
3 = =) - o =)
40% - e -
&
© M
30% il
20%
10%
Analysis to identify Revised standards for Transparency of Stricter guidance/ Ensuring adjusted Making adjustments
root cause issues new hire pay rates pay ranges enforcement of employees still greater than the minimum
pay ranges receive target merit needed to bring the
adjustments employee’s pay rate into
the expected range
Global ® Asia @ Australia and @ Europe Latin America (Central ® Middle East ® Northern America

New Zealand and South America) and Africa (US and Canada)
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Section 4: Talent practices
and career development

@ 1. Attracting women is a challenge for my organization.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree

@ 2. Advancing women is a challenge for my organization.

Global 23 24 21
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

@ 3.Retaining women is a challenge for my organization.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree

’ Please note: Low percentages in the “Strongly Agree” and “Agree” response categories are a
positive result; it means a high percentage of organizations do not see this as a challenge.



Let’s get real about equality 16

4. My organization tracks gender representation by career level.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

5. My organization tracks rates of hiring, promotion and exits by gender and career level.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

6. My organization tracks rates of hiring, promotion and exits among late-career employees.

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree
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7. My organization routinely reviews performance ratings by gender to ensure against any adverse impact.

Latin America (Central and South America)
Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

8. My organization routinely reviews engagement survey responses by gender and acts to close any gaps.

Global

Asia

Australia and New Zealand
Latin America (Central and South America)
Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree
9. My organization regularly reviews talent management processes (i.e., hiring, performance management, succession
planning) to identify and mitigate potential biases.

Global

Asia

Latin America (Central and South America)
Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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10. My organization has specific talent management practices for high-potential women.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada) 18

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

11. Women have equal access to the specific roles or positions that are more likely to lead to advancement into senior
management or leadership.

Global
Asia

Australia and New Zealand

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree ® Neutral @ Disagree Strongly Disagree

12. Women are equally represented in people manager roles.

Global

Australia and New Zeaé%ig

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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13. Women are equally represented in profit and loss (P&L) roles.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada) 15

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

14. Mobility across business units and/or geographies is important for advancement in my organization.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada) 29 32 15

Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree

15. Women are equally likely as men to move across business units and/or geographies.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree



Let’s get real about equality 20

16. My organization tracks internal mobility by gender.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @® Neutral @ Disagree Strongly Disagree

17. My organization uses technology to address D&I challenges.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree
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18. What talent management activities are you applying D&I technology to?

Global

Candidate sourcing

Candidate selection

D&l analysis and monitoring

Pay equity analysis

D&I business case

ERG management

Employee communications

Employee experience

Employee voice (including
employee engagement)

Leadership development

High-potential employee selection

Career management and mentorship

Learning and development

Performance management

Other

@ Asia @ Australia and

New Zealand

51

53

69

[ K
0
K
. 4
0

0% 20% 40% 60% 80% 100%

® Middle East
and Africa

@ Northern America
(US and Canada)

@ Europe Latin America (Central

and South America)
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Section 5: Financial wellness,
health and caregiving

1. My organization measures the financial wellness of employees by gender.

Global

22

Asia

Australia and New Zealand

Europe
Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada) 8
Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

2. My organization monitors savings/deferral rates or investment choices by gender, via our main retirement/
savings program.

Global

N
N

Asia

Australia and New Zealand

=]
N
N
N
N

Europe

'S
N
N
~

w

Latin America (Central and South America)

Middle East and Africa

N
«

Northern America (US and Canada) 7

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

3. My organization’s main retirement/savings education/training programs are customized to different gender behaviors.

Global

wu
N
-
[
=2}

Asia

<@
N
~

Australia and New Zealand

Europe

N
]

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)
Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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4. My organization’s main retirement/savings program addresses different work arrangements (e.g., adapted to part-
timers, service breaks).

Global
Asia 26
Australia and New Zealand
Europe
Latin America (Central and South America)
Middle East and Africa
Northern America (US and Canada)
Results shown are percentages.
Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

5. My organization tracks the utilization of employer-sponsored budgeting, credit management, financial counseling or
other such tools by gender.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada) 9

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

6. My organization has conducted analyses to identify gender-specific health needs in our workforce.
Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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7. My organization has conducted analyses to identify the healthcare needs of our late-career workers.
Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree

8. My organization offers health programs, in addition to the core health plan, specific to women’s needs, including, but
not limited to, infertility coverage, domestic violence support, breast cancer diagnosis/treatment and menopause.

Australia and New Zealand
Latin America (Central and South America)

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree ® Neutral @ Disagree Strongly Disagree

9. My organization assures women have access to affordable contraception and reproductive care in all geographies.

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree ® Neutral @ Disagree Strongly Disagree
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10. My organization provides health education/communication/engagement campaigns aimed at supporting women to
understand gender differences in chronic conditions, including cardiovascular disease.

Latin America (Central and South America)
Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
11. My organization gathers information from employees regarding their needs and obligations related to caregiving
(e.g., child care, elder care).

