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GLOSSARY OF KEY TERMS 

gender-balanced leadership – In this and the following terms, the word “gender” is 
referring to the biological sex of male and female, even though the term gender can refer 
to what different cultures refer to as masculine and feminine roles. The word “balanced” 
refers to the equal representation of men and women, in the sense of 50% male and 50% 
female. 
 
gender equality – Gender “equality” is not in reference to men and women being the 
same, but it is in reference to them having equal value and therefore accorded 
equal treatment.1 
 
gender intelligence – Gender “intelligence” is an understanding of and appreciation for 
the natural differences between men and women that goes beyond the biological and 
cultural to include variations in brain structure and chemistry that influence thoughts and 
actions.2  
 
gender leadership gap - The word “gap” refers to the current discrepancy between the 
number of men in top leadership positions compared to women. The term “leadership” 
refers to actual “positional leadership”, meaning leaders who are in traditional roles or 
positions of power based on their title (i.e.: CEO, CFO, COO), as opposed to people who 
possess leadership qualities and exercise that leadership, or act as a leader wherever they 
are.3 
 
gender parity - The word “parity” in reference to gender is a statistical measure that 
supplies a numerical value to the ratio of female-to-male or girl-to-boy.4 Gender parity is 
often used to measure gender balance, which can assist in achieving gender equality, but 
it is not the goal in and of itself. 
 
gender synergy - The word “synergy” is the benefit that comes from two or more 
people working together to accomplish something either one couldn't have achieved on 

                                                
1 Cambridge Dictionary, s.v. “Gender Equality,” accessed July 18, 2019, 

https://dictionary.cambridge.org/us/dictionary/english/gender-equality. 
2 Barbara Annis and Keith Merron, Gender Intelligence: Breakthrough Strategies for Increasing 

Diversity and Improving Your Bottom Line (New York: Harper Business, 2014), 7, Kindle. 

3 “Positional Leadership v Personal Leadership,” Leadership Management Australia, accessed 
April 20, 2018, https://leadershipmanagement.com.au/positional-leadership-v-personal-leadership/#. 

4 Aisa Manlosa and Denise M. Matias, “From Gender Parity to Gender Equality: Changing 
Women’s Lived Realities,” German Development Institute, March 5, 2018, https://www.die-gdi.de/en/the-
current-column/article/from-gender-parity-to-gender-equality-changing-womens-lived-realities/. 
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their own.5 Gender synergy is that unique benefit that comes when men and women 
appreciate each other’s uniqueness and bring it together for a common goal. 
  

                                                
5 Merriam-Webster Dictionary, s.v. “Synergy,” accessed July 18, 2019, https://www.merriam-

webster.com/dictionary/synergy. 
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ABSTRACT 

The lack of gender-balanced leadership has been a problem in the United States 

and around the world for centuries. Although women make up more than fifty percent of 

the U.S. population, and graduate with over sixty percent of all undergraduate and 

graduate degrees, they continue to be severely underrepresented in upper-level leadership 

in almost every company, organization, and church across America. Much has been done 

over the years to move toward equality for women in order to bring them to the powerful 

place of leadership men have held from the beginning of our country’s founding. From 

Women’s Suffrage to Affirmative Action, efforts have been made to close the long-

standing gender leadership gap. Current efforts to create gender parity in the area of 

leadership have made extremely small gains in closing this gap. This dissertation 

addresses this national problem by highlighting some of the common barriers to gender-

balanced leadership and proposing potential solutions to address these barriers. The 

primary solution presented is challenging influential men in positions of power to 

increase their overall value of and appreciation for what women leaders bring to the table, 

and inspiring them to sponsor women toward specific leadership roles. To this end, the 

accompanying artifact is a website called www.GenderSynergy.us that is designed to 

educate and inspire men to become champions for women leaders in order to increase 

gender-balanced leadership in their sphere of influence and permanently close the gender 

leadership gap across all sectors.  
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SECTION 1: THE PROBLEM 

Introduction 

 Sally has worked as a donor account manager for a large non-profit in Seattle, 

Washington for ten years, but feels like she is not reaching her full potential and has a 

strong desire to use her leadership gifts alongside other strong men and women leaders. 

For years, she noticed discrepancies between herself and her male colleagues. Her male 

colleagues were paid more, had lower work expectations, and were provided the 

mentoring or training needed to professionally advance, all of which she was denied. She 

watched as her male colleagues were repeatedly promoted to upper management while 

she continued to be ignored for promotions. Leadership retreats or golf outings of the all-

male management team would be recounted, and she wondered how she could ever break 

into the good ol’ boys club. Her colleague, Bob, who was a five-year employee, was also 

desiring an upper management promotion and his day finally arrived. He came to Sally 

with the big news hoping to celebrate with her, but she could only smile and say a kind 

“congratulations,” as her heart sank due to the obvious discrepancy of her tenure 

compared to Bob. The fact that Bob was her good friend gave her a glimmer of hope; 

with him as part of the leadership team, she hoped he would advocate for her to be 

promoted for the next available position. To her dismay, she watched two more men 

become promoted. When she approached Bob about the discrimination, he told her there 

was nothing he could do and changed the subject. This lack of fair treatment left Sally in 

a discouraged, desperate state.  
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 Stories like this can be found in almost every sector of business, organizational, 

and religious arenas. The lack of gender-balanced leadership in America is a problem. 

Even though women make up 50.8 percent of the U.S. population,6 earn almost 60 

percent of undergraduate degrees, and 60 percent of all master’s degrees,7 they are still 

extremely underrepresented in leadership positions across all sectors of society. “While 

women are 44 percent of the overall S&P 500 labor force and 36 percent of first- or mid-

level officials and managers in those companies, they are only 25 percent of executive- 

and senior-level officials and managers, hold only 20 percent of board seats, and are only 

6 percent of CEOs.”8 The sad reality is, even after many attempts to level the playing 

field, men and women have not figured out how to lead effectively together. This reality 

is tragic when the uniqueness that comes with each gender is not equally represented in 

churches, organizations, companies, and the government. 

 Today’s leadership culture is currently reeling from extreme numbers of sexual 

assault allegations of senior leaders, from corporate America to Hollywood and the 

church. Women are feeling empowered to speak up regarding the abuse they have 

endured and are being supported by both men and women through the movements coined 

as #MeToo9 and #TimesUp.10 This epidemic is currently getting media coverage and 

                                                
6 “Quick Facts: United States,” United States Census Bureau, accessed April 20, 2018, 

https://www.census.gov/quickfacts/fact/table/US/PST045216. 

7 “Table 318.30. Bachelor's, Master's, and Doctor's Degrees Conferred by Postsecondary 
Institutions, by Sex of Student and Discipline Division: 2014-15,” National Center for Education Statistics, 
accessed April 20, 2018, https://nces.ed.gov/programs/digest/d16/tables/dt16_318.30.asp. 

8 “Women in S&P 500 Companies,” Catalyst: Workplaces that Work for Women, last modified 
February 2, 2018, http://www.catalyst.org/knowledge/women-sp-500-companies. 

9 Tarana Burke, “me too,” Me Too Movement, accessed April 20, 2018, https://metoomvmt.org/. 

10 “Time's Up,” Times Up Now, accessed April 20, 2018, https://www.timesupnow.com. 
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highlighting the struggle men and women are having working side by side. Men do not 

treat their female counterparts as equals and have not been held accountable or taught 

how to honor and appreciate what a woman brings to the leadership table. Interestingly, 

“companies with strong female leadership deliver a 36% higher return on equity, 

according to the index provider MSCI.”11 This reality is not getting through to the men in 

the powerful positions who can make a difference. In fact, according to the World 

Economic Forum, at the pace we are going, it will take 118 years for the global gender 

pay gap to close.12 

The National and Global Lack of Gender Parity 

 The issue of gender inequality and sex discrimination has been present since the 

founding of this country, and continues to be one of the most unresolved issues in the 

history of our country and the world. The efforts made over the centuries to remedy this 

problem have, unfortunately, made little progress. Feminist campaigns such as Women’s 

Suffrage, affirmative action, gender quotas, and various attempts made to close the 

gender gap within the past fifty years will be examined in section two, but before those 

are explored, it is important to get a clear picture of the state of gender inequality today. 

The Pew Research Center has compiled the following report of the percentage of women 

leaders in each sector as of 2018: In the Senate 23%, House of Representatives 19%, 

                                                
11 “It’s Official: Companies with Women on the Board Perform Better,” World Economic Forum, 

December 8, 2015, https://www.weforum.org/agenda/2015/12/its-official-women-on-boards-boost-
business. 

12 Naomi Grimley, “Gender Pay Gap 'May Take 118 Years to Close' - World Economic Forum,” 
British Broadcasting Corporation, November 19, 2015, http://www.bbc.com/news/world-europe-34842471. 
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Cabinet 26%, Governors 12%, State Legislators 25%, Fortune 500 CEOs 5%.13 The 

charts below show that some progress has been made in the last fifty years, but this is far 

too slow for one of the most powerful countries in the world. Sadly, the United States 

ranks 51st out of 149 countries according to the 2018 Global Gender Gap Report put out 

by the World Economic Forum.14 

 

Figure 1—The Data on Women Leaders15 

 

 We have made more progress in efforts working to create equal pay for men and 

women, but equality in leadership has yet to be seen. It is difficult for companies to 

convince women they are valued as much as men when their paychecks do not reflect 

this. Our country has been built on the exchange of money for desired goods and 

                                                
13 Kim Parker, Juliana Horowitz, and Ruth Igielnik, “Women and Leadership 2018,” Pew 

Research Center, September 20, 2018, http://www.pewsocialtrends.org/2018/09/20/women-and-leadership-
2018/. 

14 “The Global Gender Gap Report 2018,” World Economic Forum, accessed May 21, 2019, 
http://www3.weforum.org/docs/WEF_GGGR_2018.pdf. 

15 “The Data on Women Leaders,” Fact Sheet, Pew Research Center, accessed December 5, 2018, 
http://www.pewsocialtrends.org/fact-sheet/the-data-on-women-leaders/. 
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services, evidenced by the American expression, “put your money where your mouth is.” 

Companies fail to show financial respect for women, especially if they are claiming to 

need their contribution as much as their male counterparts. According to the most recent 

U.S. Census Bureau, shown below, white women are still paid 21% less than white men, 

although Asian women have managed to close the gap further.16 

 

Figure 2—Women’s Annual Earnings Compared to White Men’s17 

Almost all fifty states have laws against pay discrimination by employers based 

on gender; the exceptions are Arkansas, North Carolina, and Tennessee. “While progress 

has been made towards pay parity between men and women, the Institute for Women's 

                                                
16 “Gender Pay Inequality: Consequences For Women, Families And The Economy,” A Report By 

The Joint Economic Committee Democratic Staff United States Congress, April 2016, 
https://www.jec.senate.gov/public/_cache/files/0779dc2f-4a4e-4386-b847-9ae919735acc/gender-pay-
inequality----us-congress-joint-economic-committee.pdf. 

17 Sonam Sheth, Shayanne Gal, and Skye Gould, “6 Charts Show How Much More Men Make Than 
Women,” Business Insider, August 27, 2018, https://www.businessinsider.com/gender-wage-pay-gap-
charts-2017-3. 
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Policy Research predicts that wages will not be equal until 2059.”18 Parity in pay appears 

almost within sight for women in America; unfortunately, it is even less favorable for 

women worldwide. According to the World Economic Forum’s 2017 report, “Women 

must also wait 217 years before they earn as much as men and win equal representation at 

work, revealing the widest gap in almost a decade.”19 The length of time projected for 

women to experience equality with men continues to perpetuate the extensive waiting 

women have been expected to endure for centuries. 

 In January of 2018, Catalyst, a global nonprofit committed to building workplaces 

that work for women, did a study of where women stand in the Standard and Poor’s index 

of the top 500 companies. As shown below, although women educate themselves more 

than men20 and place themselves in the workforce at a level almost equal to men, they 

still only hold 4.8% of the top positions.21 There are only 24 female CEOs in this country, 

compared with 476 male CEOs, which is a far cry from equity. Women fill only around a 

quarter of the executive positions at these Fortune 500 companies. These low numbers 

further illustrate the need for change and efforts to be made to level the playing field so 

our companies and our country can fully benefit from all that women have to offer. 

