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C-suite

SVP

VP

Senior manager/director

Manager

Entry level

62% 13% 20% 4%

61% 12% 22% 5%

56% 13% 24% 7%

50% 15% 27% 9%

42% 17% 28% 12%

35% 17% 30% 17%

% of employees by level at the start of 2021

White men Men of colour White women Women of colour

Women face a ‘broken rung’ as they struggle to advance to more senior roles

Representation by gender and race in US companies, 2021Firms are hiring men and women in almost 

equal numbers for entry-level roles, but 

women are far less present at the top of the 

corporate ladder.

Firms need to make an institutional 

commitment to do what it takes to 

address the under-representation 

of women at senior levels. There 

has been a lot of focus recently on 

recruiting women into our industry. 

But to nurture that talent, we need 

to be intentional about institutional 

support and sponsorship as women 

become more senior within a firm.

Beth Troyer

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021



2021 Men

2021 Women

35%

42%

2020 Men

2020 Women

28%

32%

The burnout epidemic is having a disproportionate impact on women

Share of employees consistently ‘burned out’Burnout has increased across the board since 

the start of covid, but women are bearing the 

brunt as they attempt to juggle multiple 

responsibilities.

Unfortunately, we’ve seen many 

women leave the workforce as a 

result of having to home school 

children in addition to their day jobs. 

To help with burnout, it’s important 

that leaders establish realistic 

deadlines or assist employees to re-

prioritise competing priorities. 

Women in particular need to feel as 

though they can truly unplug from 

time to time.

Tracy Raben

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021 Hover over the pointer to read more



Does informal DEI work Spends substantial time on DEI
work

43% 49% 7% 11%

Men Women

Women rise up as flagbearers of diversity, equity and inclusion

Percentage of managers who spend time on DEI work beyond their 
formal responsibilities

Women are at the forefront of efforts to 

promote DEI, spending considerably more 

time on DEI work than their male counterparts 

– particularly at the senior leadership level.

Many women are likely to feel more 

strongly about getting involved in 

DEI initiatives because we relate to 

it. We personally experience the 

challenges of the status quo. So as 

women, we naturally have more of a 

sense of urgency to not only 

enhance our own opportunities, but 

advocate for the broader community 

of women colleagues.

Beth Troyer

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021

Does informal DEI work Spends substantial time on DEI
work

46% 54% 9% 19%

Men Women

Managers Senior leaders
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Work is critical Work is formally recognised

‘Office housework’ compounds the challenges facing female professionals

Percentage of companies that say employee well-being and DEI is critical vs 
percentage that say this work receives substantial formal recognition

The outsized role played by women in 

supporting employees’ wellbeing is vital 

for morale and retention – but rarely gains 

formal recognition.

Women take on an unequal 

burden of the ‘caregiver’ roles 

in the office – what some 

people have described as 

‘office housework’. But the 

burden that women take on is 

not really identified or valued 

in many firms. Increased value 

needs to be placed on those 

invisible or intangible qualities 

that women provide.

Devasena Vallabhaneni

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021



Consider themselves
allies to women of

colour at work

Advocate for new
opportunities for
women of colour

Actively confront
discrimination against

women of colour

Give credit to women of
colour for their ideas

and work

Educate themselves
about the experiences

of women of colour

Mentor or sponsor one
or more women of

colour

77% 21% 39% 43% 45% 10%

An ‘allyship gap’ is holding back progress in challenging the status quo

A large majority of white employees claim to 

be allies of women of colour – but the 

numbers providing meaningful support is 

much smaller.

A lot of work has been done to 

help white colleagues be better 

allies. But I think the best advice 

would be to keep it simple: listen 

to your colleagues who are 

women, people of colour or 

otherwise under-represented. And 

when these people open up to 

you, act on what they say and 

proceed to build trust and 

confidence in the relationship.

Devasena Vallabhaneni

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021

Share of employees who say they are allies of women of colour, compared with 
those taking allyship actions



Companies focus on fairness in hiring

Companies taking steps to ensure fairness in hiring and performance reviewsFirms are moving rapidly to ensure hiring 

processes are fair to under-represented groups, 

but less attention is placed on fairness in 

performance reviews.

The focus on hiring is the first step – 

you won’t get women or people of 

colour in leadership positions if you 

don’t work to be an employer of 

choice for people of different 

backgrounds and experiences. But 

we also must work to understand 

why women and people of colour 

stay with our firm. Being mindful of 

their voices will help us to retain 

diverse talent in the long term.

Devasena Vallabhaneni

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021

Clear and specific evaluation criteria established
before the review process begins

Tracking outcomes to check for bias

Bias training for evaluators

Reminders of how to avoid unconscious bias
before the review process begins

Requiring diverse slates of similarly qualified
candidates to be considered

73%

76%

71%

55%

63%

47%

60%

47%

61%

23%

Hiring Performance reviews



Companies focus on 
fairness in hiring

A comparison of figures 

between 2019 and 2021 

shows firms are moving rapidly 

to ensure hiring processes are 

fair to under-represented 

groups, but less attention is 

placed on fairness in 

performance reviews. 

Click tab to show data

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021

2019 2021

Clear and specific evaluation criteria established before
the review begins

Tracking outcomes to check for bias

Bias training for evaluators

Reminders of how to avoid unconscious bias before the
review process begins

Requiring diverse slates of similarly qualified candidates
to be considered

71%

72%

42%

39%

52%

45%

45%

33%

48%

18%

Hiring Performance reviews



Corporate leaders are in the spotlight for progress on diversity goals

Companies holding leadership accountable for diversity goalsThe majority of companies say senior 

leaders are held accountable on DEI – and 

some firms are providing financial incentives 

to hit DEI metrics

You can’t manage what you don’t 

measure, so it’s really critical that we 

establish goals to monitor and 

measure progress over time. With 

goals in place, we can hold people 

accountable for achieving them. 

Ultimately, incorporating DEI goals 

into the performance review process 

for senior leaders and linking the 

achievement of these goals to 

compensation will move the needle.

Tracy Raben

Source: LeanIn.org and McKinsey & Company, Women in the Workplace 2021

30%
of companies hold senior 
managers accountable for 
diversity goals

69%
of companies hold senior 
leaders accountable for 
diversity goals

Sharing diversity results
within the organisation

Making diversity goals a
component of performance

reviews

Offering financial incentives
for making progress

31% 71% 27% 48% 10% 24%

Senior managers Senior leaders

Of those companies...
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