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    Introduction by Nicolas Brien


    General Manager, France Digitale


    

      Public conversations and heated debates keep mentioning the “Tech ecosystem”, the “Start-up ecosystem”, the “ecosystem of innovation”, turning it into a catchy buzzword. This overshadows a rather simple fact: there is no ecosystem without biodiversity.


      The very purpose of this collective book is to expose the necessary biodiversity of our Tech ecosystem: small start-ups vs large corporations; VCs & BAs; American vs Chinese vs European. There is no such a thing as a thriving innovation ecosystem if large corporations, VCs and start-up founders do not work closely together.


      That’s pretty much what we have achieved at France Digitale, with 1400 start-up members, 100 VCs and 150+ corporate partners. We are part of the largest start-up network in Europe and we are key witnesses of major tech trends. We have brought together the cream of the crop. The movers and shakers of our ecosystem share their vision and insights, with emphasis on the emerging trends of 2019.


      Start-ups have been awash with cash and very few pundits have been paying attention to the cracks in the roof. As the international financial system gives an increasing share of capital to VCs, the consequences of a downturn should not be overlooked. He does not like playing Dr Doom, but the French VC ‘Godfather’ Jean-David Chamboredon underlines the fact that most European Tech ecosystems lack the large late-stage funds that would help our ecosystem overcome a future crisis.


      As long as the European grows at a steady pace, start-ups will take a fair share of job creations. In France, the tech sector has risen to becoming the top contributor for job creation in the first quarter of 2019. The lack of digitally-skilled workers has become the top concern for our Tech ecosystem, posing major issues to both scale-ups and large corporations.


      For too many media outlets and famous consultants, “Artificial Intelligence” sounds like “job destruction”. Many controversies have ensured that machine learning is treated with suspicion, even though AI tools have been used for the greater good, saving lives, nurturing social innovation and crafting new tools to fight climate change. And as use cases proliferate, the blockchain ecosystem could well join this wave for #Tech4Good.


      Will start-ups save the world? A new breed of Tech4Good founders is shaking up the game and role models such as BlaBlaCar or Olio prove that start-ups can give their full potential to positive impact when they reconcile purpose and hypergrowth.


      After analysing this set of 2019 trends, we came up with one clear-cut conclusion. The continental level is probably the right scope to contemplate the future of our ecosystem. This is particularly true for the African continent, which is rising as a fantastic conglomerate of emerging start-up nations. But this also applies to the other side of the Mediterranean Sea. There are few European start-ups that can contemplate having a global footprint if they do not scale in a truly “Digital Single Market”. As a new European Commission takes office, our ecosystem will have to voice our one major ambition: building the United Tech of Europe. This is the key to breeding more European tech giants. Together, let’s shoot for the (European) stars.
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          Source : EY, Barometer 2018 : “Social and economic performance of French digital business startups”.


           


          Methodology :


          ⇒ Barometer based on data from digital business startups financed by venture capitalists, business angels, corporate ventures…


          ⇒ Survey sent by venture capitalists to companies thez invested in


          • 293 participants


          • Average age : 7,5 years


          • 6,3 M€ invested by VC (median)


          • Key figures from financial data 2016 & 2017


          ⇒ EY, as a third-party, consolidate the data and ensure that the figures are kept confidential


        


      


    


  









  


  Women in tech


  Building the new society









  

    « Tech is revolutionising the way in which the economy innovates and the way in which we work, but despite these revolutions women still represent fewer than 10% of all entrepreneurs. We believe that the future of the economy cannot be secured without first securing the engagement of the biggest under-engaged demographic, women. »


    CAROLINE THELIER AND MARIE-VIRGINIE KLEIN


  









  


  

    Caroline Thelier is the General Manager of PayPal France. She began her career as a business consultant, before launching her own start-up. She joined PayPal in 2010, and worked on both the consumer products and merchant services side of the business before becoming General Manager at the beginning of 2017. She is a firm believer in the value of inclusive business, and has launched several disruptive initiatives at PayPal.