                                                
18 Leanna Garfield, Sonam Sheth, and Shayanne Gal, “One Map Shows How Much More Money 

Men Make Than Women in Every US State,” Business Insider, April 10, 2018, 
https://www.businessinsider.com/equal-pay-day-gender-wage-gap-every-us-state-2018-4. 

19 Lin Taylor, “Investment to Help Women And Girls Has Surged,” World Economic Forum, 
November 2, 2018, https://www.weforum.org/agenda/2018/11/investors-are-providing-financial-support-
for-female-entrepreneurs/. 

20 “Table 318.10. Degrees Conferred by Postsecondary Institutions, by Level of Degree and Sex of 
Student: Selected Years, 1869-70 through 2024-25,” National Center for Education Statistics, accessed 
April 20, 2018, https://nces.ed.gov/programs/digest/d14/tables/dt14_318.10.asp. 

21 “Women In S&P 500 Companies,” Catalyst, last updated October 3, 2018, 
https://www.catalyst.org/knowledge/women-sp-500-companies. 
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Figure 3—Women in S & P 500 Companies22 

The Barriers Facing Women and Gender-Balanced Leadership 

 The problems we face in the area of gender-balanced leadership are four-fold. 

First of all, there are not enough opportunities for women to equally lead alongside their 

male counterparts. Secondly, women don’t have enough support or mentoring to rise in 

the ranks of leadership. Thirdly, many women fear sexual harassment and men fear being 

accused of sexual harassment. And lastly, people hold onto limiting stereotypes that 

prohibit their ability to genuinely value women in leadership. This paper will address 

these problems and present possible solutions and insights to increase gender-balanced 

leadership in America and around the world. The United States ranks 51st in the world 

for how well we are leveraging our female resources23 despite being ranked 28th in 

                                                
22 “Pyramid: Women In S&P 500 Companies,” Catalyst, last updated October 3, 2018, 

https://www.catalyst.org/knowledge/women-sp-500-companies 

23 “The Global Gender Gap Report 2018,” World Economic Forum, accessed May 21, 2019, 
http://www3.weforum.org/docs/WEF_GGGR_2018.pdf. 
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2015.24 As one of the most influential countries in the world, the U.S. should be doing 

better, more intentional work in reducing the gender gap. Justin Trudeau of Canada25 and 

Nicola Sturgeon of Scotland26 are leading the way by deliberately appointing a 50/50 

gender-balanced cabinet. Hopefully, the United States and others will be inspired to 

follow this example. 

Lack of Opportunities and Quotas 

 Although there are more capable women available for upper leadership positions 

than ever before, women continue to be denied opportunities to lead. In fact, women in 

Generations X and Y tend to work through the parenting years that previous generations 

would take off to parent.27 Also, the trend of more women graduating with masters 

degrees and doctorates than men has continued.28 These statistics confirm that the pool of 

qualified, capable women continues to increase, and yet they are still not invited to have a 

seat at the leadership table. As long as women are not sitting at the leadership table with 

men, gender-balanced leadership will not be realized. 

                                                
24 “The Global Gender Gap Report 2015,” World Economic Forum, accessed April 20, 2018, 

http://reports.weforum.org/global-gender-gap-report-2015/. 

25 Andre Spicer, “Justin Trudeau is Right, and How About Quota for Women?” CNN, November 
5, 2015, https://www.cnn.com/2015/11/05/opinions/spicer-women-quota. 

26 David Clegg, “Nicola Sturgeon's First Year in Charge of Scottish Government is a Triumph of 
Selfie Over Policy, Says Political Editor David Clegg,” Daily Record, November 19, 2015, 
https://www.dailyrecord.co.uk/news/politics/nicola-sturgeons-first-year-charge-6858988. 

27 Ariane Hegewisch et al., “Looking Back, Looking Ahead: Chartbook on Women’s Progress, 
Figure 5.8,” AARP, November 2015, https://www.aarp.org/content/dam/aarp/ppi/2015/Chartbook-On-
Women's-Progress.pdf. 

28 “Table 318.10. Degrees Conferred by Postsecondary Institutions, by Level of Degree and Sex of 
Student: Selected Years, 1869-70 through 2024-25,” National Center for Education Statistics, accessed 
April 20, 2018, https://nces.ed.gov/programs/digest/d14/tables/dt14_318.10.asp. 
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 There is also a lack of leadership opportunities that support many women’s desire 

to participate in parenting. Without support, this delicate balancing of work and family 

can be extremely challenging for female aspiring leaders and often forces them to make a 

choice.29 Women are more likely to work part-time30 or take time off for the sake of the 

family than men,31 which puts them in a non-equal position to be considered for 

promotions. The gender imbalance regarding family responsibilities further increases the 

gender leadership gap and keeps women at a disadvantage. Even when employers offer 

family-oriented policies, employees (especially women) tend to be hesitant to utilize 

them for fear of their commitment or loyalty being challenged.32 Once again, women 

have to make a difficult decision: do they choose their family and potentially jeopardize 

their career advancement, or do they choose the job and violate their value for raising 

their family? “Leadership roles can be time-consuming and often require great 

responsibility, which can cause a great deal of stress and leave little room for other 

priorities. Just as the status quo is holding women back from leadership roles, it is 

holding men back from embracing caretaking and support roles.”33 These damaging 

                                                
29 Sheryl Sandberg and Nell Scovell, Lean In: Women, Work, and the Will to Lead (New York: 

Alfred A. Knopf, 2013), 92, Kindle. 

30 “Household Data Annual Averages 8. Employed and Unemployed Full- and Part-time Workers 
by Age, Sex, Race, and Hispanic or Latino Ethnicity,” United States Bureau of Labor Statistics, January 19, 
2018, https://www.bls.gov/cps/cpsaat08.htm. 

31 “Women in the Labor Force: A Databook,” United States Bureau of Labor Statistics, December 
2015, https://www.bls.gov/opub/reports/womens-databook/archive/women-in-the-labor-force-a-databook-
2015.pdf 

32 Jacob A Klerman, Kelly Daley, and Alyssa Pozniak, “Family and Medical Leave in 2012: 
Technical Report,” United States Department of Labor, April 18, 2014, 
https://www.dol.gov/asp/evaluation/fmla/FMLA-2012-TECHNICAL-REPORT.pdf. 

33 Catherine Hill et al., “Barriers and Bias: The Status of Women in Leadership,” American 
Association of University Women (March 2016): 20, https://www.aauw.org/research/barriers-and-bias. 
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stereotypes are not just a problem for women; men are also missing out if more gender-

balanced leadership opportunities are not created. Sheryl Sandberg relays a conversation 

with Judith Rodin, the first female Ivy League president, where she remarked to an 

audience of women, “My generation fought so hard to give all of you choices. We 

believe in choices. But choosing to leave the workforce was not the choice we thought so 

many of you would make.”34 If more family-friendly opportunities are not created for 

women to serve in leadership roles, they will likely continue to leave and create a tragic 

void by their absence. 

Lack of Mentoring / Sponsorship 

 Lack of leadership mentoring for women has and continues to be a significant 

reason gender-balanced leadership is lacking in America. Although mentoring is essential 

in the advancement of women, research shows that mentoring alone is insufficient in 

bringing women to the top leadership table. Women need a more influential and effective 

relationship with an executive leader, referred to as a sponsorship.35 Studies also indicate 

that “social capital”36 is often more important in advancement than job performance, and 

usually women have less of this valuable “capital.”37 Since these influential relationships 

                                                
34 Sheryl Sandberg and Nell Scovell, Lean In: Women, Work, and the Will to Lead (New York: 

Alfred A. Knopf, 2013), 14, Kindle. 

35 Heather Foust-Cummings and Sarah Dinolfo, “Sponsoring Women To Success,” Catalyst: 
Workplaces that Work for Women, August 17, 2011, http://www.catalyst.org/knowledge/sponsoring-
women-success. 

36 Most definitions of social capital agree that it refers to social relations that have productive 
benefits. “Definitions of Social Capital,” Social Capital Research & Training, accessed July 20, 2019, 
https://www.socialcapitalresearch.com/literature/definition/. 

37 Alice H. Eagly and Linda Lorene Carli, Through the Labyrinth: The Truth About How Women 
Become Leaders, Leadership for the Common Good (Boston, MA: Harvard Business School Press, 2007), 
chap. 9, Kindle. 
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and the networks that come with them are critical to moving up the leadership chain, 

when these are unavailable to women, gender-imbalanced leadership culture gets 

perpetuated. 

 Another problem that comes with mentoring is fear and uncomfortableness men 

and women have with establishing professional relationships with one another. One of 

the most commonly recognized risks of these relationships is the potential for some type 

of reciprocated or unwelcomed sexual involvement.38 The anxiety that comes with this 

risk deters women because of the potential for sexual harassment, and men fear the 

potential for allegations. These specific issues will be discussed in more detail later. The 

other barrier with cross-sex mentor relationships is the perceived potential for 

uncomfortable rumors to circulate as a result of being seen in public together.39 This fear 

of rumors creates an imagined barrier in the mentor relationship, where they fear 

spending time together outside the office, where the social capital often needed for career 

advancement is commonly created. These fears serve as excuses for men not to seek out 

potential female mentees and perpetuate the “good ol’ boys club,” further extending the 

gender leadership gap.40 Also, according to Trisha Welstad, a female pastor interviewed, 

male mentors tend to demote female co-workers to the role of a “daughter” in order to not 

inappropriately sexualize the relationship.41 Much of the research continues to point to 

                                                
38 Regina M. O'Neill and Stacy D. Blake-Beard, “Gender Barriers to the Female Mentor – Male 

Protégé Relationship,” Journal of Business Ethics 37, no. 1 (2002): 54. 

39 O’Neill and Blake-Beard, “Gender Barriers to the Female Mentor,” 55. 

40 Bella Rose Ragins, “Barriers to Mentoring: The Female Manager's Dilemma,” Human 
Relations 42, no. 1 (1989): 8-9. 

41 Trisha Welstad, phone interview, February 7, 2018. 
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these barriers to effective professional relationships between men and women as a 

primary reason for the continued lack of gender-balanced leadership. 

 This fear ends up being a major barrier to women getting the effective mentoring 

they need from the influential male leaders who have the power to champion them up the 

leadership ladder. Even the small number of women who acquire top leadership positions 

fear being accused of showing favoritism toward women if they focus too much of their 

time on mentoring them.42 If top-level leaders refuse to fight through the fear, women 

lacking the mentoring or sponsorship to advance up the ranks will continue to perpetuate 

the gender leadership gap. 

Sexual Discrimination and Harassment 

 Another barrier to closing the gender leadership gap is gender discrimination and 

sexual harassment in the workplace. Women are profoundly affected by gender 

discrimination in business, political, religious, and educational settings and experience 

inadequate representation to make a positive difference. Many people believe sexual 

harassment is not an issue due to the laws in place, but in reality, the lack of women in 

politics hinders efforts to enforce sexual harassment laws as well as normalizing 

enforcement in the media.43 While, many Americans believe that job opportunities are 

equal for men and women, the statistics show a wide gap in this belief by gender. In a 

2005 Gallup poll, “61 percent of men and 45 percent of women affirmed the idea that 

                                                
42 Robin Ely and Deborah Rhode, “Women and Leadership: Defining the Challenges,” in 

Handbook of Leadership Theory and Practice: An HBS Centennial Colloquium on Advancing Leadership, 
eds. Nitin Nohria and Rakesh Khurana (Boston, MA: Harvard Business Press, 2010), chap. 14, Kindle. 