Global

Asia

Latin America (Central and South America)
Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

12. My organization’s culture is equally supportive of men utilizing family leave, time off and flexible working options as
itis of women.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree



Let’s get real about equality 26

13. Employees who take family leave, time off or flexible working options advance at the same rate as their peers.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

14. Managers in my company receive training to effectively support employees through the maternity/paternity
leave and return-to-work processes.

Global

Asia

Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree
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Section 6: Organizational flexibility

1: My organization offers a variety of flexible work options (e.g., remote working, compressed work weeks,
part-time schedules).

Global
Asia

Australia and New Zealand

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

2:In my organization people have the freedom to work where they want.

Global 21 28

N
]

Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree

3:In my organization we value remote working as much as in-person working.

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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4.In my organization people have the freedom to determine when they work.

Global
Asia 20
Australia and New Zealand 14

Europe

Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada) 33
Results shown are percentages.
Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree

5. We value people’s contribution according to results, not number of hours worked.
Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @® Neutral @ Disagree Strongly Disagree

6. Part-time employees have the same opportunities to advance as full-time employees.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree ® Agree @ Neutral @ Disagree Strongly Disagree
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7. My organization provides training to managers to help them understand the benefits of flexible work options
and support their employees’ use of the options.

Global
Asia

Australia and New Zealand

Europe
Latin America (Central and South America)
Middle East and Africa

Northern America (US and Canada)

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

8. My organization’s leadership actively promotes the uptake of flexible work options for all employees.

Global
Asia
Australia and New Zealand

Europe

Latin America (Central and South America)

Middle East and Africa 23

Northern America (US and Canada) 19

Results shown are percentages.

Strongly Agree ® Agree ® Neutral @ Disagree Strongly Disagree
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Section 7: Policies and programs

Select all policies and programs your organization offers:

. _ 86
Part-time schedules I G 3

— 5

I | )
Compressed work weeks — 2 )

I >

43

Enhanced maternity/primary caregiver leave I 5
benefits (e.g., additional time off and/or paid S 5
; . —————————————————————————————
time off beyond government-provided or

I 3
mandated levels) S 3
Enhanced paternity/secondary caregiver leave e ——(
(e.g., additional time off and/or paid time off ————————————————————————m

beyond government-provided or mandated levels) EEEEE 53

Enhanced parental leave (e.g, additional time S )
off and/or paid time off beyond government- I 32
provided or mandated levels) N 3O

Familyor caregiver eave (e, additional time ey -
off and/or paid time off beyond government- I 29
provided or mandated levels) I 2 >

Inclusive benefits (e.g., LGBTQ+ friendly fertility —m 33
benefits, transgender support, etc.)
I |2

I 15

I 0 7
Company-sponsored access to child care I

I 12
18

I 2 8
Company subsidy for child care -2_23
I 12
I 13
I 16
Onsite child care I

I 11
I 9

Company-sponsored access to elder care I 6

Company subsidy for elder care
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New Zealand and South America) and Africa (US and Canada)
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(continued):

Allyship training (i.e., training to support the
inclusion of underrepresented groups)

Formal mentorship program

Formal executive sponsorship program

Formal mobility or rotational programs

Formal high potential acceleration programs

Formal development programs for
women specifically

Formal return-to-work programs (for those who
have been out of the labor force)

Flexible transition programs for retirement-age
employees (e.g., phased retirement, reduced
hours, alternative terms of employment)

Gender diversity and inclusion
employee/business resource groups

Racial/ethnic diversity and inclusion
employee/business resource groups

Policies for defining and reporting
sexual harassment

Formal training programs for identifying/
mitigating/reporting sexual harassment

None of the above

@ Asia @ Australia and

New Zealand

Global

26

90

0% 20% 40%

Latin America (Central
and South America)

@ Europe

60%
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and Africa
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Race and ethnicity data (US only)

My organization designs programs/
initiatives specifically for women of color.

My organization’s commitments to racial/
ethnic equality are publicly documented
(e.g., in annual reports, on websites, etc.)

Attracting people of color (POC) is a
challenge for my organization.

Advancing POC s a challenge for
my organization.

Retaining POC is a challenge for
my organization.

My organization tracks representation by
race/ethnicity and career level.

My organization tracks rates of hiring,
promotion and exits by race/ethnicity and
career level.

My organization routinely reviews
performance ratings by race/ethnicity to
ensure against any adverse impact.

My organization routinely reviews
engagement survey responses by race/
ethnicity and acts to close any gaps.

My organization has specific talent

management practices for high-potential POC.

My organization’s health plan contracts with

providers/provider networks who address

racial- and gender-based disparities in health

outcomes.

.

*

*

Results shown are percentages.

Strongly Agree @ Agree @ Neutral @ Disagree Strongly Disagree

‘ Please note: Low percentages in the “Strongly Agree” and “Agree” response categories are a
positive result; it means a high percentage of organizations do not see this as a challenge.
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