    Marie-Virginie Klein is a partner at Tilder, a major French communication firm for present and future leaders. She is also Vice President of Willa, a diversity incubator aimed at helping women in the start-up space. Willa coaches and mentors female founders, encouraging them and equipping them to achieve their true potential. Willa has accompanied more than 350 start-ups in the last fifteen years, and a typical year will see its alumni raising millions of euros in investments.
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  Women in tech:


  Building the new society


  

    Historically, women have been underrepresented in most workplaces, and this is especially true in the tech sector where we see a huge proportion of engineers. This academic path is still not followed by many women. This means that in the tech industry we have seen few women entering and even fewer getting promoted. While the tech sector is a relatively modern and forward-looking industry, it still has more than its fair share of challenges.


    Some of these challenges are cultural, some are technical and others are linked to regulatory or legal issues which create asymmetries between obligations concerning men and women, such as maternity leave. Meeting these challenges is a moral issue, but is also an issue of business performance.


    It is a moral issue in the same way that preventing discrimination, stereotypes and bias on the grounds of race, disability or sexual orientation is a moral issue. It is our duty as human beings to try to improve the way in which we treat other people, and to treat other people more fairly.


    It is also a business issue, because these challenges also adversely affect business performance. We believe that solving the issues surrounding women in tech will not only improve the situation of female entrepreneurs, but drive improvements in business performance.


    Of course, a full review of all of the challenges affecting women in the workplace would require far more space than we have here. Instead, we propose to highlight some of the major sociocultural challenges that are influencing the role occupied by women in the workplace, and to take a look at how society has been dealing with these in general, and how some companies have set up great initiatives to create fantastic diversity for traditional workplace minorities.


    We will then make some suggestions for some of the many ways in which these various initiatives can be replicated.


    

      The importance of removing bias and using the right language


      Graduation classes from leading business schools are increasingly female. Many intellectually demanding professions, such law and medicine, are now dominated by women. Indeed, some classes are now 80% female. It means that in those environments women tend to inspire and attract other female candidates, in the same way that men continue to attract male candidates across most of the workplace.


      One of the most startling statistics in the EY/France Digitale study of the workplace concerns the place of women in business in France: only 9% of start-ups have a woman as one of the co-founders. Nine percent is an extraordinarily low percentage. Why should this be the case? Why are women the majority of lawyers, but only 9% of start-up founders? Clearly, something is affecting the way in which women can achieve entrepreneurial success.


      Women also have challenges when they pursue careers as executives. Why are women well represented in successful recruitments into entry-level posts, but only 10% of top-level executives? Why do women fail to rise to senior management positions, despite many companies having policies to encourage the retention and promotion of female candidates?


      It seems that part of the explanation comes from the way in which we see the world and make decisions, including in business, which is dominated by unconscious bias and stereotypes.


      Bias is extremely powerful, and can shape the way that we think, react and make decisions. This obviously has profound implications for the business world. Bias can work in favour of people, or against them. Women in business usually have to overcome the bias that they encounter as an additional hurdle in order to be considered or accepted as a CEO or business leader.


      Of course, stereotypes go far beyond those that surround particular roles, which are seen as being highly gendered. Bias also affects the qualities, skills and behavioural traits that people expect to see in business professionals.


      For example, a particular type of bias relating to leadership might concern being ‘a directive leader’, or being ‘a decisive leader’. This sort of approach clashes with the one generally expected of women, who are often expected to be ‘collaborative leaders’ or ‘consensual leaders’.


      Accordingly, a woman who exhibits the former qualities will be criticised as being ‘bossy’ or ‘dictatorial’. Conversely, men with the same qualities are praised for their strength and direction, and are lauded as being people who ‘get the job done’.