43 Nicola Lacey, “4 Forces That Are Holding Women Back,” World Economic Forum, November 
20, 2015, https://www.weforum.org/agenda/2015/11/4-forces-that-are-holding-women-back. 
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men and women have equal job opportunities.”44 However, this belief is not supported by 

the facts and leadership statistics. According to the 2018 Gender Gap Report, the average 

percentage of legislators, senior officials, and managers in the U.S. were 60 percent men 

and 40 percent women.45  

 As stated earlier, the #MeToo movement has raised the awareness of sexual 

harassment and assault around the country, and according to their website, 17,700,000 

women have reported a sexual assault since 1998.46 Although this is a staggering number, 

it is most likely far less than the actual number of women who have experienced this 

abuse, since many women feel too much shame or fear to report. Sexual harassment 

continues to block gender-balanced leadership within many organizations and institutions 

simply because of the lack of female representation and advocacy in senior leadership 

positions. According to John Keyser, founder and CEO of Common Sense Leadership, 

who has held a number of senior leadership positions with large companies and is a 

graduate of Georgetown University, 

Women remain stymied by outdated policies and attitudes favoring men. Many 
companies talk the talk, but far too few effectively empower women, giving them 
leadership opportunities, teaching them how to succeed in a male-dominated 
system, giving them the authority to lead and enabling them to continue to 
contribute significantly while also fulfilling family and home care needs.47 
 

                                                
44 Alice H. Eagly and Linda Lorene Carli, Through the Labyrinth: The Truth About How Women 

Become Leaders, Leadership for the Common Good (Boston, MA: Harvard Business School Press, 2007), 
chap. 5, Kindle. 

45 “Global Gender Gap Report 2018: United States,” World Economic Forum, accessed May 21, 
2019, http://reports.weforum.org/global-gender-gap-report-2018/data-explorer/#economy=USA. 

46 Tarana Burke, “me too.,” Me Too Movement, accessed April 20, 2018, https://metoomvmt.org/. 

47 John P. Keyser, Make Way for Women: Men and Women Leading Together Improve Culture 
and Profits (Buffalo, NY: Librastream, 2015), chap. 3, Kindle. 
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Women need to be sitting at the table when decisions regarding sexual harassment 

policies are made. 

 Gender discrimination happens in plain view without many people even noticing. 

As an example, a Canadian web design company posted a sexist ad for a content 

writer/SEO specialist with this note at the end: “Please note that the position requires 

filling in the responsibilities of a receptionist, so female candidates are preferred.”48 

Women have been boxed into these type of positions for years, which affects how others 

view them and their potential for upper management positions. Because the world women 

live in every day is incredibly more hostile than the world men experience, men in 

influential positions fail to notice the sexism and discrimination they inadvertently 

perpetuate. Another finding indicates that sex discrimination is less likely to occur for 

both men and women if they are part of the numerical majority.49 Additional evidence 

supports the argument for creating more workplace environments where the composition 

of the group is gender balanced. If the boardroom and top executive offices remain 

unbalanced in their inclusion of men and women, discrimination and harassment will 

continue. 

                                                
48 Emily Crockett, “This Sexist Job Posting Asks Women to Apply Because They’ll Be Filling in 

as Receptionist,” Vox Media, November 24, 2015, https://www.vox.com/2015/11/23/9786342/sexist-job-
posting-receptionist. 

49 Kevin Stainback, Thomas N. Ratliff, and Vincent J. Roscigno, “The Context of Workplace Sex 
Discrimination: Sex Composition, Workplace Culture and Relative Power,” Social Forces 89, no. 4 (2011): 
1181. 
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Lack of Value and Limiting Stereotypes 

 In the midst of the efforts made to reduce the gender leadership gap, the overall 

value of women equally joining the leadership ranks is still low among management. 

Some men in upper management promote the idea of equal representation, but many of 

them still do not see it as necessary. According to research by Bain and Company, there 

are a couple of factors that could account for the lack of progress in the area of gender-

balanced leadership: 

First, there is a meaningful segment of the business community that is not yet 
convinced of the business case for change. Although 76 percent of the women in 
the study believe that gender parity can result in financial benefits for their 
organizations, only 55 percent of the men agree. That suggests the business case 
for diversity is still not well understood or accepted. Until that happens, achieving 
gender parity remains a moral imperative rather than a financial one.50 

 
As long as those in power do not see the benefit of having equal representation of women 

at the top, this issue will remain one that is only based on quotas and not on a value for 

the unique strengths each gender brings to the leadership table. 

 The stereotypes ascribed to both men and women are also a limiting factor in 

closing the gender leadership gap. For instance, Sheryl Sandberg, COO of Facebook, 

states, 

Professional ambition is expected of men but is optional—or worse, sometimes 
even a negative—for women. “She is very ambitious” is not a compliment in our 
culture. Aggressive and hard-charging women violate unwritten rules about 
acceptable social conduct. Men are continually applauded for being ambitious and 
powerful and successful, but women who display these same traits often pay a 
social penalty. Female accomplishments come at a cost.51 

                                                
50 Melanie Sanders et al., “What Stops Women from Reaching the Top? Confronting the Tough 

Issues,” Bain and Company, November 14, 2011, http://www.bain.com/publications/articles/what-stops-
women-from-reaching-the-top.aspx. 

51 Sheryl Sandberg and Nell Scovell, Lean In: Women, Work, and the Will to Lead (New York: 
Alfred A. Knopf, 2013), 17, Kindle. 
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Women continue to be discouraged to show the same leadership qualities as their male 

counterparts, therefore preventing them from being viewed as strong candidates for top 

leadership positions. Even with women doing everything they can to close the gender 

leadership gap by gaining higher education, joining the professional workforce, and 

putting themselves in a position to succeed, the huge gap remains. Robin Ely and 

Deborah Rhode affirm this reality, saying, “A fundamental challenge to women’s 

leadership arises from the mismatch between the qualities traditionally associated with 

leaders and those traditionally associated with women.”52 Women tend to be locked into 

stereotypes and expectations that create a “damned if I do, damned if I don’t” double 

bind. They find themselves trying to act more masculine in order to be accepted by the 

“good ol’ boys,” only to be ridiculed or punished for being too aggressive and not 

feminine enough. Men also tend to inadvertently reward women for behaving in a 

traditional manner as a way to keep them in their place. Ely and Rhode refer to these 

dynamics by the terms “hostile sexism” and “benevolent sexism.”53 According to Glick 

and Fiske, benevolent sexism is “a subjectively favorable, chivalrous ideology that offers 

protection and affection to women who embrace conventional roles,” and hostile sexism 

is “antipathy toward women who are viewed as usurping men's power.”54 

 Even though men often do not appreciate or value a woman’s strength of 

nurturing, this quality can create a stereotype that encourages employers to place 

                                                
52 Ely and Rhode, “Women and Leadership,” chap. 14. 

53 Ely and Rhode, “Women and Leadership,” chap. 14. 

54 Peter Glick and Susan Fiske, “An Ambivalent Alliance: Hostile and Benevolent Sexism as 
Complementary Justifications for Gender Inequality,” The American Psychologist 56, no. 2 (2001): 109. 
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caregiving responsibilities on women that are discriminatory.55 A recent study also 

revealed that people tend to hold onto their stereotypical beliefs even when they 

personally experience evidence to the contrary.56 These tendencies can block the 

advancement of women and further keep men and women from leading effectively 

together. 

Gender stereotypes do not only negatively affect women. In one human resource 

study, men who did not display the stereotype of aggression ranked lower than men who 

did, which confirms the belief that nice guys really do finish last.57 Stereotypes do not 

just affect how others see us; they also affect how we see ourselves. For example, there is 

a self-confidence gap between women and men.58 “Whereas men are socialized to be 

confident, assertive, and self-promoting, cultural attitudes toward women as leaders 

continue to suggest to women that it is often inappropriate or undesirable to possess those 

characteristics.”59 As long as men and women buy into these damaging stereotypes, they 

will continue to hurt themselves and further delay efforts to increase opportunities for 

men and women to lead together.  

                                                
55 Madeline E. Heilman, Michael C. Simon, David P. Repper, and Robert Guion, “Intentionally 

Favored, Unintentionally Harmed? Impact of Sex-Based Preferential Selection on Self-Perceptions and 
Self-Evaluations,” Journal of Applied Psychology 72, no. 1 (1987): 67. 

56 Stephanie N. Crites, Kevin E. Dickson, and Alicia Lorenz, “Nurturing Gender Stereotypes in the 
Face of Experience: A Study of Leader Gender, Leadership Style, and Satisfaction,” Journal of 
Organizational Culture, Communications and Conflict 19, no. 1 (2015): 21. 

57 Timothy A. Judge, Beth A. Livingston, Charlice Hurst, and Laura King, “Do Nice Guys—and 
Gals—Really Finish Last? The Joint Effects of Sex and Agreeableness on Income,” Journal of Personality 
and Social Psychology 102, no. 2 (2012): 404. 

58 Sebastian Schuh et al., “Gender Differences in Leadership Role Occupancy: The Mediating 
Role of Power Motivation,” Journal of Business Ethics 120, no. 3 (2014): 365. 

59 Catherine Hill et al., “Barriers and Bias: The Status of Women in Leadership,” American 
Association of University Women (March 2016): 22, https://www.aauw.org/research/barriers-and-bias. 
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 People who are progressive and consider themselves egalitarian when it comes to 

men and women in leadership sometimes make the mistake of saying they do not see 

gender, or they are gender blind. This mistake is similar to people saying they do not see 

color when it comes to racial relationships. Like with other races or cultures, differences 

and uniqueness abound when it comes to what men and women offer to the leadership 

table. If one does not see each gender as unique and different, they are in danger of 

missing the blessings and strengths men and women offer one another. Part of the reason 

women especially hesitate to highlight their unique qualities or strengths is that it can set 

them up for additional discrimination. For instance, many people view traditional 

leadership positions as male-oriented type jobs and therefore women’s communal 

characteristics of kindness, helpfulness, and sympathy become a detriment to them being 

considered for these leadership positions.60  

 Since most people naturally prescribe certain roles to each gender, “role congruity 

theory would suggest that women entering higher-level positions might encounter more 

prejudice because there is a larger mismatch in stereotypes between women and 

leadership. On the other hand, men should gain greater congruency between their gender 

role stereotype and leadership as they ascend the leadership ladder.”61 Because of this, 

many women are pressured to incorporate more masculine leadership qualities in order to 

advance, and, as Avivah Wittenberg-Cox, 20-First’s CEO, says, 

                                                
60 Alice H. Eagly and Sabine Sczesny, “Stereotypes About Women, Men, and Leaders: Have 

Times Changed?” in The Glass Ceiling in the 21st Century: Understanding Barriers to Gender Equality, ed. 
M. Barreto, M. K. Ryan, and M. T. Schmitt (Washington, DC: American Psychological Association, 2009), 
36, http://dx.doi.org/10.1037/11863-002. 

61 Jillian McLellan, Paul Yost, Lynette Bikos, and Jay Steffensmeier, Gender Stereotypes and 
Leadership Style: Discrimination against Men and Women?, 2014, 9, ProQuest. 
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When these women move in a masculine direction, no one likes the result. These 
“adapted women” serve as anti-role models to the next generation of younger 
woman. They say, “if that's what it takes to make it in this company, I'm leaving.” 
Then you have a retention problem.62 
 

Once again, when women are not appreciated for the uniqueness they bring and 

encouraged to function in their natural leadership gifts, their valuable contribution is lost. 

Summary 

 In summary, the lack of gender-balanced leadership in America is a problem and 

a tragedy that has been present since this great nation was founded. Even though many 

efforts to advance women to an equal place alongside men have been made and many of 

them have been realized, there is a long way to go if the gender leadership gap is to be 

truly closed. It is a sad reality that one of the most powerful countries in the world ranks 

64th among 145 countries when it comes to having women in the government’s top 

position.63 In order for gender-balanced leadership to be experienced in our corporations, 

government, and churches, the barriers preventing this dream need to be removed. 

 One can no longer ignore the many problems that keep talented men and women 

from leading together in powerful ways. The problem of limited opportunities for women 

to lead in top positions alongside men needs to be addressed. Secondly, the issue of 

mentoring and sponsorship not being as available to women needs attention. Thirdly, the 

sexual discrimination and harassment that keep people living in fear must be eradicated. 

                                                
62 D.G. McCullough, “When Will Women Achieve Gender Equality in Leadership at Work?” The 

Guardian, June 4, 2014, https://www.theguardian.com/sustainable-business/women-leadership-companies-
equality-job. 

63 “Global Gender Gap Report 2015: United States,” World Economic Forum, accessed April 21, 
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Lastly, the problem of gender stereotypes and the overall lack of value for diverse 

skillsets in leadership requires careful attention. Although this is not an exhaustive list of 

barriers prohibiting a gender-balanced leadership culture, if these issues can be 

addressed, organizations will be that much closer to experiencing the amazing results of 

men and women leading effectively together. 
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SECTION 2: OTHER SOLUTIONS 

Historical Solutions to the Problem 

Women’s Suffrage 

 Since very early in the history of the United States, women have fought for 

equality, beginning from staunch patriarchal roots and moving extremely slowly toward a 

more gender-balanced model of leadership. One of the first feminist movements in 

America was the coming together of women fighting for the right to vote, called 

Women’s Suffrage (1848-1920). It took women 144 long, arduous years after the 

founding of this country for them to gain the basic right to vote. As revealed from the 

brief timeline below, black men gained the right to vote in 1870, 50 years before women 

gained that same right.64  

                                                
64 “15th Amendment,” History, last updated September 12, 2018, 
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Figure 4—Timeline of Women’s Suffrage65 

 The different women’s groups campaigning for equality joined forces, and the 

National American Woman Suffrage Association was formed in 1890.66 By this time, 

their approach had changed, and 

instead of arguing that women deserved the same rights and responsibilities as 
men because women and men were “created equal,” the new generation of 
activists argued that women deserved the vote because they were different from 
men. They could make their domesticity into a political virtue, using the franchise 
to create a purer, more moral “maternal commonwealth.”67 
 

This tactic of women highlighting the fact that they are different from men will be a key 

element presented in the solution to this problem of gender discrimination. Women 

earning the right to vote in this country was the beginning of a national women’s 

movement that has been working to advocate for women to be treated as equal human 

                                                
65 Jacob Gilbert, “On This Date in History,” Slide Player, accessed December 5, 2018, 

https://slideplayer.com/slide/6975. 

66 “Women’s Suffrage,” History, last updated October 9, 2018, 
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beings. It has already been 99 years since the Nineteenth Amendment was signed into 

law, and it could theoretically take more than 144 additional years68 to reach gender 

balance in all areas of leadership in America. 

 Women’s suffrage has had a significant impact on the United States. Jonathan 

Bean, professor of history at Southern Illinois University, points out, “When Gallup 

polled Americans at the end of the 20th century, the pollster asked respondents to list 

‘one of the most important events of the century,’ women getting the vote was ranked 

second only to World War II!”69 

 

Figure 5—Most Important Events of the Century70 

                                                
68 The number of years it took for women to gain the right to vote after the founding of America. 

69 Jonathan Bean, “Ask A Scholar: How Did Women’s Suffrage Impact The USA?” National 
Association of Scholars, May 29, 2013, 
https://www.nas.org/articles/ask_a_scholar_how_did_womens_suffrage_impact_the_usa. 

70 “World War II Rated Most Important Event of 20th Century,” Gallup News Service, November 
17, 1999, https://news.gallup.com/poll/3463/world-war-rated-most-important-event-20th-century.aspx. 
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Although men may see the importance women’s suffrage has played in this 

country, they would be hard-pressed to grasp the sacrifice made by desperate women to 

gain the right to vote. “And it can hardly be assumed that the demand for votes for 

women was appreciably more radical than a moral absolutism which encouraged women 

to invade bordellos, befriend harlots and publicly discuss rape, seduction and 

prostitution,” says Carroll Rosenberg.71 Similar to this level of dedication and 

camaraderie, the modern #MeToo movement72 brings women together as a united force, 

willing to take whatever risk necessary to get their voices heard and address the extreme 

injustice. Women coming together in larger gatherings and movements seems to 

embolden them to advocate for themselves in ways they would rarely do on their own.  

Affirmative Action 

 The next phase of efforts that increased equality for women was Affirmative 

Action, originally introduced by John F. Kennedy in 1961. The President’s Executive 

Order originally required entities that receive federal funding to take tangible steps “to 

ensure that applicants are employed, and that employees are treated during employment, 

without regard to their race, creed, color, or national origin.” In 1967, Lyndon Johnson 

added sex to that list.73 When it came to affirmative action, women joined other 

minorities waiting in line to receive justice from the various outcomes of the Civil Rights 
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Movement. Research regarding affirmative action reveals, “historically, affirmative 

action for women is a by-product of affirmative action for African-Americans.”74 It was a 

positive step in our country to finally focus on giving more equality to minorities, 

although limited progress was made. “Yet paradoxically, as early as 1982 the Washington 

Post had noted that women—especially white women—were ‘the biggest gainers’ from 

affirmative action policies, though the record of achievements was ‘a murky one.’”75 

Unfortunately, many have a negative attitude towards affirmative action efforts and see it 

as an unfair method to leveling the playing field. Although Affirmative Action helped 

open doors for women and minorities, the negative sentiment towards this approach 

continues to deter women from using it to their benefit. 

Equal Pay Act 

 Following the Civil Rights Act, in 1963, the Equal Pay Act was passed. The law 

provided that: 

No employer having employees subject to any provisions of this section shall 
discriminate, within any establishment in which such employees are employed, 
between employees on the basis of sex by paying wages to employees in such 
establishment at a rate less than the rate at which he pays wages to employees of 
the opposite sex in such establishment for equal work on jobs the performance of 
which requires equal skill, effort, and responsibility, and which are performed 
under similar working conditions.76 
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This law finally provided a legal backing behind women’s desire to have equal pay for 

equal work. For years, they were performing equivalent tasks and being paid far less than 

their male counterparts. Sadly, only the companies that received federal funding, and thus 

were subject to federal affirmative action requirements, showed any significant gain for 

women. In 1983, The Office of Federal Contract Compliance Programs (OFCCP) 

“reviewed more than seventy-seven thousand companies with over twenty million 

employees [and] found that female employment increased by 15.2% between 1974 and 

1980 for federal contractors, while it rose by only 2.2% in non-federal contract 

settings.”77 Once again, the laws meant to equal the playing field ended up being limited 

by the actual number of companies that were forced to comply, thus limiting the overall 

impact and highlighting the need for a change in attitude. 

Comparable Worth Movement 

 Due to the fact that many of men’s jobs were positions women did not want, were 

not well-suited for, or were not culturally conditioned towards, the women’s movement 

began to use a term called “comparable worth” in an attempt “to make dissimilar male- 

and female-dominated jobs of comparable worth equal in pay. Equity was to be 

accomplished through a system of job evaluations that would rate jobs within a particular 

firm on the basis of a number of factors.”78 This idea gained national attention, as it gave 

a new perspective on the issue and started making a more significant impact on the 
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gender-based wage gap. The concept of “comparable worth” recognized that “women 

have been segregated into female occupations where wages have been discriminatorily 

depressed and found ways to treat women’s careers equal to their male counterparts.”79 

The Comparable Worth movement was a valiant attempt at helping people see the unique 

skills and worth of both men and women and placing value on their complementary 

nature. 

Family and Medical Leave Act 

 The Family and Medical Leave Act (FMLA) of 1993 helped women 

tremendously. The increased number of women in the workforce put pressure on 

politicians and employers to make provisions for their families’ needs.80 Since women 

were the primary caregivers of children, they were instrumental in creating more family-

friendly work environments, which ended up benefiting men as well. In fact, one of the 

primary goals of the FMLA was for gender neutrality when it came to family leave. This 

goal can be found in the language of the final text of the law, which reads:  

It is the purpose of this Act to grant leave in a manner that, consistent with the 
Equal Protection Clause of the Fourteenth Amendment, minimizes the potential 
for employment discrimination on the basis of sex by ensuring generally that 
leave is available for eligible medical reasons—including maternity-related 
disability—and for compelling family reasons, on a gender neutral basis; and to 
promote the goal of equal employment opportunity for women and men, pursuant 
to such clause.81  
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The FMLA became one more legal foothold that made it increasingly possible for women 

to compete with men for the same jobs without fear of jeopardizing their job to care for a 

child. 

Gender Quotas 

 Although women have made significant advances in obtaining education and are 

starting to show more representation politically, “many countries have responded by 

introducing gender quotas in politics and increasingly, many have expressed an interest in 

requiring gender quotas for corporate boards.”82 Norway took the lead in 1975 by 

introducing a 40% minimum target for representation of both sexes on electoral lists; 

Denmark and Sweden soon followed this example. 

Many Western European countries, as well as Australia and Canada, have also 
implemented voluntary party quotas. The acceptance of quotas in Eastern Europe 
is much lower, but some countries, such as the Czech Republic and Hungary, 
have voluntary party quotas. The United States is a notable exception among 
Western countries, as it does not apply any quotas.83 
 

The fact that the United States has not chosen to implement quotas in order to advance 

women in leadership is potentially a significant reason why the gender leadership gap has 

not been eliminated. 

 Norway also leads the way with the most widely known example of corporate 

board quotas. 
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A 40% gender quota for public limited, state-owned and inter-municipality 
companies was introduced in December 2003 and gave companies a grace period 
until 2008 to reach the target. Female representation had increased only gradually 
before 2003, but then jumped from 15.9% in 2004, to 37.0% in 2007, and finally 
reached the 40% target in 2008.84 
 

Norway’s law specifies as follows: 

• For a board of directors with more than nine members, women should make up at 

least 40 percent. 

• Boards with six to eight members should have at least three female members. 

• Boards with four to five members should have at least two female members.85 

Norway’s change beautifully illustrates what could happen if the United States were bold 

enough to implement a similar corporate board quota mandate, which is one of the 

reasons why the U.S. ranks only 51st in the world when it comes to progress made toward 

gender parity.86 

 Interestingly, in 2018, California State Senator Hannah-Beth Jackson sponsored 

California Senate Bill 826, which has become the first state-mandated gender quota in the 

U.S.87 Signed into law by Governor Jerry Brown in September 2018, it requires the 

following provisions: 
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• No later than the close of the 2019 calendar year, a publicly held domestic or 

foreign corporation whose principal executive offices, according to the 

corporation’s SEC 10-K form, are located in California shall have a minimum of 

one female director on its board. A corporation may increase the number of 

directors on its board to comply with this section. 

• No later than the close of the 2021 calendar year, a publicly held domestic or 

foreign corporation whose principal executive offices, according to the 

corporation’s SEC 10-K form, are located in California shall comply with the 

following: (1) If its number of directors is six or more, the corporation shall have 

a minimum of three female directors. (2) If its number of directors is five, the 

corporation shall have a minimum of two female directors. (3) If its number of 

directors is four or fewer, the corporation shall have a minimum of one female 

director.88 

This new law is more evidence of progress in the area of corporate gender parity. It will 

be interesting to note if other states follow suit, and how long women will have to wait 

for it to reach the federal level. It will take bold actions from leaders like Senator Jackson 

to make significant progress in closing the gender leadership gap. 

More Recent Efforts 

 Recent efforts to close the gender leadership gap are making some progress, but 

still fall short of the goal of equal male and female representation in the leadership of 
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companies and organizations across America. This section will highlight a few of those 

efforts; however, further investments in efforts to bring women up the leadership ranks 

are needed to help close the gender gap. In 2016, McKinsey Global Institute released a 

study on the economic impact of gender equality.89 “They found that if the United States 

made $475 billion worth of public and private investments to eliminate pay disparities, 

make child care affordable, promote parity in high-growth sectors, and address other 

issues—we could add $4.3 trillion to our annual GDP in 2025.”90 This study confirms the 

impact that can be made in this country if concerted efforts toward gender parity continue 

to be pursued. 

 U.S. Secretary of Commerce Penny Pritzker points to a couple of these initiatives: 

“Powershift,” which helps women negotiate better job offers, and an app called “Aware,” 

which enables businesses to identify pay disparities in their own ranks. Both of these 

were developed when, in honor of Equal Pay Day, they invited developers from across 

America to use MIDAAS (Making Income Data Available as a Service) to “Hack the Pay 

Gap.” Programs like these are already causing industry leaders to voluntarily take action; 

in fact, “28 top companies like Apple, PepsiCo, and Salesforce signed a White House 

pledge to assess their own pay gaps.”91 It will take this kind of creativity from the 
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brightest minds in the country to continue to raise the awareness of those in positions of 

influence to make a difference.  