      The knock-on effect of this is also felt in approaches to entrepreneurship. Caroline attended a prestigious engineering school, where she was among a very small number of women in her class. A few years later, when she launched her start-up she noticed that her male peers were still very affirmative, pitching big numbers and business cases. Her few female peers, on the other hand, would speak in more reasonable terms, even when the project was a fantastic, innovative project. Women were just not speaking the same language as men.


      This difference self-perpetuates across sectors and generations by virtue of the simple fact that people follow, fund and trust people who look like them, and who speak their language. This works both ways, across both genders.


      We also need to think about how we talk about opportunities as we recruit talent. Caroline remembers a promising tech start-up which was pitching her a job by describing how exciting their ‘war’ against the competition was. While the tech sector is very competitive, and is winner-takes-all in many respects, this pitch was relying on very specific imagery of war to succeed. Had the pitch focused on how this company was going to change people’s lives, the response from the candidates and the end result in recruitment terms might have been very different. We do not intend to catalogue them here, but note that the end result is a distinct lack of diversity in our workplaces. The problem is particularly acute at the upper management level. We do not believe that there are any underlying objectively measurable KPIs that justify such a wide difference in outcomes between men and women, nor do we believe that women are inherently less suitable for leadership positions than men.


      However, this does not mean that all differences must be erased, or that men and women must represent 50% each of the workforce in each role. Firstly, men and women do have differences, and we do not seek to deny or erase them. Secondly, when the issue is a structural, societal one, it is not the case that a blunt tool, such as a requirement for a firm to have 50% female engineers on staff, can solve things.


      We believe that the best approach is to demonstrate the value in unlocking female performance, to lead by example. Sometimes it is good to take radical action to get short-term results, but there are also more profound changes required to create the biodiversity to sustain longer term ones.


    


    

    


      Solutions


      We do not think that it is productive to be confrontational for the sake of it, nor do we think that it is appropriate to try to make people feel bad. Instead, we believe that positive solutions are much more likely to succeed than negative ones. We are not naïve, though. We know that these issues will never fix themselves, and that they need to be provoked and pushed by people who are convinced and determined to make a change.


      So, how do we need to change? What do we need to do to our businesses, to our culture, to our mind-sets in order to ensure that women do not suffer from discriminatory practices? We believe that there are countless solutions, but that these solutions can be grouped together into two broad categories: top-down, and bottom-up.


      Top-down changes are policy changes that are delivered from positions of leadership, making more radical and short-term changes, where a new way of working is pushed out to an organisation, enterprise or business. Bottom-up changes are ones that are driven more through influence, often through educational or long-term programmes. Both are crucial, and both have an enormous role to play in delivering the change women need to see in the workplace.


      

        Top-down solutions


        Top-down corporate solutions should not be confused with top-down industry-wide solutions. The classic example of a top-down approach at a national level is the imposition of quotas on female board members. This is a blunt instrument for achieving rapid change, but needs further work to be sustainable. The solutions we wish to discuss are more cultural changes, at an organisational level.


        In a large corporate organisation, formal policy sets the tone. It is easy to see why: teams are spread across countless offices around the world, and staff can go decades in the same firm without meeting more than their immediate co-workers. The larger an organisation becomes, the more likely it is to become dependent on formal policies and rules.


        These rules structure and govern the working relationship that staff have with the organisation, and they are of the utmost importance. From the point of view of a person wishing to drive change in the workplace, this is a blessing, and not a curse. A well-thought-out policy can deliver instant change to many more co-workers than could be affected by a more informal outreach and awareness event.


        PayPal is showing strong diversity, with 43% of female employees and 37% female VPs. When asked for some of the reasons behind this success, Caroline mentions inspiring initiatives. For example, there has always been a policy that staff members in their fifth year with the firm have to take a one-month sabbatical. They have no choice in the matter, and have to leave the office for that period. This policy was originally conceived as a benefit of employment that increased loyalty and retention, while giving PayPal an edge in the competitive market for talent in Silicon Valley.