 Another champion for gender-balanced leadership is Kevin Maggiacomo, 

President and Chief Executive Officer of Sperry Van Ness International Corporation. His 

goal is to end the gender inequality found within corporate leadership, and to this end he 

has launched 50/50 by 2020, “a campaign that seeks to establish an equal number of 

women and men within leadership roles by the year 2020.”92 He seems to be working 

toward this goal by attempting to educate people and encouraging them to sign a pledge 

of support for the campaign. Unfortunately, his goal is unlikely to be met since the 

current percentage of female leadership in top positions is only 4.8%.93 Catalyst has a 

similar initiative called Men Advocating Real Change (MARC), which is committed to 

achieving workplace gender equality through effective partnership with men. One of the 

statements on their website reads, “Gender inequality negatively impacts the success of 

organizations, men’s relationships with colleagues, the time men spend with their 

families, and even men’s personal health. This is why men must be part of the 

solution.”94 These and other initiatives trying to mobilize men are capitalizing on the 

research showing that “when men are actively involved in gender diversity, 96% of 

companies report progress, and when they’re not, only 30% show progress.”95 Many 

                                                
92 “About,” 50/50 by 2020, accessed December 6, 2018, http://5050x2020.org/about/. 

93 “Women In S&P 500 Companies,” Catalyst, last updated October 3, 2018, 
https://www.catalyst.org/knowledge/women-sp-500-companies. 

94 “About MARC,” Men Advocating Real Change, accessed December 6, 2018, 
http://onthemarc.org/about. 

95 Matt Krentz et al., “Five Ways Men Can Improve Gender Diversity at Work,” Boston 
Consulting Group, October 10, 2017, https://www.bcg.com/en-us/publications/2017/people-organization-
behavior-culture-five-ways-men-improve-gender-diversity-work.aspx. 



 

 

33 
 

 

others have discovered that men must be a huge part of the solution; the challenge is 

getting those men mobilized in order to create the critical mass needed for significant 

change. 

 The United Nations has a similar effort, called HeForShe, “a global solidarity 

movement inviting men and people of all genders to stand in solidarity with women to 

create a bold, visible and united force for gender equality.”96 They believe this is a human 

rights issue, not just a women’s issue, which is why one of the United Nations’ 17 

Sustainable Development Goals is “to achieve gender equality and empower all women 

and girls.”97 The United Nations Population Fund confers by making the following 

powerful statement on their website:  

Gender equality is a human right. Women are entitled to live with dignity and 
with freedom from want and from fear. Gender equality is also a precondition for 
advancing development and reducing poverty: Empowered women contribute to 
the health and productivity of whole families and communities, and they improve 
prospects for the next generation. Still, despite solid evidence demonstrating the 
centrality of women’s empowerment to realizing human rights, reducing poverty, 
promoting development and addressing the world’s most urgent challenges, 
gender equality remains an unfulfilled promise.98  

 
Even with the United Nations’ efforts at mobilizing men in order to achieve gender 

equality around the world, this dream has yet to be realized. 
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The Work Is Far from Finished 

 According to the 2018 results of the joint, multiyear survey by Sheryl Sandberg’s 

LeanIn.org and McKinsey and Company, companies report that gender diversity is a high 

priority, but this stated priority is not translating into meaningful progress. Sandberg 

reports that “the proportion of women at every level in corporate America has hardly 

changed. Progress isn’t just slow. It’s stalled.”99 Even though women are doing their part 

to get educated, earning more degrees than men, generating longevity in the workforce, 

and negotiating salaries and promotions in line with men, significant progress is not being 

made to close the gender leadership gap.100 This lack of progress highlights the need for 

continued efforts, movements, programs, and people to advocate for a more equal 

workplace for women. 

 In some ways, this country has come a long way from its beginnings: when 

women could not own property, vote, or get hired at a job and receive equal pay to men. 

The women who have risen up and the men who have stood beside them created the 

beginning of a revolution that is far from over. In 2017, Pew Research Center asked 

Americans if the country has made adequate progress in giving women equal rights with 

men. “Half of Americans say the country hasn’t gone far enough, 39% say efforts on this 

front have been about right and 10% say the country has gone too far.”101 Even with the 
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history of progress and the efforts presented above, this study confirms that the majority 

of people feel more work needs to be done to close the gender gap. 
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SECTION 3: THE THESIS – GENDER SYNERGY 

Introduction 

 Gender discrimination and the lack of gender parity has been around for centuries 

in the U.S. and around the world, perpetuating an extreme lack of gender-balanced 

leadership in almost every sector of society. Over the years, many attempts have been 

made to solve this problem, unfortunately to no avail. This time in U.S. history is poised 

for people to make a significant impact at closing this gender leadership gap so men and 

women can lead effectively together in every area. Success can happen by addressing the 

common barriers that prevent women from joining men at the executive leadership table. 

This section will offer proposed solutions to this problem and these barriers. 

 The solution starts with the people who have the greatest ability to make a 

significant impact on equaling the playing field for women—influential men in positions 

of power. According to a Boston Consulting Group article and survey: 

Reforming this culture and creating true gender parity requires participation by 
both men and women, particularly given that the senior leadership team at many 
companies is predominantly male. The good news is that when men do become 
directly involved in gender diversity, both men and women believe that their 
company is making much greater progress in achieving gender parity. [See Figure 
6 below] Worldwide, our data shows that among companies where men are 
actively involved in gender diversity, 96% report progress. Conversely, among 
companies where men are not involved, only 30% show progress.102 
 

This statistic confirms the significant role men in positions of power play in increasing 

gender balance in leadership by championing for gender parity. 
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Figure 6—Correlation Between Involvement by Men and Perception of Progress103 

 The research overwhelmingly indicates that men are needed if real and lasting 

change is going to take place. Women in leadership positions can also advocate for other 

women, but this does not happen as much as one would expect because of the hostile 

environment women leaders must navigate. According to Harvard Business School 

professor Rosabeth Moss Kanter, “Women who reach executive status simply feel 

obligated to distance themselves from other women.”104 Females who worked so hard to 

get to the top are fearful to jeopardize their position by appearing to be a feminist and not 

committed to “the good ol’ boys club.” If they can overcome their fear, women can still 

make an impact by advocating for their peers, but they simply will never be able to help 
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other women up to leadership’s top levels until they make up at least fifty percent of 

those positions, which they currently only hold 26.5% of executive or senior level 

positions.105 

 Repeatedly, the research indicates how vital it is for individuals in positions of 

power, typically men, to initiate efforts to bring the genders together. Simmons School of 

Management professor Dr. Spela Trefalt says, 

Dealing most effectively with second-generation gender bias must come from 
people who have formal authority in the organizations, and who are themselves 
unencumbered by gender issues; they are the ones best positioned to change the 
situation. Our research indicates that alliances between women and men are 
essential for closing the women’s leadership gap and that senior male managers 
need to be actively engaged in the change process.106 
 

To make a significant change in closing the gender leadership gap, men and women need 

to become allies in the change process.  

 One problem, according to research by Catalyst, is companies have exclusively 

focused their efforts on women rather than also engaging men, which has unintentionally 

negatively affected the success of their gender initiatives. “Without the avid support of 

men, who are arguably the most powerful stakeholder group in most large corporations, 

significant progress toward ending gender disparities is unlikely.”107 Because of this 

powerful truth, the solutions presented in this section will start with the foundational 
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imperative that men will lead the way in each of these solutions in order to increase the 

likelihood of success. 

Solutions to the Barriers Facing Women and Gender-Balanced Leadership 

 If influential men in positions of power are convinced they are the best candidates 

to make a positive impact and are compelled by the need for and benefit of gender 

diversity, they will look at practical solutions and influence other leaders around them. 

Solutions to the lack of gender parity for leadership scenarios around the globe that will 

be explored in detail are: encouraging men to increase opportunities for women by 

advocating for leadership gender quotas; inspiring men to sponsor female leaders; 

decreasing the fear of sexual assault in women and false accusations in men in order for 

sponsoring to take place; and encouraging men to have a positive attitude toward and 

appreciation for female leaders. These solutions will be described further in this section, 

but are also presented as an artifact in the form of a website called GenderSynergy.us, 

which will be discussed in sections four and five. 

Men Increasing Opportunities for Women by Advocating for Female Leadership Quotas 

 Even with women getting educated and placing themselves in the workforce, the 

increase in percentage of women in C-Suite or board positions is not fast enough. 

According to the World Economic Forum’s 2018 Global Gender Gap Report, at the 

current rate, 202 years will pass before gender equality is realized.108 Something different 

needs to be done in order to more rapidly increase the number of women leading 
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alongside men. Instituting mandatory quotas that require more equal representation of 

men and women on boards and executive leadership teams is one of the solutions men in 

positions of influence can advocate for. Gender quotas have proven to make a difference; 

in fact, “several European countries have passed and enforce laws for more equal 

representation of women in boards of directors. Wherever these measures have been 

taken, there have been spectacular results.”109 Again, according to the 2018 Corporate 

Women Directors International (CWDI) report of Fortune Global 200 companies, quotas 

are working. “Fortune Global 200 companies based in countries with quotas averaged 

33% women’s representation on boards compared to 17.1% in countries without quotas, a 

difference of 15.9%.”110 To achieve faster gender parity, following the lead of countries 

that have already reached the 50/50 mark in leadership is imperative. 

 Another reason why quotas are a needed strategy to provide more opportunities 

for women is that many businesses have the misconception that adding one women to 

their board is enough progress toward gender parity. A quota addresses this 

misconception, pushing companies to “add women until they reach true parity.”111 In a 

recent analysis of S&P 1,500 companies, many more than would be a coincidence had a 

token two women on their board of directors, “which suggests that companies may stop 
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focusing on gender diversity once they reach a threshold of two women.”112 Women do 

not want to be a token representation of their gender; they want to be invited as an equal 

to offer a gender-balanced perspective on important directives and decisions. As stated 

earlier, mandated gender quotas have been proven around the world to be the fastest way 

to reach gender leadership parity. One of the largest barriers to this strategy is the 

sentiment that quotas will encourage companies or countries to only comply to reach 

their token number of women needed to meet the quota and stop there. The reality is that 

once women reach a critical mass in leadership the trend tends to continue.113 

 Another area of opposition to quotas is that quotas will decrease the quality of the 

candidates and block healthy competition. The reality is that men and women tend to 

respond differently to competition, so when you add quotas, more women rise up to 

participate. One study found when a math test competition introduced affirmative action, 

where women would have equal representation among winners, the number of female 

participants increased from 29 to 64 percent. “This result is explained to a large extent by 

changes in beliefs on the chances of winning the competition and attitudes toward 

competition. Specifically, men are less overconfident and women less reluctant to 

compete in groups where their own gender is better represented.”114 This reality is why 

quotas tend to inspire women to come forward; they know they have a greater chance of 
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getting in when they have less fear of being discriminated against because of their 

gender. Importantly, in both scenarios of the competition, the best participant still won.  

 Most people who follow gender parity statistics think of the example of Nordic 

countries, but a very convincing argument for gender quotas comes from the unlikely 

country of Rwanda. Despite their common association with the genocide of 1994, 

Rwanda currently holds the top spot in the world for the highest percentage of women 

holding seats in parliamentary office.115 In the 2018 elections, 61% of the elected seats 

went to women.116 Why is this the case? Decidedly because in 2003 they passed 

legislation that required a 30 percent quota for women to hold elected positions.117 This 

statistic validates the fact that quotas rarely limit the number of women, but actually 

create a critical mass of female leadership that can continue to rise over time. If U.S. men 

in positions of power can overcome the American stigma against quotas and understand 

the appeal for this strategy comes from the “failure of more gradual efforts to change the 

masculine culture,” the gender gap would close.118 Increasing opportunities for women to 

join the ranks of top leadership positions can definitely come through gender quotas, but 
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they can also come from men who use their position of influence to create spaces for 

women even if quotas do not exist. 

Inspiring Men to Sponsor Women Leaders 

 Another solution to closing the gender leadership gap is men in positions of 

power and influence sponsoring potential women leaders. Most people are more familiar 

with the concept of mentoring and often confuse the idea of sponsorship with mentoring. 

According to one expert, the best way to explain the difference between having a mentor 

and having a sponsor, is, “in short, mentors advise you and sponsors advocate for you.”119 

The chart below, created by the Diversity and Inclusion department of Stanford’s Linear 

Accelerator Center, further delineates the difference between the two: 

 

Figure 7—Mentors vs Sponsors120 
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 Women need an advocate in the form of a sponsor who can invest in and have an 

influence on their upward movement in leadership. The fact that women are not moving, 

or moving extremely slowly, into top positions as CEOs or members of boards of 

directors despite making progress in middle and senior management is why women will 

continue to be the focus of sponsorship programs and strategies.121 Another term that is 

sometimes used in place of “sponsor” is “champion,” which communicates the same type 

of advocating mentality. One author relays the following responses to those interviewed 

on the subject of women needing male champions within their organization or company: 

“An effective manager encourages females by asking, ‘Tell me how I can help you be 

successful in your role. What are the resources you need?’ As one executive director 

stated, “Male managers need to open the door [figuratively] and give women 

opportunities for growth.”122 

 Increasing evidence points to the difference sponsorship makes over mentoring in 

advancing women, but the most convincing evidence comes from the now-recognizable 

women in this country who would still possibly be unknown if it was not for a male 

sponsor. What if Sarah Palin did not have John McCain? Elena Kagan did not have 

President Obama? Katie Couric did not have Les Moonves, president of CBS? “Behind 

every one of these highly visible women, you’ll find a powerful male backer, who so 

believes in his protégé that he’s put his own reputation on the line to promote her all the 
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way to the top.”123 In order to make a significant impact on creating gender parity in the 

C-Suites and boardrooms across this country and around the world, men need to be bold 

enough to seek out protégées to lift up into positions of power.  

 Unfortunately, Kerrie Peraino, former Chief Diversity Officer of American 

Express Company, observed in seminar after seminar she led that 

only one in five women will claim a sponsor; only one in eight lay claim to more 
than one. She finds the implication of this claim especially troubling for senior 
women. She feels if you wait until the senior or pre-senior level to figure out 
who’s backing you, it could be too late…at this level, sponsorship is absolutely 
critical to advancement.124 
 

Peraino was one of the first leaders to realize the power of “sponsorship” and “pioneered 

a program at American Express in 2008 that fosters powerful alliances across corporate 

ladder rungs.” Her vision was that every high-potential woman at the company would 

have two to three advocates pulling for them.125 If more organizations and companies will 

catch a vision like hers and create dynamic sponsorship programs to advance women in 

leadership, gender parity and gender-balanced leadership can be in sight. Bill Dehn, 

Director and President of Regional Operations for CH2M HILL, is a man in a position of 

power who has caught this vision. Bill 

uses his influence to make sure that women receive the critical experiences they 
need to advance. With the support and participation of senior leaders at CH2M 
HILL, the company made a conscious decision to develop high-potential women 
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more quickly by valuing potential over seniority in awarding critical assignments 
and job opportunities.126 
 

What an inspiring approach by a senior male leader in a large corporation to make 

significant progress toward gender parity in their leadership ranks. 

Decreasing the Fear of Sexual Harassment in Women and False Accusations in Men 

 As stated earlier, the fear of sexual harassment in the workplace has been brought 

to the forefront through social and news media, which has also increased the attention on 

efforts to address this issue. Due to this increased attention and public spotlight, men are 

experiencing a level of fear of how they are perceived and if they may be accused of 

some type of inappropriate behavior toward another woman. If this fear, in both men and 

women, does not get addressed, gender-balanced leadership teams will have a difficult 

time thriving. According to the Catalyst report on sexual harassment in the workplace, 

the first step to eradicate sexual harassment, and therefore reduce the overall fear, is to 

make a zero-tolerance policy clearly known and visible.127 Another expert confirms this 

truth, stating, “Sexual harassment and other behaviors that contribute to a hostile work 

environment often exist in gray areas; thus, they are not clear-cut. This instability, lack of 

naming, and lack of clarity give them power.”128 Bringing the issue to light and having 
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respectful conversations about the topic will make a significant impact on lowering the 

fear level. 

 Conversations have the power to move from “power over” others to “power with” 

others, giving the exquisite ability to get on the same page with our fellow humans and 

experience the same reality by bridging the gaps between “how you see things and how I 

see things.”129 When studying effective leadership, the concept of “power with” vs. 

“power over” has become an important idea. If leaders take the dictator approach to 

leadership, people usually respond with some type of fear and see the leader as a threat. A 

power-with approach provides a platform for joining with those you lead in order to build 

trust, which is especially important when it comes to men respectfully leading with 

women. Because women tend to be more comfortable in and naturally function with a 

power-with approach, this gives them an advantage over men, even though this has not 

seemed to lessen the gender gap. De Vries says, 

There are many explanations given for the gender gap in business…A more 
controversial answer sometimes given is that many men, in their heart of hearts, 
are scared of women. Some are, certainly. I know quite a few men who feel 
comfortable only with other men; they can’t be at ease in the company of women. 
Women, contrariwise, are more likely to feel comfortable with both men and 
women.130 
 

De Vries also speaks to this immense fear men have of being accused of sexual 

harassment or receiving adverse reactions from their wife, saying, 

Clearly, then, there’s an enormous amount of ambivalence about male–female 
interaction, and that ambivalence can lead to the subtle discrimination that 
undergirds the infamous glass ceiling. Discrimination is bad enough on its own, 
but from a purely economic point of view it’s not in the best interests of the 
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company either. Diversity, as I’ve indicated before, makes for richer decision 
making and more creative problem-solving.131 
 

De Vries understands the fear involved when it comes to men and women leading 

together, and he also understands the benefits of working past the fear in order to 

experience gender synergy in leadership. 

 When it comes to the fear of false accusations, evidence should put their minds at 

ease. In 2017, the number of rapes or sexual assaults reported in the U.S. was almost 

400,000.132 However, many more rapes or sexual assaults go unreported; some suggest 

that only eight to ten percent of women report their rapes to the police, which leaves at 

least ninety percent of rapes, a staggering 3,600,000 per year, unreported.133 Even though 

an estimated two to eight percent of sexual assaults or rapes are falsely reported,134 this 

number only affects the number of reported rapes; therefore, the amount of false reports 

in comparison to the total number of sexual assaults and rapes is likely closer to .002 to 

.008%.135 That is, of a likely 4 million rapes or sexual assaults committed each year, only 

8,000 to 32,000 are potentially falsely reported. According to Jackie Fielding, 

“Statistically, it is overwhelmingly more likely that a person alleging sexual assault or 
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rape is telling the truth than making a false accusation.”136 Men can use this information 

to help get over the fear of false accusations and stop using it as an excuse for not 

pursuing leadership opportunities with women that will close the gender gap. 

 Since fear is the common denominator with both men and women when talking 

about the issue of sexual assault, this often-paralyzing emotion must be addressed. 

According to Mary D. Moller, associate professor of Pacific Lutheran University School 

of Nursing, and director of Psychiatric Services, Northwest Center for Integrated Health, 

the potential effects of chronic and ongoing fear on overall, physical, emotional, 

environmental, and spiritual health can be devastating.137 Some of these effects of fear 

Moller outlines are: autonomic nervous system alterations, dissociation from self, 

inability to have loving feelings, obsessive-compulsive thoughts, confusion and disgust 

with God or religion, loss of trust in God and/or clergy, and despair related to perceived 

loss of spirituality. Moller goes on to explain how fear also affects our ability to learn, 

which dramatically impacts people’s ability to learn new ways to respectfully relate in a 

manner that is sexually safe for both. She states, 

The brain’s capacity to retrieve previous learning is dependent on specific 
chemical states, and chemical alterations can distort perception of sensory 
information thus distorting storage. When the brain is hyper aroused, storage may 
be incomplete and new information will be stored in nonverbal memory, which 
distorts the storage of sensory input and the retrieval of information will be 
affected.138 
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If efforts are not made to reduce the fear, the ability for men and women to learn new 

ways of interacting and leading together will be hindered. 

 Many fears contribute to the reasons why employees may not speak up regarding 

sexual assault or other inappropriate behaviors in the workplace. They often fear negative 

consequences from their superiors; they fear hurting their relationships with co-workers; 

they fear being ostracized; and, ultimately, they fear their employment may be 

threatened.139 A number of things can be done to dispel these fears so men and women 

can freely work and lead together. First, ensure all employees have a convenient avenue 

to anonymously report anything uncomfortable or considered harassment, and conduct 

random anonymous surveys to assess the overall comfort level of all employees.140 

Second, increase the level of psychological safety in the workplace. When employees do 

not feel safe, they will be more likely to remain silent and not speak up when necessary, 

which perpetuates the lack of reporting, and therefore the lack of needed changes to 

create safety.141 Third, deliberately engage in courageous conversations about sexual 

harassment, hearing and respecting each voice, so the topic can become more 

comfortable to address.142 
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Challenging Men to Increase Their Value for Women and Eliminating Damaging 

Stereotypes 

 Helping influential men understand the why behind the push toward gender-

balanced leadership is vital to motivate them to advocate for change. One of the more 

significant benefits that is sure to get the attention of C-suite leaders is an increase to the 

bottom-line profits. A McKinsey Global Institute report finds that “$12 trillion could be 

added to global GDP by 2025 by advancing women’s equality.”143 Also, according to a 

study that analyzed the 1,643 companies covered by the Morgan Stanley Capital 

International (MSCI) World index, “companies with strong female leadership deliver a 

36% higher return on equity.”144 To further emphasize the benefit of having more women 

in director positions, the Credit Suisse Research Institute reviewed 2,360 global 

companies and found that “companies with women directors outperformed companies 

without women directors in return on equity, average growth, and price book value 

multiples. Bottom line? Companies with at least one woman director had better share 

price performance than those companies without women for the last six years.”145 The 

research supporting the benefits to women leadership representation is compelling, 
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especially in the area where a majority of male executives are focused: the bottom-line 

profits. 

 Having more gender diversity in leadership not only increases the profits and 

performance of almost every company who implements it, but it also increases the overall 

group intelligence of the leadership teams. In a 2010 study, a group of professors from 

Carnegie Mellon University and the MIT Center for Collective Intelligence found “that a 

group’s gender mix is among the factors affecting shared aptitude: The more women a 

group has, the better it performs on tasks such as brainstorming, decision-making, and 

problem-solving.”146 They realized, after analyzing a group’s ability to perform various 

tasks, “that it was not the intelligence of group members that affected performance but 

the correlation to the social sensitivity of the groups, and the proportion of females in the 

groups.”147 When women are included on the leadership team, the overall performance of 

the team increases, which means the important decisions coming out of those meetings 

will show greater excellence and therefore propel the company or organization toward 

greater success. 

 Catalyst, the leading research and advisory organization working to advance 

women in business, conducted a study in 2004 of 353 Fortune 500 companies using two 

different measures to examine financial performance: Return on Equity (ROE) and Total 

Return to Shareholders (TRS). 

The group of companies with the highest representation of women on their top 
management teams experienced better financial performance than the group of 
companies with the lowest women’s representation. This finding holds for both 
financial measures analyzed: ROE, which is 35.1 percent higher, and TRS, which 
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is 34.0 percent higher. Also, in four out of the five industries analyzed, the group 
of companies with the highest women’s representation on their top management 
teams experienced a higher TRS than the group of companies with the lowest 
women’s representation.148 
 

Business and Economic Review editor Jan Collins hopes this evidence of increased 

gender diversity increasing the bottom line will quicken the pace toward gender parity at 

the top of most companies in America. She finishes her article by saying, “After all, if it's 

true, as the old saying goes, that what’s good for General Motors is good for America, 

then promoting women in business is doubly good for America.”149 Promoting women in 

America can also have an important influence on the rest of the world following suit, thus 

closing the global gender gap even faster. 

 Another reason increasing gender-balanced leadership is so valuable is because of 

the unique strengths, attributes, and physiological differences men and women bring to 

leadership. Interestingly, researchers at the University of Pennsylvania found that their 

brain connectivity imaging research confirmed common stereotypes of men and women. 

They discovered that “on average, men are more likely better at learning and performing 

a single task at hand, like cycling or navigating directions, whereas women have superior 

memory and social cognition skills, making them more equipped for multitasking and 

creating solutions that work for a group.”150 These differences in how our brains are 
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wired confirm how much we need one another and can benefit from functioning on a 

leadership team together. In fact, Ruben Gur, one of the researchers in the study, 

commented that “it was quite striking how complementary the brains of women and men 

really are.”151 This research gives even more evidence to support the amazing gender 

synergy that can be created when men and women lead from their unique strengths. 