        However, it has had a very positive impact on the way in which women are perceived in the workplace. Maternity leave has always been a particular issue for women. As it has become longer, it has the potential to be perceived as being ‘disruptive’ or ‘inconvenient’. The advantage of the policy on sabbatical is that men were leading the way. Men were the first recruits at the company, and so men were the first to spend extended periods of time outside of the office, before returning to their careers.


        Accordingly, as an increasing number of women joined the firm, and an increasing number of them had time out to start families, the corporate culture was entirely accepting of these short absences. Teams are organised appropriately, work is distributed and redistributed as necessary, and business needs are met.


        Female staff do not have to worry about how they will be perceived when they announce a pregnancy, because prolonged absences from the workplace are already normalised, and the structures exist to manage them. This takes a huge amount of potential concern or stress out of the equation, and makes for a vastly improved environment for women.


        As we develop new policies in the workplace, we may well see compulsory leave of equal length for new parents of both sexes. This will ensure that women are not automatically disproportionately disadvantaged by a couple’s decision to have children, as the consequences in the workplace will be identical, at least for the initial period of time after the birth.


        The issue of flex-office, remote working and part-time hours will also be something that corporate stakeholders will have to address in order to ensure that caregivers are properly protected in the workplace. We believe that offering such benefits will be a very significant competitive edge in the market for talent.


        Another top-down solution has been the groups that have been put in place within firms. These small communities are run by staff to deal with particular issues or interests. For example, at PayPal, ‘Give’ is the group that deals with charitable work, ‘Pride’ is the group for LGBTQ+ staff, and ‘Unity’ is the group that works on inclusion.


        One of the things that PayPal has been able to put in place with the assistance of Unity is training in relation to unconscious bias. A visitor once told Caroline’s team in Paris that decisions were often taken informally within his team, sometimes even in the gents’ toilets.


        Of course, this was not a deliberate attempt to exclude women from the decision-making process in this mostly male team, but it was certainly a blind spot in that manager’s thinking. He was effectively holding short meetings in the one room in the building where women are explicitly prohibited. Training staff on unconscious bias makes them alert to this kind of issue, and allows them to be as inclusive as possible in their preparation, planning and working relationships.


        We must also be careful and conscious in the way in which we recruit talent. Not only do we need to make sure that we have balanced candidate pools, but we need diverse panels as well. Recruitment decisions made by groups that are exclusively male are more likely to result in the recruitment of male candidates, whereas diverse panels are more likely to result in diverse recruitments. This avoids the self-replication phenomenon of teams recruiting people who best match the current average profile within the team.


        These are just a few examples of the way in which corporate policy can, deliberately or otherwise, make a positive change to the culture within a company. In addition to these top-down changes, we also believe that bottom-up change is essential.


      


      

        Bottom-up change


        We most often equate the need for bottom-up change with the need for education. We believe that incubators for innovative projects such as Willa can help drive a change in culture that comes from the bottom: generating demand for change and change itself, rather than waiting for change to be supplied.


        Willa, formerly known as Paris Pionnières, was created fifteen years ago. It runs a variety of programmes, from three-day bootcamps to year-long incubation programmes, across a variety of different sectors. It works on accompanying female entrepreneurs, throughout all of the stages of creating and running a successful start-up, from the very first idea to the first round of funding.


        This organisation exists because women are only 9% of start-up founders, and this low figure means that women are being left out of the entrepreneurial adventure. Interestingly, despite this dramatic under-representation, this small group of women outperform when the money is on the table, with 12.5% of the funds raised in 2018 going to start-ups that have female leaders.


        This performance advantage is something that Willa regularly highlights, and is borne out by the numbers: companies with male and female founders perform 63% better than companies with solely male founders. There is so much data on diversity improving performance, but the classic example relates to the early smartwatches. Design teams were exclusively male, and happy with the size and weight. Unsurprisingly, three-quarters of smartwatch purchasers were male. The lack of diversity cut the product off from 51% of its potential market, which is a disaster by any metric.


        From a financial point of view, and from a business point of view, the presence of women at the highest level is clearly a big advantage. How can we ensure that in tomorrow’s start-ups, more founders are female?


        Willa focuses on the barriers to female success that it can tackle by working directly with women. Some institutional issues require structural or societal solutions, but some of the issues can be tackled by training and equipping women to succeed in a world that is geared towards men. Issues such as perfectionism, imposter syndrome, self-confidence, public speaking and being excessively risk averse can all play a part.


        There are three stages to Willa’s intervention in a female entrepreneur’s adventure. The first stage, Willa Possible, is a three-day women-only bootcamp designed to move from an idea to concrete action. Experienced businesswomen challenge the project, and ensure that the idea is sufficiently focussed to be successful.


        The second, Willa Start, is a four to six-month long incubator programme that helps to build all the essential elements of a functional company. The final stage, Willa Scale, is intended to help the most successful companies to move from start-up to scale-up, raising funds and expanding into new markets.


        All of these stages are available in different ‘flavours’, tailored to particular industry sectors, such as AI, FinTech, renewable energy, and so on. While they are all tailored to different subjects, they share the same basis: strengthening the women behind the projects, and developing a community of female entrepreneurs. This is done through workshops on self-confidence, lessons in pitching, business plan coaching, training on GDPR, compliance and legal aspects, and much more besides.


        It is critical that this approach is centred on and provided by women, because relationships and role models are crucially important in allowing women to succeed in business. Nothing is more encouraging than seeing the success of someone who faces the same challenges, and has overcome them.


        For those of us who have already succeeded in our careers, we are passionate about finding talented women, and pushing them forward. Sometimes, we have to work very hard to overcome societal norms, and to persuade women that they can succeed. It can even feel like we are grabbing women by the scruff of the neck to drag them towards their own success!


        The classic metric of start-up success is the three-year survival rate. For our Willa alumni, this is an astonishing 85%. Instead of launching a business immediately after leaving a prestigious school, in their mid-twenties, like so many of their male peers, women are more often waiting until their mid-thirties to start a business. By this time, they already have ten years of experience under their belts and this makes a substantial difference.


        Willa, and other programmes dedicated to women, are a fantastic demonstration of why women are the lever for the next few decades of growth. For too long, our talents have been hidden, and our contributions restricted. Unlocking the potential of women to achieve professional success and empowering all of the stakeholders in the economy – not just the minority of men – is the key to allowing our economy to flourish.


        The next stage of our economy will necessarily involve a certain level of societal overhaul, and we would like to identify what some the issues may be.


      


    


    

    

      The new society


      The issue of education is a critical one. Not only do we need to train women to succeed, but we need to review the way in which we organise and balance our personal and professional lives.


      Many men become aware of the issues affecting women in the workplace through proximity. This so-called ‘proximity awareness’ begins when their mother, older sister, partner or daughter encounters discriminatory treatment. The challenge for us as a society is to ensure that we do not have to wait for all men to encounter discrimination by proxy through a close personal relation.


      The issue of childcare is often the first place that the issue of work-life balance comes close to affecting men. Many men do not take extensive paternity leave to care for a new child because the mother is already off work for maternity leave. This perpetuates the cycle by ensuring that women are disadvantaged by parenthood, while men remain in the workplace, further consolidating their lead over female peers.


      In addition to the changes to paternity leave and parental leave for fathers that we outlined above, it also seems important to us to address the issue of work-life balance as a whole. Technology, and in particular telecommunications technology such as video-conference services, enable working practices that can be extraordinarily flexible.


      Technology allows us to remove the constraint of physical proximity. This has several advantages. Expensive real-estate requirements can be reduced, time wasted in transit is eliminated or reduced, and team members are happier, more productive and more loyal when they are given their independence in the organisation of their working day. This also allows people to organise their day around their other needs, including childcare.