 Not only are male and female brains complementary, many other details of our 

physiology are as well. Louann Brizendine, Neuropsychiatrist and Professor of 

Psychiatry at The University of California at San Francisco Medical School and author of 

The Female Brain and The Male Brain, reveals the following discoveries about how men 

and women are built differently:  

• In the brain centers for language and hearing, women have 11% more neurons 
than men; females not only hear better but can discern between a broader 
range of emotional tones in the human voice. Males will automatically block 
out certain sounds, which may be because, during male fetal brain 
development, testosterone impacts the formation of the auditory system, 
making it block out unwanted noise and repetitious acoustic stimuli.  

• A study from Germany confirmed that females can verbally express their 
emotions better than males, and went on to conclude that both positive and 
negative emotions are processed differently in males and females post-
puberty. 

• Women use both sides of the brain to respond to emotional experiences while 
men use just one. This difference was validated by a study from Stanford 
University that found when a female was shown an emotional image, several 
different areas of her brain lit up, while only two lit up in the men.  

• Females are slower at spatial tasks than males. When mentally rotating 
abstract three-dimensional shapes, females will get the right answer as often 
as males but will take them much longer.152 
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 The majority of people tend to think gender equality means eliminating the 

differences between men and women until we look, act, and are treated the same. 

Unfortunately, this approach eliminates the complementary traits we each bring to 

leadership as male and female. As Annis and Merron, authors of Gender Intelligence, 

question, “What if the solution isn’t eliminating the differences between men and women 

themselves, but instead learning how to recognize, value, and leverage those 

differences?”153 Research is revealing, and leaders and their organizations are realizing, 

that just the advancement of women will not ultimately create more productive, gender-

balanced environments, but understanding, showing value, and blending the contributions 

of men and women together will. These type of leaders and organizations are committed 

to increasing their overall Gender Intelligence.154 

 After studying more than a million brains from more than thirty countries over 

twenty years, experts have confirmed this complementary nature of men and women in 

how physiological differences in the male and female brains influence memory, emotion, 

hearing, and spatial orientation, therefore changing the ways men and women lead.155 

Anthropologist Helen Fisher says it best: 

Men and women were built to put their heads together, not only in their 
professional lives, but in their personal relations as well. As the sexes come 
together to understand their different strengths, each has the opportunity to gain 
priceless insight into the other’s world; both have the opportunity to achieve new 
empathy and rapport.156 
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The more we look at the science behind our gender and not just social and cultural norms, 

the more empirical evidence documenting all the areas of the male and female brain that 

support the need for one another is found. Due to the limited space available to elaborate, 

“the seven main areas of the brain where gender-based differences are most readily 

observed and lead to notable and predictable patterns in behavior” are as follows: the 

corpus callosum, anterior cortex, insular cortex, hippocampus, amygdala, prefrontal 

cortex, and the cerebellum.157 What a fascinating study into the intricacies of male and 

female brains and how God brilliantly designed them to synergistically work in tandem to 

produce amazing results. 

 Countless evidence of complementary traits in men and women can motivate men 

in positions of power to take whatever action necessary to increase the number of women 

leaders beside them. It is important to not just focus on bringing the most qualified 

leaders together, with no care for gender. There is a reason why God created human 

beings in His image as male and female, to have dominion over the created order 

together.158 Experts in the field confirm this truth in saying, 

The major reason our species has been so successful for millions of years is 
directly due to our gender differences—differences naturally designed to 
complement, not compete with, the opposite gender. Instead of driving us apart, 
those differences were made to help us work together—once in hunting and 
gathering and now in the boardroom.159 
 

This complementary nature of male and female was God’s divine design, and the 

research proves His design to be a brilliant one.  
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 In closing, it is also important to note that although this paper focuses on the 

complementary contributions unique to males and females, consideration has been given 

to the issues of gender fluidity and LGBTQ individuals. Due to the broad and complex 

nature of this issue, the need for specificity in the research, and the potential for an 

unnecessary distraction from the main thesis of men and women leading together, further 

discussion regarding the unique aspects of gender fluidity, gender transitioning, and 

LGBTQ issues has deliberately not been included in this paper. There is clear biological 

and psychological evidence that supports the qualities unique to males and females and 

each person will need to determine for themselves how they see themselves fitting into 

this puzzle to present gender synergy leadership. For further information on this topic 

please refer to the following footnote.160 

Theological Foundation for Gender Equality 

 It is important to note the theological foundation supporting gender equality 

presumed in this paper. This section will not give a theological argument for why women 

are biblically allowed to lead alongside men, but will provide a reference point that 

theologically undergirds the content of this paper. Overall, an egalitarian approach to 

scripture is presumed based on the creation account in Genesis 1:26, where the Triune 

God says, “Let Us make mankind in Our image, in Our likeness, so that they may 
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rule…”161 The fact that the Creator created male and female to not only be the complete 

representation of His image, but also to rule together over His created order is significant. 

Ruth Haley Barton summarizes this well: 

The creation of humankind in two sexes was intended to reflect God's eternal 
existence in community—God the Creator, God the Word and God the Life-
giving Spirit—functioning together in perfect mutuality and interdependence. 
Two individuals who were exactly the same could not adequately form the 
community that would show us who God is. It would take maleness and 
femaleness together to fully round out the image.162 
 

Gender synergy appeared to be God’s design from the very beginning, and when God 

took the human form of Jesus on the earth, He continued modeling this truth. 

 Jesus was counter-cultural in the way He treated women. When the religious 

leaders of the day set expectations for men not to speak to other women, especially 

foreign women, Jesus repeatedly broke this cultural barrier and engaged with women, as 

seen in Matthew 15:21-28. Jesus stopped to talk with a Canaanite woman even when His 

disciples urged Him to send her away. He also taught both men and women, even though 

this was not done anywhere else in society. In John 4:4-30, Jesus breaks cultural norms 

and affirms them to spread the gospel by choosing to talk with a Samaritan woman at the 

well. Jesus compassionately reveals He knows she is living in sin and shares the living 

water with her that compels her to evangelize her entire town.163 Intentionally, Jesus 
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chose the Samaritan woman to be His evangelist, just as He chose to reveal His 

resurrection first to women, entrusting them to be first to share His greatest news of all.164  

 Finally, scripture reflects the indiscriminate value of both genders in Galatians 

3:28 (NIV): “There is neither Jew nor Gentile, neither slave nor free, nor is there male 

and female, for you are all one in Christ Jesus.” Although the debate regarding the 

validity of men and women leading together within and outside of the church has gone on 

for centuries, this cannot continue to be the excuse for treating the genders unequally. In 

the words of Carolyn Custis James, “This is a moment for believers to embody a gospel 

culture where both halves of the church are thriving because following Jesus produces a 

climate of honor, value, and love and we are serving God together as he intended from 

the beginning.”165 God designed men and women to be His image-bearers and to rule this 

world together as co-leaders so the work of the Kingdom can be accomplished with 

utmost effectiveness for His glory. 

Introducing the Artifact Solution 

 The solutions to the problem of the lack of gender-balanced leadership presented 

above will be expanded upon and implemented through a website called 

GenderSynergy.us. This website is dedicated to educating influential men on the value 

and uniqueness women bring to the leadership table, and to helping them make a 

significant impact on closing the gender leadership gap in their sphere of influence. It is 
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also a place where like-minded individuals can come to find resources, support, and 

encouragement so they do not feel alone in the fight for gender equality. 

 Addressing the barriers blocking gender-balanced leadership in a practical manner 

is extremely important in order to create change. Visitors to the Gender Synergy website 

will be able to gain practical tools and coaching in order to increase the gender balance in 

their own leadership teams. This will be done in an easy-to-access format and will ideally 

create camaraderie and positive peer pressure that will become contagious.  

Summary 

 Men in positions of power and influence advocating for gender parity in their 

organizations is crucial if success is going to be achieved. It is also essential that these 

men develop a genuine value for what women offer in leadership and decide to advocate 

for gender balance. As these key male leaders evolve in their value for women, they will 

need to be instrumental in implementing female leadership quotas that provide a more 

rapid path toward gender parity. In order to bring more women to the leadership table, 

these influential men will need to seek out protégées to sponsor so they can open the door 

to the executive leadership boardroom for them. This will happen with more regularity 

when the fears of sexual harassment and accusation are decreased and eventually 

eliminated. According to the 2018 Women in the Workplace study, “Until leaders at all 

levels understand the problem, are trained to help solve it, and are held accountable for 

making progress—in other words, until companies require that leaders treat gender 

diversity like any other business imperative—it will be hard to achieve lasting 
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change.”166 The lasting change in the area of gender-balanced leadership is within sight 

and can be accomplished if men will join forces with women and generate the powerful 

force that is gender synergy.  
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SECTION 4: ARTIFACT DESCRIPTION 

Artifact Description 

 The artifact is a fully functioning website found at www.GenderSynergy.us. Its 

name highlights the purpose of the website, which is bringing men and women together 

in order to create a synergistic relationship for the best leadership to happen. It is located 

at the “.us” extension in order to further emphasize the idea of men and women coming 

together to create a powerful version of “us.” Although the website will be targeted to 

men in positions of influence and power, it will also contain information and resources 

helpful to women interested in gender-balanced leadership. 

 The Home Page of the website includes graphics and photos that will engage the 

target audience to explore the site further. It also includes a short description that makes 

the purpose of the website clear, and a place where visitors are invited to submit their 

email to join the Gender Synergy conversation. Links on the home page menu lead to 

other pages that include the following: About, Program, Resources, and Take Action. 

 The “About” link leads to the “Who We Are” page and the “Contact” page. The 

“Who We Are” page further explains what the Gender Synergy website is about and its 

mission. This page also introduces the Gender Synergy coaches who are available to help 

individuals and organizations become more gender balanced in their leadership. The 

“Contact” page gives people who are seeking help with creating Gender Synergy a place 

to fill out a contact form. 

 The “Program” page is where people can go to find tools and resources to help 

them understand how the uniqueness of men and women can synergistically be brought 
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together to create Gender Synergy in their place of influence. It clearly explains the 

Gender Synergy model and the steps to accomplish a more gender-balanced leadership 

environment. Each step in the Gender Synergy model has a “Learn More” button that 

takes visitors to additional pages that further expand on the topics of valuing women 

leaders, creating balance on leadership teams, and sponsoring women leaders. At the 

bottom of the page is a link for men to take the “Gender Synergy Test”, which is a link 

that takes them to a Google form. The form has a pre and post question that evaluates 

their comfort level working with women, several questions educating them on how to 

increase their comfort level with women, and demographic questions to better understand 

the population taking the test. 

 The “Resources” page is a clearinghouse of the many websites currently available 

on the topic of gender parity and gender-balanced leadership. It also includes websites 

advocating for women leaders. It is designed to be a one-stop shop for information about 

gender parity and gender-balanced leadership. 

 The “Take Action” page is dedicated to inspiring men to take action in a number 

of different ways in the area of gender equality and gender-balanced leadership. It also 

includes another place for men to enter their email address, and another link for them to 

take the “Gender Synergy Test.” 

 In summary, the Gender Synergy website is a place on the internet committed to 

championing the cause of gender-balanced leadership. It will educate and empower them 

to create Gender Synergy with the women they work and lead with and give them a 

feeling of not being alone in the fight. It will also be a place they can come to access 
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additional resources on the topic of gender parity and connect with other like-minded 

people. 

Artifact Connection to Thesis 

 The thesis of this dissertation proposes one of the solutions to the lack of gender-

balanced leadership found in companies, organizations, and churches is influential men 

advocating for and sponsoring female leaders. To this end, GenderSynergy.us seeks to be 

a place for these influential men to come in order to be inspired and empowered to make 

an impact on the overall leadership environment at the place where they lead. This 

website is a practical way for men advocating for female leaders to effect change, as it 

provides tools and strategies for creating Gender Synergy between leaders. It also 

provides a camaraderie among other like-minded men and organizations committed to 

this cause so they do not lose heart or feel alone. 