      In addition to the positive impact on staff, there are positive impacts for the wider economy: less pressure on public transport infrastructure for the population as a whole, less pollution, less congestion, and so on.


      In parallel to the technological developments that allow improvements in our working lives, many industries and sectors are increasingly turning to ‘flex work’. The gig economy is not necessarily something that is useful or applicable to every sector, but in many parts of our economy it can add significant flexibility over a career, making it easier to take career breaks and return to the workforce.


      Companies also need to be mindful of the way in which they handle staff who wish to reduce their working hours completely, and not simply move them around. Again, we believe that providing this sort of flexibility can allow companies to rationalise resources, maintain productivity and retain top talent that they would otherwise lose to competitors.


      The final social aspect that we want to discuss is partner choice. Combining a successful career in business with a family requires a supportive partner who is willing to put their own career ambitions in second place – or a full-time member of staff in the family home.


      Women have historically been the majority of parents who do the majority of the work in the home. This division of labour is so deeply entrenched in society that it is not easy to change it simply by encouraging men to take more time off work, and asking women to ‘lean in’.


      We need to ensure that we support those men and women who choose to become parents. We need to encourage women to become entrepreneurs and we need to encourage men to take their share of responsibility for the work that a family requires We need to build working environments that allow both men and women to have successful careers. We cannot allow professional success to come only at great personal cost.


      We are confident that these behaviours will be adopted by the new generation, for whom a healthy work-life balance is seen as a right. This adoption is more widespread in our developed economy than in less developed ones, and is particularly present in tech companies. This generation has seen good behaviour from younger managers but we need to see these behaviours replicated into upper management, and women cannot afford to wait until this generation retires. To make sure that this happens, we need to promote role models.


      Technology is giving us the tools to make helpful changes to the working environment, but also to the working economy itself. The tech sector is particularly well-placed to exploit what will become critical competitive advantages. The future of the economy is undeniably knowledge-based, and the market to recruit and retain talent will become the battleground for businesses seeking to gain an edge.


      Giving women the place they deserve in the workplace is good for business, because it means making the full spectrum of talents available to the economy. Not only will unlocking this reserve of talents help to drive the next generation of innovation and growth, but it will improve the quality of decision-making and leadership within companies, because diverse companies perform better than those that are not diverse.


      The changes we have suggested are by no means an exhaustive list, nor are they magic bullets to end discrimination. We believe that they make good business sense, and will have positive externalities in almost every aspect of our companies and economy. We hope that these changes and more like them will continue to gain ground as we continue to encourage female entrepreneurs to break the mould and push for success in new and exciting ways.


      The issue of women in tech is, at its core, an issue of fairness. There is no reason that a woman cannot perform a leadership role, and there is significant evidence demonstrating that merely by her presence a woman can significantly improve the quality of the decisions taken by a predominantly male-led company.


      It is an issue of social justice and morality, but also of business performance and corporate success. Women need to show leadership on this issue by building community and sorority, by being role models, and by driving the change that they wish to see. Solving these issues helps women first and foremost, but also improves business performance.


      We believe that the next generation of entrepreneurs will continue to tear down stereotypes and challenge preconceptions of a woman’s role, and we are very happy to have the opportunity to contribute to equipping this generation of women for professional and personal success.
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          Source : EY, Barometer 2018 : “Social and economic performance of French digital business startups”.


           


          Methodology :


          ⇒ Barometer based on data from digital business startups financed by venture capitalists, business angels, corporate ventures…


          ⇒ Survey sent by venture capitalists to companies thez invested in


          • 293 participants


          • Average age : 7,5 years


          • 6,3 M€ invested by VC (median)


          • Key figures from financial data 2016 & 2017


          ⇒ EY, as a third-party, consolidate the data and ensure that the figures are kept confidential
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