 Another connection the Gender Synergy website has with the proposed thesis is 

the personal support and coaching offered to men and organizations needing help to 

create a more gender-balanced environment. If influential men in positions of power are 

one of the keys to solving this lack of gender parity, they will need the support, training 

and encouragement offered at GenderSynergy.us to bring their place of employment 

toward more gender balance. The site also includes information and statistics about the 

benefits women bring to leadership so men can be inspired to adopt a new position on the 

need for gender-balanced leadership. This artifact not only offers tools and information to 

help, it also connects leaders with experts who can personally help bring about this 

proposed solution and make it a reality. 
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SECTION 5: ARTIFACT SPECIFICATIONS 

Artifact Goals and Strategies 

 The main goals of the artifact are threefold: to inspire men in positions of power 

to advocate for women leaders in order to help close the gender leadership gap; to 

provide a simple program for men to follow in order to create gender synergy and 

increase gender-balanced leadership wherever they lead; to introduce other gender parity 

resources from around the world by providing a one-stop shop for them to access the 

many like-minded websites and organizations. 

 In order to test the Gender Synergy website’s success and effectiveness, men in 

leadership will be personally invited to visit the site and experience each section and 

provide honest feedback. This feedback will be incorporated into future versions in order 

to increase the effectiveness and overall impact of the site. Once the website is complete, 

it will be marketed to multiple men in positions of power around the United States. The 

success of the site will be based on how many men are committed to furthering gender-

balanced leadership by signing up to be a part of the Gender Synergy global movement, 

how many complete the Gender Synergy program, the Gender Synergy Test, and how 

many men report the number of women they have sponsored into positions of upper 

leadership. Like most websites, GenderSynergy.us will need to be periodically updated 

and maintained to assure its ongoing success and effectiveness. 

Artifact Audience 

 The primary intended audience of the completed artifact is men in positions of 

power and influence in companies, organizations, and churches across the United States 
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and eventually around the world. Hopefully women in various leadership positions will 

also be positively impacted, but the primary target will men. After encountering the 

website, the hope is that these men will be educated as to the value of women leaders and 

adopt a new passion that propels them to advocate for women leaders around them in 

order to close the gender leadership gap and increase gender-balanced leadership. 

 The overall tasks to be accomplished through the GenderSynergy.us website are 

as follows: 

• Increase the number of men advocating for and sponsoring women leaders 

• Equip men with specific tools in order to create Gender Synergy in their place of 

influence 

• Evaluate and increase men’s comfort level working and leading alongside women 

• Expose website visitors to many other resources and sites advocating for gender 

parity 

• Create a worldwide movement of men who are inspired to be vocal and active in 

the fight for gender-balanced leadership in all sectors of life 

Artifact Scope and Content 

 The artifact is presented as a website published through Squarespace. It has the 

web address www.GenderSynergy.us, and is built in standard HTML. 

 The content of the Gender Synergy website is as follows: 

Home Page – This includes engaging graphics and inspirational wording to draw the 

visitor in to explore more content. It also invites men to join the conversation regarding 

Gender Synergy. 
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About Page – This provides a link to the Who We Are page and the Contact page. The 

Who We Are page further explains what the Gender Synergy website is about and its 

mission, and the Contact page provides a place for visitors to send requests for more help 

or information. 

Program Page – This includes information and tools on how to create Gender Synergy in 

your sphere of influence and additional links to pages that expand on the three steps to 

creating Gender Synergy. It also includes a link to a Gender Synergy Test men can take. 

Resources Page – This page lists the many websites currently available on the topic of 

gender parity and gender-balanced leadership. It also includes websites advocating for 

women leaders, since that is the natural path to increase the number of men and women 

leading together. 

Take Action Page – This page provides a list of action steps men can take in order to 

make a difference in the area of gender parity and gender-balanced leadership. It also 

provides another opportunity to submit their email address and take the Gender Synergy 

Test. 

Artifact Budget 

 In terms of budget for this project, the overall initial cost to develop the website 

and secure a hosting platform will be approximately $1,000 to $2,000, depending on the 

time required to develop the site. There will also be an ongoing cost of approximately 

$140 to $220 per year for the web hosting of the site through Squarespace, and 

approximately $500 per year for web advertising and social media promotion. In terms of 

other ongoing costs, it will be assumed that maintenance and updating the website will be 

taken care of in-house, so there will be no ongoing expense for this. The hardware needed 
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to create and maintain the website will be an up-to-date computer with internet access. 

No additional software or equipment will be needed. 

Artifact Promotion and Future Development 

 In order to create awareness of and interest in the Gender Synergy website, 

internet and social media advertisements will be planned. Also, promotional emails will 

be sent to key leaders in hopes to create a grassroots groundswell movement of influential 

men who start vocalizing the need for gender-balanced leadership. As the Gender 

Synergy program gets traction with key leaders, the hope is that word-of-mouth 

promotion will become natural and the number of leaders aware of and interested in 

Gender Synergy will increase exponentially. 

 In terms of future development of the artifact, it is the hope to continue to add 

articles and resources to the Gender Synergy website in order to further equip and train 

leaders to be successful in their quest to close the gender leadership gap and bring more 

women up the leadership ranks. In addition, the hope is to gather valuable information 

from the “Gender Synergy Test” Google form in order to further understand what men 

need to increase their comfort level with women leaders. It is also a goal that 

GenderSynergy.us will become a mainstream resource for leaders all over the world, 

which increases networking possibilities that help the United States learn from other 

countries that have a much higher gender parity score. As a result of this networking and 
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learning, the larger goal is for the United States to move up, rather than down, the list of 

countries on the World Economic Forum’s Global Gender Gap Report.167 

  

                                                
167 “The Global Gender Gap Report 2018,” World Economic Forum, accessed May 21, 2019, 

http://www3.weforum.org/docs/WEF_GGGR_2018.pdf. 
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SECTION 6: POSTSCRIPT 

Summary of Execution 

 First of all, the process of deciding to attain a Doctor of Ministry from Portland 

Seminary and then deciding on a topic of research was a profoundly divine experience. In 

the course of study for my bachelor’s degree in religion from Azusa Pacific University, I 

was required to have a ministry internship during my senior year. My internship ended up 

being a high school pastor position at a local church. Knowing I would have teenage girls 

in the ministry, I decided to seek out a woman to help me lead and specifically care for 

the girls. The leader I chose had a profound impact on me and my ministry, and later 

became my wife. In the process of leading side by side with her, I became overwhelmed 

with how much I truly needed her and was immensely impressed with the unique gifts 

and perspective she brought to the ministry. We led every aspect of the ministry together, 

from the planning to the presenting, which caused me early on to decide to give her half 

of the stipend the church paid me. This decision I made was surprising to her but made 

complete sense for me since the ministry could not happen without her. In less than a 

year, the high school ministry exploded, almost matching the size of the entire 

congregation, and I attributed this to the synergistic way in which my wife and I led 

together. I had done ministry with other men, but never experienced the incredible 

dynamic that came with our egalitarian approach to leadership. 

 Little did I know this experience would become the starting point of my 

passionate journey toward advocating for gender-balanced leadership. Unfortunately, I 

did not realize how much I would be among the minority who believed this way. Gender 



 

 

71 
 

 

equality became a cause I could not ignore. I would take every opportunity to promote 

the need for a male/female balance on the leadership teams I was a part of. Because of 

this value, I ended up being invited to be a part of a national task force addressing the 

issue of women in leadership conducted by the Church of God (Anderson, IN). On the 

way to the first meeting, I devoured a life-changing book by Ruth Haley Barton called 

Equal to the Task, which beautifully put words to what I was wanting to live out. I was 

able to experience a miraculous revival and reconciliation among the group of fifteen 

women and fifteen men on the task force as a result of the confession I initiated toward 

the women in the group for the oppression and lack of respect “us men” had inflicted on 

them. I ended up sharing a story about a conversation I had with my then-three-year-old 

daughter, McKenna, in one of the meetings. I had asked her what she wanted to be when 

she grew up, and after she rattled off “ballerina and a teacher,” I asked her, “What about 

being a pastor?” to which she replied, “I can’t be a pastor Daddy, I’m not a boy.” This 

broke my wife’s and my hearts and this story later made its way into the promotional 

video the task force produced. This powerful experience became another confirmation 

that I was called to make an impact on gender reconciliation and fight for gender-

balanced leadership in every sector of society. 

 After counseling thousands of individuals and couples over the last twenty years 

in private practice, it was time to look at what God had for me in this next season. The 

idea of joining with my wife again to become national figures who championed women 

leaders and coached leaders and organizations on the principles of Gender Synergy 

became exciting. The Leadership and Global Perspectives program at Portland Seminary 

was the perfect fit for us to become equipped for this task. Gender-balanced leadership 
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became an obvious choice when it came to choosing a topic of research, but I had no idea 

what I would discover after diving in. 

 It was overwhelming at first when I came to realize how long the fight for gender 

equality had been going on with very little progress. I was encouraged when I found other 

people and organizations also working to help close the gender leadership gap. As I 

researched the topic of gender equality and gender-balanced leadership, I discovered the 

many barriers that are keeping women from breaking into upper leadership and began to 

see a theme. I then decided to focus on four of the top barriers preventing men and 

women from leading together and research how others have addressed these issues. In the 

process of uncovering the various approaches, the solution that rose to the surface was 

influential men being the key to advancing women to lead beside them. Although other 

solutions were explored and documented, the necessity for men who currently hold the 

positions of power to be the ones who champion this cause became evident. As I 

addressed the four barriers, I knew I needed to find a way to reach these men if I was 

going to have any chance of seeing my decades-long dream of gender equality become a 

reality. It was at this point that I came up with the idea of creating the GenderSynergy.us 

website as my artifact as the ultimate solution to inspiring, educating, and empowering 

these influential men to fight for gender-balanced leadership. 

Analysis of the Approach 

 As I researched the topic of gender-balanced leadership and gender parity, I found 

many approaches to address the issue have been attempted all over the world. Many have 

thought the focus needed to be on making sure women are educated and empowered to 
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place themselves in a position to be considered for leadership roles. However, research 

shows that women have already educated themselves more than men and have placed 

themselves in the workforce, which convinced me that focusing on women alone was not 

the answer. I also noticed some would focus on changing policies that would open the 

door for more women to be considered for leadership, but the more I studied, I came to 

the realization that the ones making and changing policy are men. 

 Focusing on the men who are already in the positions of power became an 

obvious answer. What also rose to the surface in my research were prominent men 

around the country and the world who have decided to champion women leaders and 

advocate for gender-balanced leadership. These men were able to make significant 

changes quickly and with more ease than women or men in less influential positions. 

When men rise up and decide to bring women alongside them in leadership, they are able 

to do what women could not do on their own. If the goal is to get more women to the top, 

it makes sense to start at the top and convince men to reach down and offer a hand to 

their sisters. This strategy becomes even more significant when it appears on the outside 

to offer no benefit to the men already in leadership to make sacrifices and efforts to bring 

women alongside. Ironically, when men discover the statistics that prove the economic 

benefits of having a more gender-balanced leadership team, they delight in the amazing 

win-win! 

Conclusion 

 The benefits I have gained from this process of researching the topic of gender-

balanced leadership are immense. I first learned how much I did not know on the topic, 

and how much I was eager to learn so I could someday be considered an expert on the 
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topic. Through this process, I also realized how truly passionate I am about men and 

women leading together effectively, and how I want to devote the rest of my life to 

closing the gender leadership gap once and for all. I also became empowered and 

encouraged in the process when I gained a clearer understanding of the problem and a 

more effective focus on the solutions. This process has further emboldened me to be a 

champion for women leaders all over the globe and more committed to convincing other 

men to stand with me in the fight for gender parity. This egalitarian journey that started 

27 years ago in college with the woman who became my wife has culminated with this 

dissertation research, which I hope makes an impact on the future culture of leadership in 

America so my amazing daughter can have even more opportunities to lead than her 

mother has. 

 I believe more research needs to be done into the psychology behind men 

changing their minds about women leaders. I also think more can be done to discover 

how to change attitudes about quotas in order to make faster changes that do not rely on 

the attitudes and beliefs of those in power. In light of the #MeToo movement and the 

impact it has had on increasing the awareness of the treatment of women, I think more 

can be done to explore avenues that would create a similar platform for like-minded men 

to show their support for female leaders (e.g., #HeForShe). This idea is potentially 

something I would like to incorporate into my Gender Synergy website, and my hope is 

for some type of grassroots movement to take the nation by storm. 
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